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ABSTRACT

This research relates to employee performance which is an important element in achieving
organizational goals. This research aims to analyze the influence of discipline, culture and job satisfaction on
employee performance at the Pioneer Air Transport Service Airport Organizing Unit Office for the Greater
Sorong Region. This research is descriptive quantitative research. The sample used in this research was 38
people. Sample selection used the saturated sampling method. The data analysis method uses Partial Least
Square (PLS). The research results show that discipline, culture and job satisfaction have a significant effect
on employee performance. Discipline, culture and job satisfaction, while the results of the analysis show that
simultaneously work discipline, work culture and job satisfaction have a significant effect on employee
performance. It is hoped that the results of this research can be used as input and consideration for leadership
in making decisions to improve and improve employee performance at the Pioneer Air Transport Services

Airport Organizing Unit Office for the Greater Sorong Region - Southwest Papua Province.
Keywords: Work Discipline, Work Culture, Job Satisfaction, Employee Performance

INTRODUCTION

Based on Law Number 1 of 2009
concerning Aviation, the Airport Organizing
Unit (Unit Penyelenggara Bandar Udara or
UPBU) is a government institution at an airport
that functions as the organizer, providing
airport services for airports that are not yet
commercially ~ operated.  Pioneer  Air
Transportation refers to domestic commercial
air transport services that connect remote,
underdeveloped areas that are not yet served
by other modes of transportation and are not
yet commercially viable. Airports play an
essential role as nodes in the air transport
network, described as strategic locations
where various networks and routes intersect in
accordance with the airport hierarchy. They
also serve as gateways for economic activity to
promote equitable development, economic
growth, stability, and integration with national
and regional development. This position
around airports drives industrial, trade, and
tourism activities, thereby stimulating the

dynamic of national development, supporting
other sectors, and opening access to isolated
areas due to geographical conditions or limited
alternative transportation.

Similarly, the UPBU Pioneer Air
Transportation Service Office in Sorong Raya,
Southwest Papua, operates under Ministry of
Transportation Regulation Number 8 of 2021,
Chapter 1, Article 1, which defines Pioneer Air
Transport as a domestic commercial air
transport activity serving a network and flight
route  that  connects remote  and
underdeveloped areas that are not yet served
by other transport modes and are commercially
unviable. Achieving effective operations
requires high-quality human resources who are
resilient, diligent, innovative, honest, and
dedicated. In line with this, Presidential
Regulation Number 23 of 2022 concerning the
Ministry of Transportation, Article 39, stipulates
that the Ministry of Transportation must
prepare a job analysis, job map, workload
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analysis, and detailed job descriptions for all
positions.

To fulfill these objectives, disciplined
and quality apparatus resources, or civil
servants (ASN), are needed, as stipulated in
Minister of Transportation Regulation Number
PM 29 of 2020 regarding Amendments to
Ministerial Regulations Number PM 90 of 2014
concerning Working Days and Hours in the
Ministry of Transportation. This policy has been
implemented technically through a monitoring
system for working hours, attendance,
performance, and discipline of Ministry of
Transportation ASN employees via the
Employee Performance Appraisal Application
(AP2KP) and several online attendance
applications.

Human resources are the most
determining factor in any organization, as they
are both a strength and a key determinant of
achieving organizational goals. Therefore,
human resources must possess  high
competence and professionalism, achieved by
improvements in economic, cultural, and
intellectual aspects. These resources include
natural, financial, knowledge and technology,
and human resources (employees). Employees
are one of the most critical assets in an
organization. At the Ministry of Transportation,
particularly in the UPBU Pioneer Air
Transportation Service in  Sorong Raya,
employees, as planners or implementers of
development, need to be nurtured and
developed to have quality, dedication, high
discipline, and the ability to carry out their
duties and obligations on time. The role of
employees becomes increasingly important, as
they are the thinkers, planners, and
implementers of development within the
organizations they work for, making them more
productive in their assigned tasks. Therefore,
employees are required to have a solid mental
attitude, determination, discipline, work culture,
and high performance so that their duties align
with the organization’s plans and needs. In this
context, the researcher has conducted
interviews and observations with several
employees working at UPBU Pioneer Air
Transport Services in Sorong Raya. The

preliminary findings indicate various data and
information related to the research variables.
One piece of information obtained is that the
UPBU Pioneer Air Transport Service Office in
Sorong Raya employs around 60 people.
Achieving the goals of an institution or
organization does not rely solely on modern
equipment or adequate facilities but rather on
the quality of the employees performing the
tasks. Therefore, within the UPBU Pioneer Air
Transport Service Office in Sorong Raya, high-
quality employees are those who carry out their
duties effectively and maintain high discipline
levels needed by the agency to achieve high
productivity. The Sorong Raya UPBU seeks to
engage employees in activities that create
good performance to  achieve  the
organization’s targets.
Employee Performance and Discipline
Performance is generally defined as
the success of a person in carrying out a task.
According to Agus Dharma, in his book
Management  of  Performance  (1991),
employee performance is defined as "what is
achieved by employees, the work performance
of employees, and work ability related to the
use of office equipment" (Dharma, 1991:105).
Lee and Raschke (2016) explain that improving
employee performance within an organization
can be achieved through motivation, as
motivation drives employees to carry out their
duties well according to their job descriptions
and responsibilities. Therefore, it is crucial for
organizations to understand what truly
motivates their employees if they aim to
maximize organizational performance.
Motivated employees aim to achieve
organizational goals by maximizing their skills,
knowledge, time, and energy in performing
their duties, fulfilling the organization's needs.
Performance, along with discipline, is
crucial for an employee to work well. Discipline
is the key factor in determining an employee's
quality of performance. Sutrisno (2019)
explains that discipline reflects an employee's
attitude of respect toward the organization’s
rules and procedures. Hasibuan (2016) adds
that work discipline is a person’s awareness to
comply with the rules and norms in an
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organization. At UPBU Sorong Raya,
employees are required to adhere to discipline
standards regarding working hours and
attendance. Employee data shows high rates
of lateness, especially in January and April,

