EKoHOMiKa Ta MmeHeaXXMeHT

YK 005.95/.96
JEL Classification M59, E24, J24
DOI https://doi.org/10.33146/2307-9878-2022-4(98)-80-88

Djatmiko Noviantoro*
Tridinanti University, Palembang, Indonesia

SilviaMarisa®
Tridinanti University, Palembang, Indonesia

Sari Sakarina®
Tridinanti University, Palembang, Indonesia

The Influence of Communication, Work Motivation and Work Environment
on Employee Performance with Work Disciplineasa Mediating Variable

Abstract. An organization's ability to achieve its goals depends largely on the performance of its employees, so focused
and productive employees are a valuable asset for success in a highly competitive environment. This study examines the
influence of communication, work motivation, and environment on employee performance, with work discipline as a
mediating variable. The sample of this study is all employees of the Planning and Finance Section of the Regional
Secretariat of Prabumulih City (South Sumatra, Indonesia), totaling 47 people. Data analysis was performed using the
Partial Least Square (PLS) method in three stages: a. Outer model analysis; b. Inner model analysis; ¢. Hypothesis test.
The results of this study indicate that the factors chosen by the authors, namely communication, work motivation, work
environment, and work discipline, affect employees' performance. In addition, communication through work discipline
can improve employee performance, as seen in employees who improve task coordination, try to solve problems
together, share information, and build relationships through joint activities. Work motivation through work discipline
can improve employee performance, as seen in employees who get bonuses for good work results. The work
environment through work discipline can improve employee performance if the building where employees work meets
safety standards and employees maintain good relations with co-workers. Hence, an organization should pay attention
to each factor to increase employee productivity. An organization's policy on human resource management should be
comprehensive — it should include an analysis of the factors discussed in this study and many other factors.
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dsarmiko HoBianTopo
Vuieepcumem Tpioinanmi, m. Ilanembane, Inoonesis

CiabBisg Mapica
VYuisepcumem Tpioinanmi, m. Ilanembane, Inoouesis

Capi Cakapina
VYuisepcumem Tpioinanmi, m. Ianembane, Indonesisn

BruiuB komyHikauii, MOTUBaIiil Ta po00Y0ro cepe0BHIIA HA MPOAYKTHUBHICTH
NPAUIBHUKIB i3 TPYA0BOI0 THCHHMILTIHOI SIK NMOCEPETHNIBKOK 3MiHHOIO

