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ABSTRACT

Good governance requires the maximum performance of its employees. This study aims
to determine the factors that affect the performance of civil servants in Indonesia. This study's
sample consisted of 200 civil servants in various ministries and government agencies in
Indonesia. The data analysis method used was SEM-PLS to prove the research hypothesis. The
results showed that partially employee commitment, employee motivation, and employee
discipline played a role in improving civil servants' performance. Partially employee
commitment and employee motivation play a role in enhancing civil servant discipline. Employee
discipline can partially mediate the effect of employee commitment and employee motivation on
civil servants' performance. The results of this study indicate that increased employee
commitment through a sound communication system can improve civil servants' performance,
improvisation of the performance-based allowance system will be able to motivate employees to
improve their performance. Moreover, the starting point shown by the leadership will be able to
be an excellent example for their subordinates have better work discipline.

Keywords: Employee commitment, employee motivation, employee discipline, employee
performance.

JEL Classification: M12, M54, O15.
INTRODUCTION

Employee performance is one of the essential aspects of a government organization used
as the primary benchmark for measuring human resources' contribution in ministries and
government agencies in Indonesia. Government agencies demand to provide excellent
governance services. Bureaucratic reform is one of the Government's efforts to realize good
governance and carry out fundamental reforms and changes to the government system, especially
those concerning the institutional (organizational), management, and human resources aspects of
the civil apparatus.

It should note that civil servants in various ministries and government agencies in
Indonesia must be competent, loyal, productive, and maximize their performance. Through an
observation process from July 2020 to December 2020, we identified aspects that significantly
influenced civil servants’ performance in several ministries and government agencies in
Indonesia. From several aspects researched based on the pre-research that has been carrying out.
It shows that civil servants' performance is greatly influenced by how well the employee
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motivates himself to work better and is committed to his organization, and carries out the
mandate given to him with complete discipline and responsibility.

Some more in-depth research shows that employee commitment to the organization will
improve employee performance and even change the organization better than before (Curtis et
al., 2009; Eliyana et al., 2019; Wim et al., 1998). The motivation of an employee can foster a
sense of happiness and have an impact on improving performance and competitive advantage for
the employees themselves (Riyanto et al., 2017; Suprapti et al., 2020; Curtis et al., 2009;
Octaviannand et al., 2017; Hasanah & Lo, 2020; Widyanty et al., 2020). Public employees who
have a high level of discipline will feel job satisfaction and morale to increase their performance
(Suprapti et al., 2020; Hasanah & Lo, 2020). Based on these considerations, this research focuses
on things that need to be done by ministries and government agencies in Indonesia to realize
bureaucratic reform and good governance through various factors that affect civil servants'
performance.

LITERATURE REVIEW
Employee Commitment (EC)

Commitment is the link between employees and organizations that functions as a
determinant of the future of employees and organizations that involve employee involvement to
contribute to the success of the organization as a form of employee dedication and loyalty to the
organization (Chartier, 2018; Coe et al., 2008; McMurray et al., 2004). Commitment is the power
that binds individuals to take action consisting of affective commitment, ongoing commitment,
and normative commitment (Panaccio & Vandenberghe, 2009; Colquitt et al., 2019). In HRM
practice, commitment is part of the psychological aspect for employees because it involves the
rewards received for the hard work that has done so that it will increase job satisfaction, job
happiness, and employee performance (Robertson & Cooper, 2011; Ito et al., 2013; Kraeger et
al., 2017). Facts in the field also prove that commitment is an essential factor that is full of
continuity and is related to the appreciation that determines an employee's decision to leave or
stay in the company (Milkovich et al., 2014; Isse et al., 2018). Employee commitment depends
on the organization's leadership and career path (Stewart & Brown, 2011; Hoffman, 2015;
Cakmak-Otluoglu, 2012).

Several studies have found that employee commitment positively benefits the company to
facilitate work motivation, instill company values, and strengthen relationships between
employees to fulfill company goals (McMurray et al., 2004; Holland et al., 2011; Sarriera &
Bedin, 2017). Facts in the field show that improving employee performance and company
productivity is highly dependent on employee characteristics in solving work problems,
cooperation between departments, leaders who give complete trust to employees, and employee
commitment to team-based work organizations (Wickramasinghe & Wickramasinghe, 2011;
Cobb et al., 1995; Georgiades, 2015). Commitment to organization is one of the main reasons
employees remain, therefore companies must support employees by providing adequate rest time
for each employee to reduce employee work stress (Hausknecht et al., 2009; Neininger et al.,
2010; Noor, 2002; Ali et al.,, 2011). However, sometimes there are several obstacles that
companies must face to create responsible employee commitment, such as limited access,

2 1939-4675-25-5-512



International Journal of Entrepreneurship Volume 25, Issue 5, 2021

perceived injustice by employees, and personal satisfaction. Therefore companies need to instill
good corporate perceptions and values in employees to create positive feelings towards the
organization so that it will create a feeling of pride in the company and can strengthen the
relationship between employees and the company itself (Shorrock & Williams, 2016; Lai et al.,
2010; Kjglsrad, 2019; Prasetyo et al., 2021; Marique et al., 2013; Neininger et al., 2010).

H1 Partially employee commitment that influence employee performance.
H2 Partially employee commitment that influence employee discipline.

Employee Motivation (EM)

Motivation is a change in a person's attitude to take action/work to achieve a better
balance (Saddawi-Konefka et al., 2017; Brower & Riba, 2017; Dal Forno & Merlone, 2010).
Motivation arises when individuals seek optimal satisfaction with specific needs (Giauque et al.,
2011). Motivation sees as a psychological characteristic that will help humans increase the
degree of commitment and act as a stimulant to the need and desire to achieve something by
increasing contextual conditions internalized by individuals (Majid et al., 2010; Kenny et al.,
2010; Dimitrova, 2017). A person's motivation to pursue specific goals determined by situational
stimuli, personal preferences, and the two's interaction. External factors such as organizational
mission and transformational leadership also have the potential to increase motivation
(Heckhausen & Heckhausen, 2008; Wright et al., 2011). Intrinsic motivation will create a feeling
of pride for employees to improve their literacy. A well-integrated motivation will predict human
behavior diversity, especially in the workplace (Lanfranchi et al., 2010; Ryan, 2010).