indicating that discipline is not fully
implemented. Factors contributing to tardiness
often include time zone differences and
geographic challenges that make it difficult for
employees to arrive on time.

Employee Attendance at UPBU Sorong Raya, Semester |, 2023:

Month Number of Employees Total Late | Total On Time Aveizgﬁi:;) urs
January 60 37 23 27
February 60 15 45 104
March 60 8 52 1:26
April 60 31 29 1:53
May 60 1 49 2:34
June 60 14 46 0:38

Motivation and Job Satisfaction

Besides discipline, motivation is also
essential in improving employee performance.
Motivation can be seen as the driving force
behind a person’s work spirit and influences an
individual's behavior. Motivation plays an
important role in encouraging employees to
work hard and enthusiastically to achieve
optimal satisfaction. When employees feel
satisfied with their work, they are motivated to
perform at their best. Factors such as
dissatisfaction with management, unclear

roles, team incompatibility, low job satisfaction,
and conflicts with superiors can decrease
performance (Nainggolan & Pangestu, 2021).

Preliminary research on 10 employees
at UPBU Sorong Raya revealed several issues
affecting job satisfaction, including supervision,
salary, coworker relationships, and promotion
opportunities. The following are the results
based on interviews, with job satisfaction
indicators measured according to Winardi
(2004):

Job Satisfaction Question Yes | No
Indicator (%) | (%)
Salary s the salary adequate for your workload? 80% | 20%
The job itself Are you able to complete tasks as targeted? 40% | 60%

Is there an equal chance for promotion for high

Promotion 60% | 40%
performance?

Supervision Does your supervisor oversee tasks until completion? 30% | 70%

Coworkers Do you maintain good relations with coworkers? 70% | 30%

The most significant dissatisfaction
(70%) stems from supervision, indicating
insufficient oversight from supervisors. Another
factor, the nature of the job itself, shows high
dissatisfaction (60%), as employees often lack
confidence in meeting targets due to
mismatched job assignments. Factors such as
workplace distance, limited access to
transportation, and a lack of suitable resources
also contribute to challenges.
Improving Performance Through Motivation
and Satisfaction

Employee motivation is essential for
fostering  enthusiasm  toward  achieving
organizational goals. Motivation is often linked

to job satisfaction, as a positive work
environment and adequate compensation
encourage productivity. When employees feel
valued and supported, they are more likely to
excel in their duties, even when working in
challenging geographic conditions like Sorong
Raya. To boost employee motivation, UPBU
Sorong Raya needs to consider key aspects
such as job satisfaction, closer supervision,
and clearer role expectations.
METHOD
This research employs a survey
method with a  quantitative-descriptive
approach to explore the causal relationship
between  independent  variables  (work
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discipline, work motivation, job satisfaction)
and the dependent variable (performance)
among employees of the Airport Operations
Unit (UPBU) for Pioneer Air Transport Services
in the Sorong Raya region. The study aims to
test hypotheses regarding the significant
influence of these variables on employee
performance by gathering empirical data from
questionnaires distributed to a selected
sample. Using probability sampling techniques,
specifically simple random sampling, the study
selects 38 out of 60 employees as its sample,
calculated based on the Slovin formula with a
10% margin of error for 90% significance.

The primary research instrument is a
closed questionnaire designed using the Likert
scale to facilitate quantitative analysis. Primary
data is collected directly from respondents
through the questionnaire, while secondary
data is obtained from various scientific
literature and relevant regulations. The use of
the Likert scale enables the researcher to
measure  respondents’ agreement  with
statements related to job aspects, with answer
options indicating agreement levels from
strongly disagree to strongly agree. This
method allows data on employees' perceptions
of various job factors to be categorized and
analyzed quantitatively.

The data collection procedure was
carried out through questionnaires distributed
to UPBU employees in Sorong Raya during
July-August 2022. This data collection aimed to
gather direct information on employees’ work
discipline, motivation, and satisfaction, as well
as assess their performance. The collected
data was processed using SPSS software,
allowing for further statistical analysis,
including data quality tests (validity and
reliability) and classical assumption tests
(normality, multicollinearity, and
heteroscedasticity) to ensure the accuracy and
consistency of the data obtained from
respondents.