Anomayin. 30amuicme opeanizayii 0ocsieamu C80IX yinell 3HAYHOK MIPOK 3ANeHCUMb 8I0 epeKmusHocmi pobomu
CnigPOOIMHUKIE, MOMY YINeCHPAMOBAH] Ma NPOOYKMUGHI CRIBPOOIMHUKYU € YIHHUM AKMUBOM OJisk OOCACHEHHS YCNIX)Y.
Y yvomy Oocnioscenni susuacmvca enaug KomyHikayii, momusayii 00 npayi ma pobouoeo cepedosuuia Ha
epexmugnicmob pobomu CRiBPOOIMHUKIE 13 3ACMOCYBAHHAM MPYO080i OUCYUNIIHU HK NOCEePeOHUYbKOI 3MIHHOI.
Bubipxor yvozo oocriddcenns € 6ci cnigpodbimuuku 8i00iny NiaHy8anHa ma (QiHAHCI8 pecioHanlbHO20 ceKpemapiamy
micma Ipabymynix (ITisoenna Cymampa, Inoouesis), 3azanvhoio kinekicmio 47 ocib. Ananiz oanux npoeoouscs
Mmemooom uacmkosux uavmenwux keaopamis (PLS) y mpu emanu:. @) ananiz 306Hiunboi modeni; 6) ananis
HYMPIWHbLOI MoOeni; 8) nepesipka zinomesu. Pesyromamu ybo20 00CLIONCEHHs C8I0Yamb npo me, wo paxmopu,
obpani aemopamu, a came KOMYHIKayisi, mMomusayis 00 npayi, poboue cepedosuuje ma mpyoosa OUCYUNIIHA,
BNAUBAIOMb HA NPOOYKMusHicms npayisHuxis. Kpiv mozo, komyHikayis uepesz pobouy OUCYUnIIHYy MOdCe NOKPAUUMU
NPOOYKMUBHICMb  CHIGPOOIMHUKIG, 5K Ye BUOHO Y CHIBPOOIMHUKIG, SKI NOKPAWYIOmMb KOOPOUHAYII 3A60aHb,
HAMAa2aiomsvCsi pazom eupiulyeamu npobiemu, oominosamucs ingopmayiero ma 6y0yeamu cmoCyHKU uepe3 CRilbHY
OisnbHicmy. Momusayiss 0o npayi uepe3 mpyoogy OUCYUNIIHY MOdce HOKpAwumu egQexmueHicms pobomu
CnigpobIMHUKI6, K yYe UOHO HA NPUKIAdl NPayieHUKie, sKi ompumyloms 6owycu 3a 000pi pesyrvmamu pobomu.
Poboue cepedosuwe 3a80aKu mpyoositi OUCYUNIIHI MOJICe NOKPAWUmMU nPOOYKMUGHICMb NPAYIBHUKIE, AKWo ogic, de
npayoms NpayieHuUKU, € KOMGQoOpmHumM ma 8ionogioac cmanoapmam Oesneku, a NPAYieHUKU NIOMPUMYIOMb XOPOULi
cmocynxu 3 Konezamu. Omoice, opeanizayiss NOBUHHA NPUOLIAMU HANENCHY VBA2Y KOJICHOMY 3 Yux gaxmopis, ujob
niosuwumu npoOyKMueHicme c6oix cnigpobimuuxie. I[lonimuxa opeanizayii w000 YNpaeiiHHs THOOCOKUMU PeCypPCamu
Mae Oymu KOMNUAEKCHOW, MOOMO NOGUHHA GKIIOYAMU AHANI3 haKmopie, AKi 0062080PIOIOMbCS 8 YbOMY O0CHIONCEHHI,
ma 6azamvox iHuux pakxmopis.

Knruosi cnosa:. xomynixayis, momusayis 0o npayi, poboue cepedoguiye, NpoOyKMUeHiCmsb CnigpoodimHuxa, mpyoosa
oucyuniina.

INTRODUCTION
Human resources, that is, employees, play an
important role in private and government organizations.

authorities and responsibilities. Kasmir (2017) suggests
that severa factors affect employee performance: skills,
knowledge, work design, personality, motivation,

Improving the quality of employees is essentia to
achieving the organization's goals because the quality of
human resources significantly impacts employee
performance.

Employee performance can be seen from employees
success in completing assigned tasks and responsibilities.
According to Bangun (2018), employee performance is
the most critica thing in an organization because the
better the employee performance, the easier it will be to
achieve organizational goals.

Many different factors affect employee performance.
This study examines the influence of work discipline,
communication, motivation, and environment on
employee performance in the Planning and Finance
Section of the Regional Secretariat of Prabumulih City.

LITERATUR REVIEW

Employee Performance

According to Afandi (2018), employee performance is
work in that a person or group within a company can
achieve organizational goals according to their respective

leadership, leadership style, organizationa culture, job
satisfaction, work environment, loyalty, communication,
and work discipline.

Several indicators can be used to measure employee
performance. According to Robbins & Marry (2018),
performance indicators are tools for measuring the extent
to which employee performance is achieved, such as
quality of work, a quantity of work, timeliness,
effectiveness, and independence.