According to SDT, a work climate that promotes the satisfaction of the three basic
psychological needs (needs for autonomy, competence, and linkage) will increase employee
intrinsic motivation, encourage complete internalization of extrinsic motivation, and ultimately
result in important performance (Kuvaas & Dysvik, 2009). Several other studies have found that
age positively correlated with internal work motivation. Likewise, individuals who have high
welfare will have high intrinsic motivation (Bipp, 2010; Diener et al., 2010). In short, Flexner
argues that the profession essentially involves intellectual operations with great individual
responsibility. Therefore, mentoring can help in career aspirations, increase motivation, increase
perceptions of organizational support and job satisfaction (Fong, 2014; Tabarsa & Nazari, 2016).
The motivation for individual career actions reflected in their career goals, career rewards, and
future career goals. Therefore, companies need to evaluate performance and salary levels with
various assessment programs (Coetzee, 2014; Latukha, 2016).

H3 Partially employee motivation that influence employee performance.
H4 Partially employee motivation that influence employee discipline.

Employee Discipline (ED)

Work discipline is identified as employee behavior to exercise self-control and moral
reinforcement of company rules (Boyd, 1984; Bugdol, 2018). Besides, the discipline also needs
supporting concepts such as career success and job success to improve employees' sustainable
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work (Keller et al., 2014; Flgari, 2011). Work discipline is a starting point and the key to success
in increasing awareness of company regulations and impacting employee focus in improving
their skills and work quality (Foucault, 1977; Mangan, 2009; Esbester, 2008; Prasetyo &
Riyanto, 2019). Therefore, the company's work discipline policy must consider all employees'
rights to create fairness principles that can account for. Will increase employee confidence in the
company to work responsibly and want to be directly involved in the company's goals
(Armstrong, 2006; Whittington et al., 2017; Presenza & Sheehan, 2018; Loi et al., 2006).

Despite this seemingly progressive trend, social work is often perceived as a relatively
conservative discipline because it is too concerned with social control and emphasizes fixing
individual problems rather than structural social problems (Jones, 2009). Social work considers
having no scientific discipline because it can change in a relatively short time. Therefore, in a
company, a disciplinary authority is needed to form all employees' discipline to achieve the
necessary stability and security and avoid disruptions that are always possible (Guzzetta, 2014;
George, 2015; Hibou, 2009). Multidisciplinary refers to knowledge from various disciplines
based on rules. Interdisciplinarity has the function of analyzing, synthesizing, and harmonizing
interdisciplinary relations into a coordinated and coherent whole. Transdisciplinarity serves to
integrate natural, social, and health sciences in the humanities and transcend their traditional
boundaries (Brooks et al., 2017). Therefore, the need for discipline is significant for
transformative learning in improving skills, competencies, and innovation in an economic and
business context to provide high satisfaction and performance (Frenes, 2016; Rober, 2018;
Giorgino, 2014).

H5 Partially employee discipline that influence employee performance.

H6 Work discipline mediates the influence between employee commitment and employee motivation
on employee performance.

H7 Work discipline mediates the influence between employee commitment and employee motivation

on employee performance.
Employee Performance (EP)

Taking too long to fix employee performance problems can cause other employees to
give up and quit (Brazen, 2004). Thus, it is very likely that managers (and employees) perceive
performance differently in different cultures, so that objective and measurable effort and
performance criteria are needed (Varma et al., 2008). Companies with high-performance
business strategies recognize the importance of a manager who can see talents, opportunities, and
career paths for their employees. Therefore, today organizations need to focus on implementing
HR strategies to improve employee performance through training, performance appraisal,
compensation, career development, teamwork (Eigenhuis & Van Dijk, 2007; Thevanes &
Mangaleswaran, 2018).

Employee performance management is a concept that includes various organizational
activities to provide appraisals to employees so that they can apply them in the workplace to
produce better performance (Fletcher, 2001; Decramer et al., 2012; Smith-Crowe et al., 2003,
Woolliams, 2007). Performance appraisals increase employee motivation levels and encourage
them to engage in innovative programs and facilitate the achievement of desired results.
Meanwhile, performance reviews generate feedback, and performance improvement plans help
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employees develop skills that maximize their potential (Jiménez-Jiménez & Sanz-Valle, 2005;
Cascio, 2014). The company always wants its employees to commit and instill organizational
values to foster trust between the company and employees (Nygaard & Biong, 2010; Celep &
Yilmazturk, 2012). To achieve a higher level of performance, companies need to understand,
identify, and ensure functional areas and internal systems work effectively and efficiently
(Aquila & Rice, 2012). Performance management is one of the components that need to
improves in an organization, considering that performance management is an organizational way
of communicating expectations and encouraging behavior to achieve goals, and identifying
employees in career development programs (Pulakos, 2009; James & Lahti, 2011).

Employee performance management is a much broader concept that includes various
activities in which organizations seek to assess employees and develop their competencies,
improve performance and distribute them in work (Decramer et al., 2012). The concept of
numerical performance may not adequately describe the performance system so that involvement
between management and employees is needed to build a positive work context and working
relationship (Beamon, 1999; Huo, 2012; Imperatori, 2017). Therefore, further research needs
regarding the desires/feelings of an employee related to their performance (Ho et al., 2011).
There are various benefits of working from home for employees; this includes flexibility in
working hours, work-life balance, and a higher level of performance (Timsal & Awais, 2016;
Ward, 2017). The performance measurement that evaluates itself is not significantly different
from the supervisor's assessment of the employee's job performance, namely by looking at the
employee's role and involvement (Churchill et al., 1985; Yurchisin & Park, 2010; Kattenbach et
al., 2010). Performance appraisal can also expand by granting authority/authority to lower-level
managers through efforts to align internal processes and information systems with evaluating
individual and organizational performance (Ganyam & Ivungu, 2019).