Data analysis was conducted through
multiple linear regression to examine the
influence of independent variables on the
dependent variable. The determination test
(Adjusted R?) was used to measure how well
the model explains the variation in the
dependent variable. Furthermore, hypothesis
testing was performed using t-tests to
determine  the individual influence of
independent variables and F-tests to assess
the simultaneous effect of independent
variables on the dependent variable. This
approach aims to provide a comprehensive
understanding of the factors influencing
employee performance at the UPBU office in
Sorong Raya.

RESULT and DICUSSION

To perform the classic assumption test
on this primary data, the researcher conducted
a normality test, multicollinearity test, and
heteroscedasticity test.

1. Normality Test

The normality test aims to examine
whether, in the regression model, the error or
residual variables are normally distributed
(Ghozali, 2016:154). There are two ways to
detect whether the residuals are normally
distributed: graphical analysis and statistical
test analysis. In graphical analysis, one of the
easiest methods to observe residual normality
is by looking at the histogram graph, which
compares the observed data with a distribution
close to normal. However, merely observing
the histogram can be misleading, especially
with small sample sizes. A more reliable
method is to observe the normal probability
plot, which compares the cumulative
distribution of the residuals against a normal
distribution. A normal distribution will form a
straight diagonal line, and if the residual data
follows this line, it suggests that the data is
normally distributed. In statistical analysis, a
simple test can be done by examining the
kurtosis and skewness values of the residuals.

Table 3. Normality Test

One-Sample Kolmogorov-Smirnov Test

Unstandardized Residual

N 38
Normal Parameters®® | Mean ,0000000
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Std. Deviation 2,99801287
Most Extreme Abspl_ute 109
Differences Posm\_/e 109
Negative -,059
Kolmogorov-Smirnov Z ,673
Asymp. Sig. (2-tailed) ,755

a. Test distribution is Normal.

b. Calculated from data.

Source: Research Findings, 2023/ 2024

Based on the research results above,
the significance value obtained was 0.755 >
0.05, which indicates that the normality
assumption is met. Therefore, this research
data is normally distributed, meaning there is
no disturbance in the normality assumption.

Furthermore, based on the normal P-P
Plot of Regression image, it can be explained
that the diagonal line in the graph represents
an ideal condition for data following a normal
distribution. Since the points around the line
represent the tested data, the image shows
that most points are very close to or even

adhere to the line, concluding that the data
obtained follows a normal distribution.
2. Multicollinearity Test

The multicollinearity test aims to
examine whether there is a correlation
between independent variables in the
regression model. A good regression model
should not exhibit correlations among the
independent variables. If the independent
variables are correlated, they are not
orthogonal. ~ Orthogonal  variables  are
independent variables with a correlation value
of zero between them (Ghozali, 2016:103).

Table 5. Multicollinearity Test

Coefficients?

Unstandardized Standardized Collinearity Statistics
Model Coefficients Coefficients t Sig.
B Std. Error Tolerance VIF
(Constant) 3,120 1,968 1,585 ,122
1 Disiplin 1,121 ,167 ,931 6,715 ,000 ,140 7,159
MotivasiKerja ,199 ,126 ,198 4,587 ,000 172 5,818
KepuasanKerja 275 ,153 ,218 4,797 ,000 ,183 5,457

a. Dependent Variable: Kinerja Pegawai

Source: Research Findings, 2023 / 2024

The table above shows that the
variance inflation factor (VIF) values for all
independent variables are below 10, and their
tolerance values are close to 1. This indicates
no multicollinearity issues in this model.
3. Heteroscedasticity Test

The heteroscedasticity test aims to
determine whether there is an inequality of
variance from one observation's residual to
another's in the regression model. If the
residual variance from one observation to
another is  constant, it is called
homoscedasticity, whereas differing variances
indicate heteroscedasticity (Ghozali,
2016:134). A good regression model is
homoscedastic or does not experience
heteroscedasticity. Most cross-sectional data
often contain heteroscedasticity situations, as

such data represent various sizes (small,
medium, and large).

In a good regression model,
heteroscedasticity should not occur. A
scatterplot graph can show whether a
regression model experiences
heteroscedasticity. If a specific pattern appears
in the graph, heteroscedasticity is present. In
the image, the points are scattered randomly
above and below the Y-axis at zero, indicating
no heteroscedasticity in the regression model
used in this research.

4. Multiple Linear Regression Analysis
a. Multiple Linear Regression Equation
Test

Hypothesis testing in this research was
conducted using linear regression, which
predicts how much the dependent variable's

Kontigensi: Jurnal Ilmiah Manajemen
Management Science Doctoral Program, Pasundan University, Bandung, Indonesia

922

https://creativecommons.org/licenses/by-nc/4.0



https://creativecommons.org/licenses/by-nc/4.0/

Kontigensi: Jurnal limiah Manajemen
Vol. 12, No. 2, December 2024, pp. 918-929
ISSN 2088-4877

value changes when the independent variables

are manipulated (Sugiyono, 2014:260).