Work Discipline

Human resources play an important role in achieving
organizational goals, so the ability to manage human
resources is needed. According to Sutrisno (2019),
discipline is an attitude of a person’s willingness to obey
and comply with the regulatory norms that apply around
him. Hasibuan (2017) says, "Discipline is the most
important operative function of Human Resource
Management because the better the employee discipline,
the higher the work performance that can be achieved."
Many indicators affect the level of employee discipline.
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According to Hasibuan (2017), the dimensions and
indicators of work discipline consist of goas and
abilities, exemplary leadership, remuneration, fairness,
inherent supervision, punitive sanctions, firmness, and
human relations.

Communication

Good communication is the key to maintaining a
working relationship. According to Sinambela (2018),
communication is a process of forming, delivering,
receiving, and processing messages within a person or
between two or more with a specific purpose. Good
communication is open communication between
employees, including from superiors to subordinates.
Hardjana (2018) states that with communication,
employees can establish good relations with co-workers,
build cooperation, deliver tasks to aign with goals, and
overcome differences of opinion, tension, and conflict.

Motivation

Work motivation is a series of internal and external
forces that cause workers to choose a way of action and
lead to certain behaviors (Irwandy, 2017). The company
needs work motivation to encourage employees to have
the same passion, dedication, and orientation as the
company. Motivation represents the relationship between
needs, drives, and goals (Zainal et a., 2018). Motivation
encourages employees work passion so that they want to
work hard by giving al their abilities and skills to realize
organizational goals.

Work Environment

A good working environment will positively impact
employees in improving work performance. This is one
way to be taken so that employees can carry out their
duties without experiencing interference because the
work environment dramaticaly affects employee

performance. According to Afandi (2018), the work
environment is everything around employees and can
affect theirs in carrying out the assigned tasks. According
to Sedarmayanti (2018), the dimensions and indicators of
the work environment are as follows lighting, air
temperature, noise, use of color, space required, work
safety, and employee relations.

RESEARCH METHODOLOGY

Resear ch Hypothesis

In order to investigate the factors influencing
employees performance, the authors formed the
following hypothesis (Figure 1).

H, It is suspected that there is an influence of
communication on work discipline.

H, It is suspected that there is an influence of work
motivation on work discipline.

Hs; | It is suspected that there is an influence of the
work environment on work discipline.

Hy | It is suspected that there is an influence of
communication on employee performance.

Hs | It is suspected that there is an influence of work
motivation on employee performance.

He It is suspected that there is an influence of the
work environment on employee performance.

H- It is suspected that there is an effect of work
discipline on employee performance.

Hg It is suspected that communication's indirect effect
on employee performance is mediated by work
discipline.

Hg It is suspected that work motivation's indirect
influence on employee performance is mediated
by work discipline.

Hyo | Itissuspected that the work environment's indirect
influence on employee performance is mediated
by work discipline.

Communication
,X1)
. B
.= Employee
‘Work Motivation Performance
(X2) ()
H,

Work Environment

X3)

Figure 1. Resear ch Conceptual Framework

Research Sample

The total population of this study is all employees of
the Planning and Finance Section of the Regiona
Secretariat of Prabumulih City, totaling 47 people. The
sampling technique in this study used the Saturated
Sample technique, i.e., the overall sampling was carried
out from the total population, so the sample in this study
was 47 people.

Data Analysis

Data analysis was performed using the Partia Least
Square (PLS) method. PLS isamethod of solving Structural
Equation Modeling (SEM). According to Naftdi (2019), the
analysisof PLSiscarried out in three stages:

a. Outer model anaysis;

b. Inner model analysis;

¢. Hypothesistest.
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Direct influence is the effect of one independent
variable on the dependent variable, without going through
other dependent variables. The direct effect of the results
from X on Y1 on Y2 or more simply can be presented as
follows:

Direct Effect

X —Y: pyXx

Y1- Y2 pyly2

Indirect influence is when the independent variable
influences the dependent variable through another
variable called the intervening variable. The indirect
effect of X on Y2 through Y1, or more simply, can be
presented as follows:

Indirect Effect

X —=>Y2—- Y1 (pyx) * (pyly2)

The total effect is the sum of the direct and indirect
effects. The explanation above shows that the direct
influence results are obtained from the path analysis of
the beta value. In contrast, the results of the indirect
effect are obtained by multiplying the coefficient (beta
value), which passes the intermediate (connecting)
variable with the direct variable.