METHODOLOGY

This study uses a quantitative method with a causality approach. This study will
determine the factors influencing civil servants' performance in Indonesia, such as employee
commitment, employee motivation, and employee discipline. This research conduct on 200
respondents who are civil servants in various ministries and government agencies in Indonesia,
consisting of the Ministry of Public Works and Public Housing of the Republic of Indonesia;
Ministry of Villages, Development of Disadvantaged Areas, and Transmigration; Ministry of
Cooperatives and SMEs, Ministry of Administrative Reform and Bureaucratic Reform of the
Republic of Indonesia; and the Ministry of Health of the Republic of Indonesia. The technique
used in this study is a non-probability sampling technique with snowball sampling techniques.
The data collection method carry out by observation, online interviews, and questionnaires
distributed via Google Form to research respondents who test using SEM-PLS with SmartPLS
v.3 to test the hypothesis.
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RESULTS AND DISCUSSION
Outer Model Test

They were testing the Outer Model of this study using the Confirmatory Factor Analysis
(CFA) technique. The convergent validity test results show that the indicators EM2, EM3, WD3,
WD4, EP4, and EP5 have a loading factor value < 0.5, so they removed from the model, and a
second test carries out. In the second test, the results showed that all research indicators have a
loading factor value of > 0.5. The discriminant validity test results show that the Fornell-lacker
criterium value for each construct is greater than the correlation between one construct and
another in the model. Based on these two tests, it concludes that all research indicators are
declared valid (Table 1).

Table 1
DICRIMINANT VALIDITY (FORNELL_ LACKER CRITERIUM)
Employee Employee Employee Employee
Commitment Motivation Performance | Discipline
Employee Commitment 0.680
Employee Motivation 0.747 0.636
Employee Performance 0.763 0.781 0.636
Employee Discipline 0.642 0.662 0.670 0.665

Reliability test results show that all research variables have a composite reliability value
and cronbach's alpha > 0.7 or meet the criteria (Hair et al., 2010). Thus, all research variables
were declared reliable (Table 2).

COMPOSITE RELIABILI-I’E?I:IEID CRONBACH’S ALPHA
Variable Composite Reliability Cronbach's Alpha
Employee Commitment 0.857 0.806
Employee Motivation 0.818 0.815
Employee Performance 0.762 0.751
Employee Discipline 0.797 0.789
Inner Model Test

Inner Model testing of this research is done by evaluating the value of R? validating the
model and predictive relevance, and evaluating the value of the path coefficient. Based on the
results of the R? evaluation, it found that the variables of employee commitment, employee
motivation, and employee discipline influenced performance by 70%. Meanwhile, the
simultaneous influence between employee commitment and employee motivation on employee
discipline is not very influential (Table 3).
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Table 3
THE R? EVALUATION TEST RESULTS
Variable R-Square R-Square Adjusted
Employee Performance 0.700 0.696
Work Discipline 0.488 0.482

The results of model validation using GoF show a result of 0.505, concluding that the outer
and inner models' combined performance is outstanding. The Q? test results show a value of
0.846 > 0 so that the model is said to be feasible and has a relevant predictive value.

The hypothesis testing results show that: Partially employee commitment, employee
motivation, and employee discipline have a positive and significant effect on employee
performance; Partially, employee commitment and employee motivation have a positive and
significant effect on employee discipline. However, the path analysis results show that the
indirect effect of employee commitment and employee motivation on employee performance
through employee discipline's mediating role is smaller than the direct effect (Table 4).

Table 4
HYPOTHESIS TEST RESULTS
Original Sample Mean| Standard Deviation | T Statistics P-Value
Sample (O) (M) (STDEV) (JO/ISTDEV))
EC->EP 0.347 0.348 0.071 4.863 0.000
EM -> EP 0.402 0.403 0.065 6.209 0.000
EC->ED 0.334 0.325 0.091 3.678 0.000
EM ->ED 0.413 0.427 0.088 4.707 0.000
ED -> EP 0.181 0.181 0.052 3.487 0.001
EC->ED ->EP 0.060 0.060 0.026 2.318 0.021
EM ->ED -> EP 0.075 0.077 0.027 2.805 0.005
DISCUSSION

The research results indicate that employee commitment has a positive and significant
effect on employee performance. The findings of this study confirm several previous studies that
state that employees’ commitment to the organization will improve the performance of the
employees themselves (Curtis et al., 2009; Eliyana et al., 2019). The findings of this study are
also in line with Coe et al. (2008), which states that high employee commitment will contribute
maximally to employees' success in carrying out their work and will have an impact on
organizational success. It shows that commitment has a vital role in improving employee
performance in government organizations in Indonesia. Ministries and government agencies
need to pay attention to every component of employee commitment. It can increase by
inculcating positive institutional perceptions and values in every civil servant to feel proud to be
part of the organization and work better to advance the institutions they work for. The work
commitment of civil servants can also increase through awards given to each employee's work to
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improve their performance and play an active role in improving governance and bureaucracy
within the agency.

The research results indicate that employee motivation has a positive and significant
effect on employee performance. This study's findings confirm several previous studies stating
that employee work motivation will improve individual performance (Riyanto et al., 2017;
Suprapti et al., 2020; Curtis et al., 2009; Octaviannand et al., 2017; Hasanah & Lo, 2020). This
study's findings are also in line with Kuvaas & Dysvik (2009), which states the importance of
employees' intrinsic and extrinsic motivation as part of the psychological need to produce an
essential performance for themselves and the company. It shows that every government
employee needs high work motivation to manage their work and the competencies they have to
improve their performance. Civil servants' work motivation can increase by assessing the
allowance system that each government agency has implemented. The new allowance system
expects to be based on civil servants' performance to have more motivation to improve their
performance.

The research results indicate that employee motivation has a positive and significant
effect on employee discipline. This study's findings confirm several previous studies that state
that high employee motivation will improve employee work discipline itself (Hania &
Bernardus, 2019; Uloli et al., 2019). This study's findings are also in line with the theory of
Lanfranchi et al. (2010), which states that a person's motivation at work will foster their pride
and increase utility/discipline at work. It shows that it is necessary to integrate employee
motivation with agency goals in a government organization based on existing regulations. It is
necessary to create a comfortable atmosphere at work and predict human behavior's diversity to
comply with predetermined rules.