Table 4.7 Multiple Linear Regression Equation Test

Coefficients®

Model Unstandardized Coefficients S(E,%r;(fjf?(:?eléf: t Sig.
B Std. Error Beta

(Constant) 3,120 1,968 1,585 ,122
1 Disiplin 1,121 ,167 ,931 6,715 ,000

Motivasi Kerja ,199 ,126 ,198 4,587 ,000

Kepuasan Kerja 275 ,153 ,218 4,797 ,000
a. Dependent Variable: Kinerja Pegawai
Source: Research Findings, 2023/ 2024

Based on the table above, the multiple Employee  Performance by  0.275,

linear regression equation model obtained is as
follows:
Y =3,120 + 1,121X1 + 0,199X2 +
0,275X3

The equation above can be explained
as follows:
a. The constant value of 3.120 indicates that
if the Discipline, Work Motivation, and Job
Satisfaction variables are zero, Employee
Performance will have a performance level
of 3.120.
The Discipline coefficient (1) of 1.121 is
positive. This means that for each increase
in Discipline by one unit, Employee
Performance will increase by 1.121,
assuming the other variables remain
constant.
The Work Motivation coefficient (82) of
0.199 is positive. This means that each
unit increase in Work Motivation increases
Employee  Performance by  0.199,
assuming the other variables remain
constant.

assuming the other variables remain
constant.

b. Determination Test (Adjusted R2)
According to Ghozali (2016:95), the
coefficient of determination (R? essentially
measures how well the model explains the
variation of the dependent variable. The
coefficient of determination value ranges
between zero and one. A small R? value
indicates limited capability of the independent
variables to explain the dependent variable's
variation. A value close to one suggests that
the independent variables provide almost all
the information required to predict the
dependent variable's variation. The basic
weakness in using the determination coefficient
is its bias towards the number of independent
variables included in the model. For each
additional  independent variable, R? will
increase, regardless of whether the variable
significantly affects the dependent variable.
Therefore, many researchers recommend
using the adjusted R* when evaluating the best

d. The Job Satisfaction coefficient (B3) of regression model. Unlike R? the adjusted R?
0.275 is positive. This means that each can increase or decrease if an independent
unit increase in Job Satisfaction increases variable is added to the model.

Table 4.8 Determination Test (Adjusted R2)
Model Summary®

Model R R Square Adjusted R Square Std.EEr_ror of the

stimate

1 ,953? ,909 ,901 3,12748

a. Predictors: (Constant), Kepuasan Kerja, Motivasi Kerja, Disiplin

b. Dependent Variable: Kinerja Pegawai

Source: Research Findings, 2023 / 2024

The regression calculation shows that
the adjusted R? obtained is 0.901. This means
that 90.1% of Employee Performance is

influenced by Discipline, Work Motivation, and
Job Satisfaction, while the remaining 9.9% of

https:
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Employee Performance is influenced by other
variables not examined in this research.
Hypothesis Testing

a. t-Test (Partial Test)

The t-test essentially shows how much
influence each independent variable has
individually in explaining the variation of the
dependent variable (Ghozali, 2016:97).

The t-test or partial test is used to
examine each independent variable's effect on
the dependent variable individually. The table
below shows the calculated t-values for each
variable (X1, X2, X3), and a comparison is
made with the critical value at N = 38 samples
and a = 0.05, resulting in a t-table value of
0.681:

Table 4.9 t-Test (Partial Test)

Coefficients®

Model Unstandardized Coefficients S(E,i[;?f?c:idelﬁfsd t Sig.
B Std. Error Beta
(Constant) 3,120 1,968 1,585 ,122
1 Disiplin 1,121 ,167 ,931 6,715 ,000
Motivasi Kerja ,199 ,126 ,198 4,587 ,000
Kepuasan Kerja ,275 ,153 ,218 4,797 ,000

a. Dependent Variable: Kinerja Pegawai

Source: Research Findings, 2023/ 2024
Based on the t-test results,

conclude the following:
a. The Effect of Work Discipline on Employee
Performance

For the variable of Discipline, the
calculated t-value is 6.715, which is greater
than the t-table value of 0.681, with a
significance level of 0.000 < 0.05. This
indicates that Discipline has a positive and
significant ~ effect  on Employee
Performance in the Civil Aviation
Operations Office (UPBU) for Pioneering
Air Transportation Services in the Sorong
Raya Region.
The Effect of Work Motivation
Employee Performance

For the variable of Work Motivation,
the calculated t-value is 4.587, which is
greater than the t-table value of 0.681, with
a significance level of 0.000 < 0.05. This
shows that Work Motivation has a positive

we

on

Operations Office (UPBU) for Pioneering
Air Transportation Services in the Sorong
Raya Region.
The Effect of Job Satisfaction on Employee
Performance

For the variable of Job Satisfaction, the
calculated t-value is 4.797, which exceeds
the t-table value of 0.681, with a
significance level of 0.000 < 0.05. This
confirms that Job Satisfaction has a
positive and significant effect on Employee
Performance in the Civil  Aviation
Operations Office (UPBU) for Pioneering
Air Transportation Services in the Sorong
Raya Region.