RESULTSAND DISCUSSION

a. Outer Model Analysis

Convergent validity

The results of the convergent validity output are
presented in Table 1. All variables have an Average
Variance Extracted (AVE) value above 0.5, which means
there is no convergent validity problem.

Table 1. Average Variance Extracted (AVE)

Variable AverageVa(lxsnEc)e Extracted
Communication 0,731
Work Motivation 0,790
Work Environment 0,811
Work Discipline 0,822
Employee Performance 0,814

Source: processed data (2022).

Discriminant Validity

The results of discriminant validity testing are presented in Table 2. It can be seen that the square root value of AVE
(0.855; 0.889; 0.900; 0.906, and 0.902) is greater than the correlation of each construct or AVE vaue.

Table 2. Square Root AVE

Variable AVE \VAVE
Communication 0,731 0,855
Work Motivation 0,790 0,889
Work Environment 0,811 0,900
Work Discipline 0,822 0,906
Employee Performance 0,814 0,902

Source: processed data (2022).

Unidimensionality

In Table 3 are the results of tests on 47 research respondents to determine the reliability and consistency of research
instruments as presented in the question items on the research questionnaire. Based on the results of Cronbach's apha
test output, it is known that the average Cronbach's alpha value for all variables in this study is 0.7. It is very reliable
because the communication value is 0.966, work motivation is 0.978, work environment is 0.980, work discipline is
0.969, and performanceis 0.982. Thus, this study's instruments (questionnaires) were declared "reliable.”

Table 3. Reliability Test Results

. Cronbach's Composite

Vel Alpha Rdliability
Communication 0,966 0,970
Work Motivation 0,978 0,980
Work Environment 0,980 0,982
Work Discipline 0,969 0,974
Employee Performance 0,982 0,984

Source; processed data (2022).

Oblik i finansi, Issue 4(98), 2022

83

p-ISSN 2307-9878, e-ISSN 2518-1181, www.afj.org.ua


http://www.afj.org.ua

EKoHOMiKa Ta MmeHeaXXMeHT

b. Inner Model Analysis
R Square (R?)
To find out how much influence the exogenous variables have on the endogenous variables, you can see the table of
R-Square values (Table 4).
Table 4. R-Square (R?) Result

Variable R Square
Work Discipline 0,682
Employee Performance 0,721

Source; processed data (2022).

It can be seen that the value of r2 for the latent variable of work discipline as a mediating variable is 0.682. This
value identifies that variations in employee work discipline can be explained by exogenous latent variables
(communication, work motivation, and work environment) of 68.2%, while other variables explain the remaining
31.8%. From these results, we can see that the value of adjusted r2 is relatively large because only 31.8% of factors
outside the model can influence work discipline.

The R2 value for the latent variable performance is 0.721. This value identifies that exogenous variables of 72.1%
can explain variation in performance while the remaining 27.9% is explained by variables not included in the study.
This is sill acceptable because many other factors affect performance, such as leadership style, incentives,
organizational culture, etc.

c. Hypothesis Testing
The results of the hypothesis test are presented in Table 5.

Table 5. Path Coefficients

(;gr%";lzl Sample g;?gt?;?] T Statistics P

©) Mean (M) (STDEV) (|O/STDEV|) | Values
Communication — Work Discipline 0,285 0,281 0,124 2,299 0,022
Work Mativation — Work Discipline 0,458 0,477 0,132 3,474 0,001
Work Environment — Work Discipline 0,818 0,796 0,210 3,897 0,000
Communication — Employee Performance 0,241 0,245 0,122 2,831 0,000
Work Motivation — Employee Performance 0,152 0,054 0,023 2,274 0,023
Work Environment — Employee Performance 0,847 0,843 0,041 2,554 0,000
Work Discipline — Employee Performance 0,166 0,168 0,029 5,757 0,000

Source: processed data (2022).