The research results indicate that employee discipline has a positive and significant effect
on employee performance. This study's findings confirm several previous studies that state that
employees who have a high level of discipline have high performance (Suprapti et al., 2020;
Hasanah & Lo, 2020; Soegihartono, 2019). This study's findings are also in line with the theory
of Esbester (2008), which states that discipline is the key to individual success. With discipline, a
person can use all the abilities/talents that exist in him. It shows that work discipline is one of the
most critical aspects of the organization to improve employees' performance and productivity. It
will foster and create a good character for themselves to create positive actions at work and
become an excellent example for their colleagues with good discipline.

The research results indicate that employee discipline does not play a perfect role in
mediating employee commitment on employee performance. This study's findings confirm
several previous studies that state that works discipline can partially mediate employee
commitment's effect on employee performance (Septiani et al., 2016; Soegihartono, 2019). This
finding is also in line with the theory of Ito et al. (2013), which states that employee commitment
to the organization is a psychological contract that represents employees and rewards their
commitment and performance. It shows that there will be a culture of very close engagement
with employee commitment, both between one employee and another and between employees
and the company. Therefore, agencies must continue to support and monitor civil servants'
benefits to create a responsible work commitment based on existing regulations to establish
continuity/positive relationships within the agency.
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The research results indicate that employee discipline does not play a perfect role in
mediating employee motivation's influence on employee performance. This study's findings
confirm the research of Hania & Bernardus (2019), which found that work discipline can
partially mediate the effect of work motivation on employee performance. This finding is also in
line with Heckhausen & Heckhausen's (2008) theory, which states that a person's motivation to
achieve goals determines by situational stimuli and self-preferences, and their interactions. So
there is a need for self-evaluation and support from the organization to achieve predetermined
goals. It shows that motivation is a psychological aspect in a person that cannot ignore. With
positive motivation, employees will foster a desire to take action according to the regulations to
achieve the desired performance.

The research results indicate that employee commitment has a positive and significant
effect on employee discipline. This study's findings confirm several previous studies stating that
employee commitment will improve their work discipline (Rabiulkhri et al., 2019; Laura, 2015;
Septiani et al., 2016). This study's findings are also in line with Chartier's (2018) theory, which
states that commitment is a series of conscious and unconscious actions that aim to increase the
relationship between individuals and organizations to become a good habit administrative
regulations and managing the organization. It shows that the organization needs employee
commitment in enforcing discipline and managing the organization to be even better. Therefore,
in carrying out its bureaucracy, government agencies need to pay attention to justice aspects to
each employee because commitment is one of the psychological aspects that need to instill in
every employee to increase work discipline and foster pride in himself.

CONCLUSION

The results showed a positive and partially significant influence between employee
commitment, employee motivation, and employee discipline on civil servants' performance.
There is a partially positive and significant influence between employee commitment and
employee motivation on employee discipline; Employee discipline can partially mediate the
influence of employee commitment and employee motivation on civil servants' performance.

This study's findings indicate that employee motivation directly influences the
performance of civil servants in ministries and government agencies in Indonesia. This study's
findings also confirm that employee discipline is not a mediator in influencing civil servants'
performance because of its feeble effect.

Ministries and government agencies in Indonesia need to increase downward
communication, upward communication, horizontal communication, and diagonal
communication in each agency to create bonds between employees and agencies and create a
more comfortable work culture and work environment. Governments and government agencies
in Indonesia need to improvise an allowance system based on employee performance to increase
these employees' work motivation to achieve the desired performance. Department leaders in
each agency expect to become the starting point for managing employees' behavior under them
so that employees have positive figures that can imitate in increasing work discipline.

9 1939-4675-25-5-512



International Journal of Entrepreneurship Volume 25, Issue 5, 2021

REFERENCES

Ali, M., Kulik, C. T., & Metz, I. (2011). The gender diversity-performance relationship in services and
manufacturing organizations. International Journal of Human Resource Management, 22(7), 1464-1486.
https://doi.org/10.1080/09585192.2011.561961

Aquila, A. J., & Rice, C. L. (2012). Performance is Everything: The Why, What, and How of Designing
Compensation Plans.

Armstrong, M. (2006). A Handbook of Human Resources Management Practice 10th Edition. In Kogan Page
Limited. https://doi.org/10.1007/978-3-662-44152-7

Beamon, B.M. (1999). Measuring supply chain performance, International Journal of Operations & Production
Management, 19(3), 275-292. https://doi.org/10.1108/01443579910249714

Bipp, T. (2010). What do people want from their jobs? The big five, core self-evaluations and work motivation.
International Journal of Selection and Assessment, 18(1), 28-39. https://doi.org/10.1111/j.1468-
2389.2010.00486.x

Boyd, B.B. (1984). Management-minded supervision (3" ed.). New York: McGraw-Hill.

Brazen, L. (2004). The ROI of Human Capital: Measuring the Economic Value of Employee Performance. In AORN
Journal (Vol. 80, Issue 6). https://doi.org/10.1016/s0001-2092(06)60696-0

Brooks, A. L., Brahnam, S., Kapralos, B., & Jain, L. C. (2017). Recent Advances in Technology for Inclusive Well-
Being : From Worn to Off-body Sensing, Virtual Worlds, and Games for Serious Applications. In Springer
International Publishing AG. https://doi.org/10.1201/b15118-64

Brower, K. J., & Riba, M. B. (2017). Physician Mental Health and Well-Being: Research and Practice. In Springer
International Publishing AG. https://doi.org/http://dx.doi.org/10.1007/978-3-319-55583-6

Bugdol, M. (2018). A Different Approach to Work Discipline: Models, Manifestations, and Methods of Behaviour
Modification. In PALGRAVE MACMILLAN. https://doi.org/10.1007/978-3-319-74008-9

Cakmak-Otluoglu, K. O. (2012). Protean and boundaryless career attitudes and organizational commitment: The
effects of perceived supervisor support. Journal of Vocational Behavior, 80(3), 638-646.
https://doi.org/10.1016/j.jvb.2012.03.001

Cascio, W. F. (2014). Leveraging employer branding, performance management, and human resource development
to enhance employee retention. Human Resource Development International, 17(2), 121-
128. doi:10.1080/13678868.2014.886443

Celep, C., & Yilmazturk, O. E. (2012). The Relationship among Organizational Trust, Multidimensional
Organizational Commitment and Perceived Organizational Support in Educational Organizations. Procedia -
Social and Behavioral Sciences, 46, 5763-5776. https://doi.org/10.1016/j.sbspro.2012.06.512