F-Test (Simultaneous Test)

According to Ghozali (2012:98), the F-
test examines whether all independent
variables included in the model jointly influence
the dependent variable. One way to perform
the F-test is to compare the calculated F-value

d.

and significant effect on Employee with the critical F-value in the table (Ghozali,
Performance in the Civil Aviation 2012:98).
Table 4.10 F-Test (Simultaneous Test)
ANOVA?
Model Sum of Squares df Mean Square F Sig.
Regression 3307,783 3 1102,594 112,726 ,000°
1 Residual 332,559 34 9,781
Total 3640,342 37
a. Dependent Variable: Kinerja Pegawai
b. Predictors: (Constant), Kepuasan Kerja, Motivasi Kerja, Disiplin
Source: Research Findings, 2023/ 2024
924
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The simultaneous effect test on
independent  variables shows that the
calculated F-value is 112.726, which is greater
than the F-table value of 4.11, with a
significance level of 0.000 < 0.05. This means
that the calculated F-value is larger than the F-
table value and the significance level is below
0.05, indicating that Discipline, Work
Motivation, and Job Satisfaction jointly have a
positive and significant impact on Employee
Performance in the Civil Aviation Operations
Office  (UPBU)  for  Pioneering  Air
Transportation Services in the Sorong Raya
Region.

DISCUSSION

1. The Influence of Work Discipline on
Employee Performance at the Office of
the Airport Implementation Unit (UPBU)
for Pioneer Air Transport Services in
the Sorong Raya Region

Based on hypothesis testing results (t-
test), it is found that the calculated t-value for
the Discipline variable is 6.715, which is
greater than the t-table value of 0.681, with a
significance level of 0.000 < 0.05. This
indicates that discipline has a positive and
significant influence on the performance of
employees at the Airport Implementation Unit
(UPBU) for Pioneer Air Transport Services in
the Sorong Raya Region. Generally, an
individual's discipline can be observed from
their behavior in carrying out tasks. More
deeply, discipline includes an attitude
dimension that involves an individual's mindset.

Several expert opinions  define
discipline in different ways. According to Rivai
(2011), work discipline is a tool for
communicating with employees, encouraging
them to change behavior, and increasing
awareness and willingness to comply with
company rules and prevailing social norms.
Hasibuan (2017:193) suggests that discipline is
the awareness and willingness of an individual
to obey all company rules and social norms.
Awareness here refers to an individual's
voluntary compliance with rules and their
recognition of their responsibilities, while
willingness involves a behavior or action that
aligns with the company’s formal and informal

standards. Singodimedjo, as cited by Sutrisno
(2015:86), defines discipline as the willingness
and readiness to adhere to norms around
them. Good employee discipline accelerates
company goals, while declining discipline
becomes an obstacle, delaying goal
achievement. Hence, discipline benefits both
individuals and the organization.

2. The Influence of Work Motivation on
Employee Performance at the Office of
the Airport Implementation Unit (UPBU)
for Pioneer Air Transport Services in
the Sorong Raya Region

Based on hypothesis testing (t-test),
the calculated t-value for the Work Motivation
variable is 4.587, which is greater than the t-
table value of 0.681, with a significance level of
0.000 < 0.05. This shows that work motivation
has a positive and significant influence on
employee performance at the Airport
Implementation Unit (UPBU) for Pioneer Air
Transport Services in the Sorong Raya Region.
Human resource management essentially
involves steps in planning, recruiting, selection,
development, maintenance, and utilization of
human resources to achieve specific goals,
whether individual or organizational. Effective
management of human resources significantly
determines the success of business
management.

According to Samsudin (2015:281),
motivation is the process of influencing or
encouraging someone or a group of people
from the outside to do something as set forth.
Sunyoto (2015:4) defines work motivation as a
condition that drives an individual to engage in
activities to achieve their desires. Fahmi
(2013:107) views motivation as behavior that
operates to meet desired needs. Based on
these definitions, motivation can be concluded
to be a state or condition intended to influence
or encourage someone to act in a way to fulfill
life needs as desired. Motivation in an
individual makes it easier to guide and
motivate them to act as desired to reach set
goals. Each person’s motivation to engage in
activities varies, which poses a challenge for
management, as declining motivation in

Kontigensi: Jurnal Ilmiah Manajemen
Management Science Doctoral Program, Pasundan University, Bandung, Indonesia
https://creativecommons.org/licenses/by-nc/4.0

925


https://creativecommons.org/licenses/by-nc/4.0/

Kontigensi: Jurnal limiah Manajemen
Vol. 12, No. 2, December 2024, pp. 918-929
ISSN 2088-4877

employees  can

performance.

3. The Influence of Job Satisfaction on
Employee Performance at the Office of
the Airport Implementation Unit (UPBU)
for Pioneer Air Transport Services in
the Sorong Raya Region

Based on hypothesis testing (t-test),
the calculated t-value for the Job Satisfaction

variable is 4.797, which is greater than the t-

table value of 0.681, with a significance level of

0.000 < 0.05. This finding implies that job

satisfaction has a positive and significant effect

on the performance of employees at the Airport

Implementation Unit (UPBU) for Pioneer Air

Transport Services in the Sorong Raya Region.

Job satisfaction is a critical aspect of human

resource management in any organization.