Thus, communication (X1) affects work discipline (Y), which can be seen from the T-Statistics value of 2.299 >
1.96; work motivation (X2) affects work discipline (Y), which can be seen from the T-Statistics value of 3.474 > 1.96;
work environment (X3) affects employee performance (Z), which can be seen from the value of the T-Statistics value of
3.897 > 1.96; communication (X 1) affects employee performance (Z), which can be seen from the T-Statistics value of
2.831 > 1.96; work motivation (X2) affects employee performance (Z), which can be seen from the T-Statistics value of
2.274 > 1.96; work environment (X3) affects employee performance (Z), which can be seen from the T-Statistics value
of 2.554 > 1.96; work discipline (Y) affects employee performance (Z), which can be seen from the T-Statistics value of
5.757 > 1.96.

The variable with the greatest influence on work discipline is the work environment variable, indicated by the
original sample value of 0.818, greater than the original sample value of other variables. The variable that has the
greatest influence on performance is the work environment variable, indicated by the value origina sample of 0.847.
The output results are presented in Figure 2.

The path analysis model above can be written with the following mathematical equation:

1) Equation of thefirst sub-structural path:

Y =0.285X1 + 0.458X2 + 0.818X3 + €1

2) Equation of the second sub-structure path:

Z=0.241X1+0.152X2 + 0.847X3 + 0.166Y + €2

Where:

X1 = Communication

X2 =Work Motivation

X3 =Work Environment

Y =Work Discipline

Z = Employee Performance
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Figure 2. t-Statistics Test Results
In this study there are 3 indirect effects as shown in the table 6.

Table 6. Indirect Effect Data

Origina | Sample | Standard _—
Sample Mean Deviation (l-g/StS.?.tll:)StE'{:/SD P Vaue
©) (M) (STBEV)

Communication — Work Discipline — Employee 0,147 0,047 0,023 2,089 0,037
Performance
Work Mativation — Work Discipline — Employee 0,176 0,079 0,024 3,113 0,002
Performance
Work Environment — Work Discipline — 0,136 0,134 0,045 3,023 0,003
Employee Performance

Source: processed data (2022).

Communication indirectly affects work discipline as a mediating variable, as evidenced by the T-Statistics value of
2.089 > 1.96. The indirect effect of work discipline as a mediating variable is evidenced by the T-Statistics value of
3.113 > 1.96. Also, the work environment indirectly affects work discipline as a mediating variable or intermediary
variable, as evidenced by the T-Statistics value of 3.023 > 1.96.
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Discussion

The Effect of Communication on Work Discipline

The results of the first hypothesis test show that
communication has a significant effect on work
discipline, as shown by the T-Statistics value of 2.299 >
1.96, and the P-Value is 0.022 < 0.05. Thus, the higher
the communication, the higher the employee's work
discipline. Moreover, vice versa, if communication is
low, the employee's work discipline will also be lower.
Elgadri (2017) states that communication must be
improved both vertically and horizontally. This is due to
the frequent holding of coordination meetings by the
leadership and employing staff to provide direction,
information, instructions, suggestions, advice, and
assessments to employees regarding work discipline.
Theresults of this study support those of Pratiwi (2018)
and show that communication has a positive and
significant effect on work discipline.

The Effect of Work Motivation on Work Discipline

On the results of the second hypothesis test, work
motivation has a significant effect on work discipline, as
shown by the T-Statistics value of 3.474 > 1.96 and
the P-Value is 0.001 < 0.05. Thus, the better the work
motivation, the better the work discipline of employees.
Employee work motivation can increase the work
discipline of employees in the planning and finance
division of the city of Prabumulih. Saragih (2020) states
that discipline is on€e's efforts to act based on the norms
and regulations that apply. The right strategy is heeded to
increase employees motivation and encourage them to
comply with these regulations. Complying with
regulations is a measuring tool and a reflection of work
discipline. Thisisin line with Irwandy's (2017) opinion,
which states that measuring work motivation can be done
by looking at several aspects, one of which is complying
with working hours. This study's results follow Dessy's
research (2018), which says that work motivation
partialy affects work discipline.