Chartier, G. (2018). The logic of commitment. In Taylor & Francis. https://doi.org/10.4324/9780203732458

Churchill, G. A., Ford, N. M., Hartley, S. W., & Walker, O. C. (1985). The Determinants of Salesperson
Performance: A Meta-Analysis. Journal of Marketing Research, 22(2), 103-
118. https://doi.org/10.2307/3151357

Cobb, A. T., Folger, R., & Wooten, K. (1995). The Role Justice Plays in Organizational Change. Public
Administration Quarterly, 19(2), 135-151. http://www.jstor.org/stable/40862302

Coe, C., Zehnder, A., & Kinlaw, D. (2008). COACHING FOR COMMITMENT: ACHIEVING SUPERIOR
PERFORMANCE FROM INDIVIDUALS AND TEAMS THIRD EDITION. In John Wiley & Sons, Inc. (p.
243).

Coetzee, M. (2014). Psycho-Social Career Meta-Capacities: Dynamics of Contemporary Career Development. In
Springer International Publishing Switzerland. https://doi.org/10.1007/978-3-319-00645-1_7

Colquitt, J. A., Lepine, J. A., & Wesson, M. J. (2019). Organizational Behavior: Improving Performance and
Commitment in the Workplace, Sixth Edition. In McGraw-Hill Education. https://doi.org/10.1002/pdh.22

Curtis, C. R., Upchurch, R. S., & Severt, D. E. (2009). Employee motivation and organizational commitment: A
comparison of tipped and nontipped restaurant employees. International Journal of Hospitality and Tourism
Administration, 10(3), 253-269. https://doi.org/10.1080/15256480903088469

Dal Forno, A., & Merlone, U. (2010). Incentives and individual motivation in supervised workgroups. European
Journal of Operational Research, 207(2), 878-885. https://doi.org/10.1016/j.ejor.2010.05.023

Decramer, A., Smolders, C., Vanderstraeten, A., & Christiaens, J. (2012). The Impact of Institutional Pressures on

10 1939-4675-25-5-512


https://doi.org/10.1007/978-3-662-44152-7
https://www.emerald.com/insight/search?q=Benita%20M.%20Beamon
https://www.emerald.com/insight/publication/issn/0144-3577
https://www.emerald.com/insight/publication/issn/0144-3577
https://doi.org/10.1108/01443579910249714

International Journal of Entrepreneurship Volume 25, Issue 5, 2021

Employee Performance Management Systems in Higher Education in the Low Countries. British Journal of
Management, 23, 1-16. https://doi.org/10.1111/j.1467-8551.2012.00820.x

Diener, E., Kahneman, D., & Helliwell, J. F. (2010). International Differences in Well-Being. In Oxford University
Press, Inc. https://doi.org/10.1093/acprof:0s0/9780199732739.001.0001

Dimitrova, R. (2017). The well-being of youth and emerging adults across cultures: Novel approaches and findings
from Europe, Asia, Africa, and America.

Eliyana, A., Ma’arif, S., & Muzakki. (2019). Job satisfaction and organizational commitment effect in the
transformational leadership towards employee performance. European Research on Management and
Business Economics, 25(3), 144-150. https://doi.org/10.1016/j.iedeen.2019.05.001

Esbester, M. (2008). Organizing work: Company magazines and the discipline of safety. Management and
Organizational History, 3(3-4), 217-237. https://doi.org/10.1177/1744935908094086

Eigenhuis, A.P., & Van Dijk, R. (2007). HR strategy for the high-performance business strategy: inspiring success
through effective human resource management. United States of America: Kogan Page.

Fletcher, C. (2001). Performance appraisal and management: The developing research agenda. Journal of
Occupational and Organizational Psychology, 74(4), 473-487. https//doi.org/10.1348/096317901167488

Flgari, C. (2011). Work discipline and corporate training in modernizing large companies in Argentina. Work
Organisation, Labour & Globalisation, 5(1), 130-149. https://doi.org/10.13169/workorgalaboglob.5.1.0130

Fong, R. (2014). Framing Doctoral Education for a Science of Social Work: Positioning Students for the Scientific
Career, Promoting Scholars for the Academy, Propagating Scientists of the Profession, and Preparing
Stewards of the Discipline. Research on Social Work Practice, 24(5), 607-615.
https://doi.org/10.1177/1049731513515055

Foucault, M. (1977). Discipline and Punish: The Birth of the Prison, New York: Random House.

Franes, 1. (2016). The Autonomous Child: Theorizing Socialization. https://doi.org/10.1007/978-3-319-25100-4

Ganyam, A. ., & lvungu, J. A. (2019). Effect of Accounting Information System on Financial Performance of
Firms: A Review of Literature. I0SR Journal of Business and Management, 21(5), 39-49.
https://doi.org/10.9790/487X-2105073949

George, L. J. (2015). Working with Norms in Social Work Practice: Introjection, Discipline, and Self-
Determination. Psychoanalytic Social Work, 22(2), 108-125.
https://doi.org/10.1080/15228878.2015.1012682

Georgiades, S. (2015). Employee engagement in media management: Creativeness and organizational development.
In Employee Engagement in Media Management: Creativeness and Organizational Development.
https://doi.org/10.1007/978-3-319-16217-1

Giauque, D., Ritz, A., Varone, F., & Anderfuhren-Biget, S. (2011). Resigned but satisfied: The negative impact of
public service motivation and red tape on work satisfaction. Public Administration, 1-19.
https://doi.org/10.1111/j.1467-9299.2011.01953.x

Giorgino, V. (2014). The Pursuit of Happiness and the Traditions of Wisdom. https://doi.org/10.1007/978-3-319-
04744-7_1

Guzzetta, C. (2014). Social work between discipline and profession. European Journal of Social Work, 17(4), 604—
606. https://doi.org/10.1080/13691457.2014.930558

Hair, J., Black, W., Babin, B., & Anderson, R. (2010). Multivariate Data Analysis a Global Perspective, Prentice-
Hall. Upper Saddle River, NJ.