Keith Davis, as cited by Mangkunegara

(2015:117), defines job satisfaction as "the
favorableness with which employees view their
work." Job satisfaction is the general feeling
about one’s job, reflecting the difference
between the rewards received and those
believed to be deserved (Robbins, 2003:78).
According to Handoko, cited by Sutrisno
(2015:75), job satisfaction is the emotional
state, whether pleasant or unpleasant, that
employees experience regarding their jobs.
Job satisfaction reflects one's feelings about
their job, evident in their positive attitude
toward work and the work environment. Based
on these definitions, job satisfaction can be
summarized as how individuals perceive their
work, arising from their attitude towards various
aspects of the job.

4. The Influence of Work Discipline, Work
Motivation, and Job Satisfaction on
Employee Performance at the Office of
the Airport Implementation Unit (UPBU)
for Pioneer Air Transport Services in
the Sorong Raya Region

The simultaneous influence of these
independent variables on the dependent
variable was tested using the F-test. Statistical
results show that the calculated F-value is

greater than the F-table value, with a

calculated F of 112726 > 411 and a

significance of 0.000 < 0.05. This indicates that

directly  affect  their

work discipline, work motivation, and job
satisfaction together have a positive and
significant influence on employee performance
at the Airport Implementation Unit (UPBU) for
Pioneer Air Transport Services in the Sorong
Raya Region.

Performance is defined as the quality
and quantity of work achieved by an employee
in performing tasks according to their
responsibilites  (Mangkunegara, 2015:67).
Performance is the result of one's efforts,
ability, and actions in a given situation.
According to Umam (2010:189), performance
is the work result achieved by an individual in
their role or duty within a specific period,
measured against particular standards set by
the organization. Rivai (2003) defines
performance as a function of motivation and
ability, indicating that a person needs a certain
degree of willingness and ability to complete
tasks. Suyadi Prawirosentono (2008) further
describes performance as the result of work
achieved by an individual or group within an
organization, following each member’s
authority and responsibility, to meet the
organization's legal, ethical, and moral goals.
Individual performance has a close relationship
with institutional or organizational performance;
high individual performance signifies high
organizational performance.

CONCLUSION

This study aimed to examine the
impact of discipline, work motivation, and job
satisfaction on employee performance. Based
on the data analysis presented in the previous
chapter, the study concludes that work
discipline has a positive and significant impact
on the performance of employees at the Airport
Implementation Unit (UPBU) for Pioneer Air
Transport Services in the Sorong Raya region.
This finding is supported by statistical test
results, which show a t-value for the discipline
variable of 6.715, higher than the t-table value
of 0.681, with a significance level of 0.000,
which is less than 0.05. Furthermore, work
motivation also has a positive and significant
influence on employee performance in the
UPBU for Pioneer Air Transport Services in the
same region. The test results show a t-value of
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4.587 for the work motivation variable, which is

greater than the t-table value of 0.681, with a

significance level of 0.000 < 0.05, confirming

this finding. Job satisfaction also plays a

significant role in influencing employee

performance at the UPBU for Pioneer Air

Transport Services in Sorong Raya. This is

demonstrated by test results showing a t-value

for job satisfaction of 4.797, exceeding the t-

table value of 0.681, with a significance level of

0.000 < 0.05. Moreover, when discipline,

motivation, and job satisfaction are analyzed

together, the results indicate that these three
factors collectively have a positive and
significant influence on employee performance.

This is supported by the F-test results, which

show an F-value of 112.726, greater than the

F-table value of 4.11, with a significance level

of 0.000 < 0.05.

Based on these conclusions, several
recommendations can be made. In enforcing
employee discipline, the organization should
establish clear sanctions that are effective in
deterring misconduct and should implement a
periodic evaluation agenda to ensure that
employee discipline is adhered to according to
the established procedures. Furthermore,
management should continue to motivate
employees at the UPBU for Pioneer Air
Transport Services in the Sorong Raya region,
through rewards or job promotions, to
encourage them to enhance their performance.
This study also allows employees to better
understand their level of job satisfaction,
providing a basis for taking positive steps to
improve and sustain the performance they
have already achieved.

REFERENCES

Ahrul Tsani F. (2013). Pengaruh Kompetensi,
Penempatan Kerja Dan Motivasi Terhadap
Kineria Pegawai Sekretariat Jenderal
Kementerian Luar Negeri. Jurnal MIX, 111(1),
12-23.

Aldo Herlambang, Mochammad Al Musadieq,
Gunawan, 2014, pengaruh motivasi kerja
dan lingkungan kerja terhadap kinerja
karyawan, Jurnal Administrasi Bisnis, Vol.
13, No. 1,P.3

Antika, N. D., Nataraningtyas, M. F., Lonikat, E. V.
T., & Dwiridotjahjono, J. (2021). Pengaruh

Motivasi Kerja dan Displin Kerja terhadap
Kinerja Karyawan di Perusahaan PTPN X
Pabrik Gula Lestari Kertosono The Influence
of Work Motivation and Work Discipline on
Employee Performance in PTPN X Sugar
Factory Lestari Kertosono menimbulkan
seman. Jurnal Manajemen Dan Organisasi
(JMO), 12(2), 99-108.