Hania, R. N. (2019). Motivasi Terhadap Kinerja Karyawan Dengan Disiplin Kerja dan Employee ENgagement
Sebagai Variabel Mediasi di Bagian Keuangan RS X. PERFORMA: Jurnal Manajemen Dan Start-Up Bisnis,
4(4), 550-559. https://doi.org/https://doi.org/10.37715/jp.v4i4.1667

Hasanah, F., & Lo, S. J. (2020). the Mediating Role of Employee Satisfaction on the Influences of Employee
Discipline and Employee Motivation on Employee Performance At the Ministry of Transportation, Republic
of Indonesia, Research and Development Department. Dinasti International Journal of Management Science,
2(1), 1-11. https://doi.org/10.31933/dijms.v2i1.512

Hausknecht, J. P., Rodda, J., & Howard, M. J. (2009). Targeted employee retention: Performance-based and job-
related differences in reported reasons for staying. Human Resource Management, 48(2), 269-288.
https://doi.org/10.1002/hrm.20279

Heckhausen, J., & Heckhausen, H. (2008). Motivation and Action Third Edition.

Hibou, B. (2009). Work discipline, discipline in Tunisia: complex and ambiguous relations. African ldentities, 7(3),
11 1939-4675-25-5-512



International Journal of Entrepreneurship Volume 25, Issue 5, 2021

327-352. https://doi.org/10.1080/14725840903069114

Ho, V., Wong, S., & Lee, C.H. (2011). A Tale of Passion: Linking Job Passion and Cognitive Engagement to
Employee Work Performance. Management Faculty Publications, 48.
http://scholarship.richmond.edu/management-faculty-publications/48

Hoffman, B. (2015). Motivation for Learning and Performance. In Elsevier Inc. https://doi.org/10.1016/C2013-0-
18335-3

Holland, P., Pyman, A., Cooper, B. K., & Teicher, J. (2011). EMPLOYEE VOICE AND JOB SATISFACTION IN
AUSTRALIA: THE CENTRALITY OF DIRECT VOICE. Human Resource Management, 50(1), 95 — 111.
https://doi.org/10.1002/hrm

Huo, B. (2012). The impact of supply chain integration on company performance: an organizational capability
perspective. Supply  Chain Management: An International Journal, 17(6), 596—
610. https://doi.org/10.1108/13598541211269210

Imperatori, B. (2017). Engagement and Disengagement at Work: Drivers and Organizational Practices to Sustain
Employee Passion and Performance (1st Ed.). Italy: Springer International Publishing.

Isse, H., Abdirahman, H., Najeemdeen, I. S., Abidemi, B. T., & Ahmad, R. B. (2018). The Relationship between Job
Satisfaction, Work-Life Balance and Organizational Commitment on Employee Performance. IOSR Journal
of Business and Management, 20(5), 76-81. https://doi.org/10.9790/487X-2005077681

Ito, J. K., Brotheridge, C. M., & McFarland, K. (2013). Examining how preferences for employer branding attributes
differ from entry to exit and how they relate to commitment, satisfaction, and retention. Career Development
International, 18(7), 732—752. https://doi.org/10.1108/CDI1-05-2013-0067

James, K., & Lahti, K. (2011). Organizational Vision and System Influences on Employee Inspiration and
Organizational ~ Performance.  Creativity —and  Innovation = Management, 20(2), 108-120.
https://doi.org/10.1111/j.1467-8691.2011.00595.x

Jiménez-Jiménez, D., & Sanz-Valle, R. (2005). Innovation and human resource management fit: an empirical study.
International Journal of Manpower, 26(4), 364-381. https://doi.org/10.1108/01437720510609555

Jones, P. (2009). Teaching for change in social work: A discipline-based argument for the use of transformative
approaches to teaching and learning. Journal of Transformative Education, 7(1), 8-25.
https://doi.org/10.1177/1541344609338053

Kattenbach, R., Demerouti, E., & Nachreiner, F. (2010). Flexible working times: effects on employees’ exhaustion,
work-nonwork conflict and job performance. Career Development International, 15(3), 279-
295. d0i:10.1108/13620431011053749

Keller, A. C., Samuel, R., Bergman, M. M., & Semmer, N. K. (2014). Psychological, educational, and sociological
perspectives on success and well-being in career development. In Springer Science+Business Media
Dordrecht. https://doi.org/10.1007/978-94-017-8911-0

Kenny, M. E., Walsh-Blair, L. Y., Blustein, D. L., Bempechat, J., & Seltzer, J. (2010). Achievement motivation
among urban adolescents: Work hope, autonomy support, and achievement-related beliefs. Journal of
Vocational Behavior, 77(2), 205-212. https://doi.org/10.1016/j.jvb.2010.02.005

Kjalsrad, L. (2019). Leisure as Source of Knowledge, Social Resilience and Public Commitment Specialized Play.
https://doi.org/10.1057/978-1-137-46287-9

Kraeger, P., Cloutier, S., & Talmage, C. (2017). New dimensions in community well-being.
https://doi.org/10.1007/978-3-319-55408-2

Kuvaas, B., & Dysvik, A. (2009). Perceived investment in employee development, intrinsic motivation, and work
performance. Human Resource Management Journal, 19(3), 217-236. https://doi.org/10.1111/j.1748-
8583.2009.00103.x

Lai, J. Y. M, Lam, L. W., & Liu, Y. (2010). Do you really need help? A study of employee supplication and job
performance in China. Asia Pacific Journal of Management, 27(3), 541-559. https://doi.org/10.1007/s10490-
009-9152-5

Lanfranchi, J., Narcy, M., & Larguem, M. (2010). Shedding new light on intrinsic motivation to work: Evidence
from a discrete choice experiment. Blackwell Publishing Ltd., 63(1), 75-93. https://doi.org/10.1111/j.1467-
6435.2010.00461.x

Latukha, M. (2016). Talent Management in Emerging Market Firms. In PALGRAVE MACMILLAN.
https://doi.org/10.1057/978-1-137-50606-1

12 1939-4675-25-5-512



International Journal of Entrepreneurship Volume 25, Issue 5, 2021

Laura, N. (2015). The Effect of Commitment, Empowerment, Controlling on Discipline and Effectiveness of Public
Work Employees In Indragiri Hulu. The Winners, 16(2), 131. https://doi.org/10.21512/tw.v16i2.1566

Loi, R., Hang-yue, N., & Foley, S. (2006). Linking employees’ justice perceptions to organizational commitment
and intention to leave: The mediating role of perceived organizational support. Journal of Occupational and
Organizational Psychology, 79(1), 101-120. https://doi.org/10.1348/096317905X39657

Majid, N. A., Jelas, Z. M., Azman, N., & Rahman, S. (2010). Communication skills and work motivation amongst
expert teachers. Procedia Social and Behavioral Sciences, 7, 565-567.
https://doi.org/10.1016/j.sbspro.2010.10.075

Mangan, A. (2009). “We’re not banks”: Exploring self-discipline, subjectivity and co-operative work. SAGE
Publications, 62(1), 93-117. https://doi.org/10.1177/0018726708099516

Marique, G., Stinglhamber, F., Desmette, D., Caesens, G., & de Zanet, F. (2013). The Relationship Between
Perceived Organizational Support and Affective Commitment: A Social Identity Perspective. Group and
Organization Management, 38(1), 68—100. https://doi.org/10.1177/1059601112457200

McMurray, A. J., Scott, D. R., & Pace, R. W. (2004). The relationship between organizational commitment and
organizational climate in manufacturing. Human Resource Development Quarterly, 15(4), 473-488.
https://doi.org/10.1002/hrdqg.1116

Milkovich, G. T., Gerhart, B., & Newman, J. M. (2014). Compensation Eleventh Edition George.

Neininger, A., Lehmann-Willenbrock, N., Kauffeld, S., & Henschel, A. (2010). Effects of team and organizational
commitment - A longitudinal study. Journal of Vocational Behavior, 76(3), 567-579.
https://doi.org/10.1016/j.jvb.2010.01.009

Noor, N. M. (2002). Work-family conflict, locus of control, and women’s weil-being: Tests of alternative pathways.
Journal of Social Psychology, 142(5), 645-662. https://doi.org/10.1080/00224540209603924

Nygaard, A., & Biong, H. (2010). The Influence of Retail Management’s Use of Social Power on Corporate Ethical
Values, Employee Commitment, and Performance. Journal of Business Ethics, 97(1), 87-108.
https://doi.org/10.1007/s10551-010-0497-y

Octaviannand, R., Pandjaitan, N. K., & Kuswanto, S. (2017). Effect of Job Satisfaction and Motivation towards
Employee’s Performance in XYZ Shipping Company. Journal of Education and Practice, 8(8), 72—79.

Panaccio, A., & Vandenberghe, C. (2009). Perceived organizational support, organizational commitment and
psychological well-being: A longitudinal study. Journal of Vocational Behavior, 75(2), 224-236.
https://doi.org/10.1016/j.jvb.2009.06.002

Prasetyo, J. H., Ariawan, J., & Ariyanto, E. (2021). An Excellent Strategy In Reducing Turnover Intention At
Permata Keluarga Bekasi Hospital. International Journal of Scientific & Technology Research, 10(01), 163-
168. https://www.ijstr.org/final-print/jan2021/An-Excellent-Strategy-In-Reducing-Turnover-Intention-At-
Permata-Keluarga-Bekasi-Hospital.pdf

Prasetyo, J. H., & Riyanto, S. (2019). The Effect of Emotional Intelligence, Learning Interest, and Discipline on
Students’ Learning Outcomes in SMP Negeri 141 Jakarta. International Journal of Innovative Science and
Research Technology, 4(5), 973-980. www.ijisrt.com973

Presenza, A., & Sheehan, L. R. (2018). Geopolitics and strategic management in the global economy. In 1GI Global.
https://doi.org/10.4018/978-1-5225-2673-5

Pulakos, E. D. (2009). Talent management essentials.Performance management: A new approach for driving
business results. Wiley-Blackwell. https://doi.org/10.1002/9781444308747

Rabiulkhri, M., Perizade, B., Zunaidah, & Hanafi, A. (2019). The Effect Of Compensation And Organizational
Commitment To Work Discipline With Job Satisfaction As Intervening Variables In Sakinah Wedding
Organizer. Economics and Education Online Journal, 17(2), 78-88.
http://dx.doi.org/10.1016/j.tws.2012.02.007

Rahmi, A., Achmad, G. N., & Adhimursandi, D. (2020). The Effect of Leadership and Empowerment Style and
Motivation on Work Discipline and Employee Performance in Sungai Kunjang Subdistrict , Samarinda City.
International  Journal of Business and Management Invention (IJBMI), 9(3), 8-14.
https://doi.org/10.13140/RG.2.2.23291.95528

Ringim, K. J. (2012). Moderating effect of Information technology (IT) capability on the relationship between
business process reengineering factors and organizational performance of Bank. African Journal of Business
Management, 6(16), 5551-5567. https://doi.org/10.5897/AJBM11.2792

Riyanto, S., Sutrisno, A., & Ali, H. (2017). The Impact of Working Motivation and Working Environment on
13 1939-4675-25-5-512


https://psycnet.apa.org/doi/10.1002/9781444308747

International Journal of Entrepreneurship Volume 25, Issue 5, 2021

Employees Performance. International Review of Management and Marketing, 7(3), 342-348.
https://www.econjournals.com/index.php/irmm/article/view/5269/pdf

Rober, B. (2018). Escalation of Commitment in Internationalization Processes: The Role of Bounded Rationality in
the Uppsala Model. http://www.springer.com/series/13480

Robertson, 1., & Cooper, C. (2011). Well-being: Productivity and happiness at work. In Palgrave Macmillan.
https://doi.org/10.1108/JPMH-10-2012-0010

Ryan, J. C. (2010). An examination of the factor structure and scale reliability of the work motivation scale, the
motivation sources inventory. Journal of Applied Social Psychology, 40(6), 1566-1577.
https://doi.org/10.1111/j.1559-1816.2010.00629.x

Saddawi-Konefka, D., Baker, K., Guarino, A., Burns, S. M., Oettingen, G., Gollwitzer, P. M., & Charnin, J. E.
(2017). Changing Resident Physician Studying Behaviors: A Randomized, Comparative Effectiveness Trial
of Goal Setting Versus Use of WOOP. Journal of Graduate Medical Education, 9(4), 451-457..
https://doi.org/10.4300/JGME-D-16-00703.1