Anwar Prabu Mangkunegara. 2005. Evaluasi
Kinerja. Bandung : Refika Aditama
https://kemnaker.go.id/news/detail/menaker-
sertifikasi-kompetensi-saranatingkatkan-
daya-saing-pekerja-indonesia

Ardiansyah, D. (2018). Pengaruh Kompetensi,
Motivasi Dan Disiplin Kerja Terhadap
Kinerja Pegawai Di Badan Kepegawaian
Dan Pengembangan Sumber Daya Manusia
Kota Lubuklinggau. Universitas Terbuka.

Astutik, Mardi, 2016, Pengaruh Disiplin Kerja Dan
Budaya Organisasi Terhadap Kinerja
Sekretariat Dewan Perwakilan Rakyat
Daerah Kabupaten Jombang, Jurnal Bisnis,
Manajemen & Perbankan Vol 2 No. 2

Bungin, Burhan. (2007). Penelitian Kualitatif.
Prenada Media Group: Jakarta. Rivai, 2011,
Manajemen Sumber Daya Manusia Untuk
Perusahaan Dari Teori ke Praktik Jakarta,
Rajawali Press.

Changgriawan, G. S. (2017). Pengaruh Kepuasan
Kerja dan Motivasi Kerja Terhadap Kinerja
Karyawan One Way Production. Jurnal
Agora, 5(3), 1-7.

Daft Richard L, 2010, Era Baru Manajemen,
Motivasi Kerja, Komitmen, Jakarta : Salmba
Empat

Daniel Arfan Aruan, Op. Cit, h.566 Krietner R dan
Kinicki A, 2001, Organizational Behavior,
International  Edition, Mc  Graw-Hill
Companies, Inc

Edi Sutrisno, 2011, Manajemen Sumber Daya
Manusia, Jakarta: Kencana

Eva Rosmalia, Direktur Eksekutif Lembaga
Sertifikasi Profesi, sumber : Klik di sini
https://www.dosenpendidikan.co.id/pengerti
an-kompetensi-menurut-para-ahli/
http://direktoritraining.com/lebih-mengenal-
standar-kompetensi-kerja-
nasionalindonesia-skkni/

Hasibun H Malayu, 2011, Manajemen Sumber
Daya Manusia, Ed Revisi, Jakarta: Bumi
Aksara

Hasibuan, Malayu, 2019. Manajemen Sumber
Daya Manusia (Cetakan ke- 23). Jakarta:
PT Bumi Aksara

Kontigensi: Jurnal Ilmiah Manajemen
Management Science Doctoral Program, Pasundan University, Bandung, Indonesia
https://creativecommons.org/licenses/by-nc/4.0

927


https://creativecommons.org/licenses/by-nc/4.0/
https://kemnaker.go.id/news/detail/menaker-sertifikasi-kompetensi-saranatingkatkan-daya-saing-pekerja-indonesia
https://kemnaker.go.id/news/detail/menaker-sertifikasi-kompetensi-saranatingkatkan-daya-saing-pekerja-indonesia
https://kemnaker.go.id/news/detail/menaker-sertifikasi-kompetensi-saranatingkatkan-daya-saing-pekerja-indonesia
http://direktoritraining.com/lebih-mengenal-standar-kompetensi-kerja-nasionalindonesia-skkni/
http://direktoritraining.com/lebih-mengenal-standar-kompetensi-kerja-nasionalindonesia-skkni/
http://direktoritraining.com/lebih-mengenal-standar-kompetensi-kerja-nasionalindonesia-skkni/

Kontigensi: Jurnal limiah Manajemen
Vol. 12, No. 2, December 2024, pp. 918-929
ISSN 2088-4877

Hendra Triana Business Analyst, Praktisi TIK-
Teknologi Informasi dan  Komunikasi;
Auditor Teknologi Informasi pada (IATI-
Ikatan  Auditor ~Teknologi  Indonesia);
Pengajar dan Dosen pada PTS; Sekretaris
Jendral pada KIRMKomite Independen
Revolusi Mental Indonesia.

Lexy. J. Moleong, Metodologi Penelitian Kualitatif,
(Bandung: PT Remaja Rosdakarya, 2000).

Manajemen Sumber Daya Manusia (Cetakan ke-
23). Jakarta: PT Bumi Aksara (2019)

Mathis, Robert L. dan Jackson. John H. 2006.
Human Resource Management (Manajemen
Sumber Daya Manusia). Edisi 10. Jakarta:
Salemba Empat

Peraturan Pemerintah Republik Indonesia Nomor
30 Tahun 2019 tentang Penilaian Kinerja
Pegawai Negeri Sipil (pp. 1-52). (2019).