Sarriera, J. C., & Bedin, L. M. (2017). Psychosocial Well-being of Children and Adolescents in Latin America :
Evidence-based Interventions. https://doi.org/10.1007/978-3-319-55601-7_6

Septiani, M., Sunuharyo, B. S., & Arik Prasetya. (2016). Pengaruh Organisasi Terhadap Disiplin Kerja Dan Kinerja
Karyawan. Jurnal Administrasi Bisnis, 40(2), 98-105.
http://administrasibisnis.studentjournal.ub.ac.id/index.php/jab/article/view/1612/1995

Shorrock, S., & Williams, C. (2016). Human Factors and Ergonomics in Practice: Improving System Performance
and Human Well-Being in the Real World. Taylor & Francis Group. https://doi.org/10.1201/9781315587332

Slater, S. F., Olson, E. M., & Finnegan, C. (2011). Business strategy, marketing organization culture, and
performance. Marketing Letters, 22(3), 227-242. https://doi.org/10.1007/s11002-010-9122-1

Smith-Crowe, K., Burke, M. J., & Landis, R. S. (2003). Organizational climate as a moderator of safety knowledge-
safety  performance  relationships. Journal of  Organizational  Behavior, 24(7), 861-
876. https//doi.org/10.1002/job.217

Soegihartono, S. (2019). Pengaruh Kepemimpinan, Kompensasi Flnansial dan Komitmen Organisasional Terhadap
Kinerja Pegawai Dengan Disiplin Kerja Sebagai Mediasi (Studi pada Kantor BKKBN Provinsi Jawa
Tengah). Majalah IlImiah Solusi, 17(2), 124-146.
https://journals.usm.ac.id/index.php/solusi/article/view/1353

Stewart, G.L., & Brown, K.G. (2011). Human Resource Management: Linking Strategy to Practice (2nd Ed.).
United States of America: John Wiley and Sons, Inc.

Suprapti, S., Astuti, P.A., Sa’adah, N., Rahmawati, S.D., Astuti, R.Y., Sudargini, Y. (2020). The Effect of Work
Motivation, Work Environment, Work Discipline on Employee Satisfaction and Public Health Center
Performance. Journal Industrial Engineering & Management Research ( Jiemar), 1(2), 2722-8878.
https://doi.org/10.7777/jiemar.v1i2

Tabarsa, G., & Nazari, A. J. (2016). Examining the moderating role of mentoring relationship in between content
plateauing with job satisfaction and willingness to leave the organization (case study: Iran ministry of
industry, mines and trade). Indian Journal of Science and Technology, 9(7), 1-8.
https://doi.org/10.17485/ijst/2016/v9i7/87858

Thevanes, N., & Mangaleswaran, T. (2018). Relationship between Work-Life Balance and Job Performance of
Employees. IOSR Journal of Business and Management, 20(5.1), 11-16. http://www.iosrjournals.org/iosr-
jbm/papers/VVol20-issue5/Version-1/C2005011116.pdf

Timsal, A., & Awais, M. (2016). Flexibility or ethical dilemma: an overview of the work from home policies in
modern organizations around the world. Human Resource Management International Digest, 24(7), 12—
15. https://doi.org/10.1108/hrmid-03-2016-0027

Uloli, A.S., Akbar, M., & Kadir, K. (2019). The Influence of Organizational Culture, and Work Motivation on Work
Discipline Employees in Secretariat General of the National Resillience Council Afanti Side Uloli 1 , Maruf
Akbar 2 , Kadir 3 Universitas Negeri Jakarta. Journal of International Conference Proceedings, 2014, 3-6.
https://ejournal.aibpm.org/index.php/JICP/article/view/636

Varma, A., Budhwar, P. S., & DeNisi, A. (2008). Performance management systems: A global perspective. In
Routledge. https://doi.org/10.4324/9780203885673

Ward, T. (2017). Inequality and Growth: Reviewing the Economic and Social Impacts. Australian Economic

Review, 50(1), 32-51. doi:10.1111/1467-8462.12196
14 1939-4675-25-5-512



International Journal of Entrepreneurship Volume 25, Issue 5, 2021

Widyanty, W., Daito, A., Riyanto, S., & Nusraningrum, D. (2020). Gaining a competitive advantage through
strategic human resource management in Indonesian construction industry. Management Science Letters,
10(9), 2021-2028. https://doi.org/10.5267/j.msl.2020.2.010

Wickramasinghe, D., & Wickramasinghe, V. (2011). Perceived organisational support, job involvement and
turnover intention in lean production in Sri Lanka. International Journal of Advanced Manufacturing
Technology, 55(5-8), 817-830. https://doi.org/10.1007/s00170-010-3099-z

Whittington, J. L., Meskelis, S., Asare, E., & Beldona, S. (2017). Enhancing Employee Engagement: An Evidence-
Based Approach. In Palgrave Macmillan. https://doi.org/10.1007/978-3-319-54732-9_8

Wim, J. N., Margriet, J. de J., & Gijs, B. (1998). Employee commitment in changing organizations: an exploration.
Journal of European Industrial Training, 22(6), 243-248.
http://dx.doi.org.proxy.kobson.nb.rs:2048/10.1108/03090599810224701

Woolliams, P. (2007). A climate of success, creating the right organizational climate for high performance. In
Elsevier Ltd. https://doi.org/10.4324/9780080492568

Wright, B. E., Moynihan, D. P., & Pandey, S. K. (2011). Pulling the Levers: Transformational Leadership, Public
Service Motivation, and Mission Valence. Public Administration Review, 72(2), 206-215.
https://doi.org/10.1111/j.1540-6210.2011.02496.x

Yurchisin, J., & Park, J. (2010). Effects of Retail Store Image Attractiveness and Self-Evaluated Job Performance on
Employee Retention. Journal of Business and Psychology, 25(3), 441-450. https://doi.org/10.1007/s10869-
010-9161-x

15 1939-4675-25-5-512


https://doi.org/10.1007/978-3-319-54732-9_8
https://doi.org/10.4324/9780080492568