Prayitno, J. H., Mawung, A. S., & ... (2020).
Pengaruh Kompetensi, Insentif dan Motivasi
terhadap Kinerja Pegawai pada Badan
Narkotika Nasional Provinsi Kalimantan
Tengah. Journal of Environment ..., 1(2),
91-102.
https://ejournal.upr.ac.id/index.php/jem/articl
elview/1744

Ratna, S., Utami, hamidah N., Astuti, E. S., Wilopo,
& Muflih, M. (2020). The technology tasks
fit, its impact on the use of information
system,  performance  and  users’
satisfaction. VINE Journal of Information
and Knowledge Management Systems Vol.,

50(3), 369-386.
https://doi.org/10.1108/VJIKMS-10-2018-
0092

Sadili Samsudin, 2010, Manajemen Sumber Daya
Manusia Bandung:Pustaka Setia

Sastrodiwiryo, 2002, Prinsip-Prinsip  Perilaku
Organisai, Peneriemah Dewi Sartika,
Jakarta: Edisi Kedua Erlangga

Seghobane, M., & Kokt, D. (2021). How do job
characteristics influence the motivation of
millennial  hospitality employees ? SA
Journal of Human Resource Management,
1-9.

Simamura, 2004, Manajemen Sumber Daya
Manusia Jakarta, Pustaka LP3ES Indonesia

Simanjuntak, P. (2019). Pengaruh Kompetensi Dan
Motivasi Kerja Terhadap Kinerja Inspektur
Penerbangan Di Kantor Otoritas Bandar
Udara Wilayah II. Jurnal Creative Agung, IX
(2), 88-101.

Sobirin, Achmad. (2016). Manajemen Kinerja (1st
ed.). Universitas Terbuka

Sobirin, Ahcmad. (2016). Perilaku Organisasi (2nd
ed.). Universitas Terbuka

Sudarwan Danim, Menjadi Peneliti Kualitatif
Rancangan Metodologi, Presentasi, dan
Publikasi Hasil Penelitian untuk Mahasiswa
dan Penelitian Pemula Bidang limu Sosial,
Pendidikan, dan Humaniora, (Bandung:
Remaja Rosdakarya, 2002), Cet. |, him. 51.

Sugiyono, Metode  Penelitian  Pendidikan;
Pendekatan Kuantitatif dan Kualitatif dan
R&D, (Bandung: Alfabeta, 2006), him. 310

Sugiyono, 2017, Metode Penelitian Kuantitatif,
kualitatif, R & D, Bandung:Alfabeta.

Sugiyono. (2019). Metode penelitian Kuantitatif,
Kualitatif, R&D. Alfabeta

Suharsimi  Arikunto, Prosedur Penelitian Suatu
Pendekatan Praktek, (Jakarta : PT. Rineka
Cipta, 2002, Cet.XII)

Sumaryani. (2020). Pengaruh Kepemimpinan dan
Kompensasi Terhadap Kinerja Pegawai
Dengan Variabel Motivasi Sebagai Mediasi
Studi Pada Pegawai Dinas Tenaga Kerja
dan  Transmigrasi  Kabupaten  Kaur
[Universitas Terbukal.
http://repository.ut.ac.id/9444

Sutrisna, 1., Suyono, J., & Alimudin, A. (2019). The
Effect of Competency, Organizational
Culture, and Motivation on The Performance
of Functional Officers of Surabaya Tanjung
Perak Customs Office. IJEBD (International
Journal Of Entrepreneurship And Business
Development), 3(1), 49-60.
https://doi.org/10.29138/ijebd.v3i1.949

Thio Tjoen Hok, Hubeis, A. V. S., & Kuswanto, S.
(2014). Pengaruh Pelatihan dan Motivasi
Terhadap  Kinerja  Karyawan  Kasus
Perusahaan  Distributor ~ Alat  Berat.
Sosiohumaniora, 16(2), 215-221.

Undang — Undang Penerbangan Nomor 1 Tahun
2009 & Dokumen Indonesia Civil Aviation
Organization (ICAQ)

Undang-undang Republik Indonesia No.5 tahun
2014 tentang Aparatur Sipil Negara. (2014).

Veithzal Rivai, 2013, Pengaruh Budaya Kerja Dan
Motivasi Kerja Terhadap Kinerja Karyawan
International Federation Red Cross (IFRC)
Banda Aceh, Jurnal Manajemen

Widyarningsih, E., Oktarina, N., & Saeroji, A.
(2020). Pengaruh Gaya Kepemimpinan,
Pemanfaatan Teknologi Informasi, Dan Tata
Ruang Kantor Terhadap Kinerja Perangkat
Desa. Business and Accounting Education
Journal, 1(1), 43-53.

Kontigensi: Jurnal Ilmiah Manajemen
Management Science Doctoral Program, Pasundan University, Bandung, Indonesia
https://creativecommons.org/licenses/by-nc/4.0

928


https://creativecommons.org/licenses/by-nc/4.0/
https://ejournal.upr.ac.id/index.php/jem/article/view/1744
https://ejournal.upr.ac.id/index.php/jem/article/view/1744
https://doi.org/10.1108/VJIKMS-10-2018-0092
https://doi.org/10.1108/VJIKMS-10-2018-0092
http://repository.ut.ac.id/9444
https://doi.org/10.29138/ijebd.v3i1.949

Kontigensi: Jurnal limiah Manajemen
Vol. 12, No. 2, December 2024, pp. 918-929
ISSN 2088-4877

929

Kontigensi: Jurnal Ilmiah Manajemen
Management Science Doctoral Program, Pasundan University, Bandung, Indonesia
https://creativecommons.org/licenses/by-nc/4.0



https://creativecommons.org/licenses/by-nc/4.0/