The Influence of the Work Environment on Work
Discipline

On the results of the third hypothesis test, the work
environment has a significant effect on work discipline.
This is shown by the T-Statistics value of 3.897 > 1.96,
and the P-Value is 0.000 < 0.05. Thus, a better work
environment will increase the work discipline of
employees. Afandi (2018) states that the work
environment aso involves thinking patterns in
individuals to behave in a certain way. It is necessary to
create a work atmosphere that provides opportunities for
the emergence of behavior among employees to create
organizational effectiveness that impacts increasing
productivity. The results of this study follow the results
of Astuti (2018), which says that the work environment
has a significant positive effect on work discipline.
A good work environment in terms of facilities and a
pleasant and safe working atmosphere will provide high
work discipline and improve empl oyee performance.

The Effect
Performance

On the results of the fourth hypothesis test,
communication has a significant effect on employee
performance. This is shown by the T-Statistics value of
2.831 > 1.96, and the P-Vaue is 0.000 < 0.05. Thus, the
better the communication, the higher employee
performance will be created. Effendy (2018) states that
communication is a process of exchanging information
between individuals through a common system, both with
symbols, signals, and behavior or actions. This is the
main capital when wanting to build a positive
environment within the organization. Communication is
also a tool for expressing ideas among employees in a
company in a complete structure, typically accompanied
by exchanging ideas horizontally and vertically within the
company so that work goes on. Communication can be
defined as the delivery of information between two or
more people, which aso includes the exchange of
information  between  humans and  machines.
Communication within the organization can be seen in
terms of personal communication and organizational
communication. This study's results support research by
Pratiwi (2018), which states that communication has a
significant positive effect on employee performance.

of Communication on Employee

The Effect of Work Motivation on Employee
Performance

On the results of the fifth hypothesis test, work
motivation significantly affects employee performance,
as shown by the T-Statistics value of 2.274 > 1.96, and
the P-Value value is 0.023 < 0.05. Thus, the better the
work motivation, the better the employee's performance.
Motivation is an essential component in realizing quality
human resources. The need for high presentation is an
urge that arises in a person to try to achieve the set
targets, work hard to achieve success, and have the
possibility to do something well beforehand. According
to Lily et a. (2017), motivation theory is understood so
that leaders can identify what motivates employees at
work. The results of research conducted by Dyah et a.
(2015) stated that motivation significantly affects
empl oyee performance.

The Influence of the Work Environment on
Employee Performance

The results of the sixth hypothesis test show that the
work environment significantly affects employee
performance, as shown by the T-Statistics value of 2.554
> 1.96, and the P-Vaue is 0.000 < 0.05. Thus, the better
the work environment, the better the employee's
performance. The work environment is al work tools and
materials used, the environment in which a person works,
work methods, and work arrangements individually and
in groups (Sanny & Kristanti, 2017). A conducive work
environment is expected can improve employee
performance, where employees feel comfortable at work,
and the company guarantees work safety. The results of
research conducted by Josephine & Harjanti (2017) stated
that the work environment significantly affects employee
performance.
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The Effect of Employee Work Discipline on
Employee Performance

The results of the seventh hypothesis test show that
work discipline significantly  affects employee
performance, as shown by the T-Statistics value of 5.757
> 1.96, and the P-Vaue vaue is 0.000 < 0.05. Thus, the
higher the employee's work discipline, the higher the
performance. Good work discipline reflects an
employee's great sense of responsibility for the tasks
assigned to him. This encourages passion for work,
enthusiasm for work, and the realization of organizational
gods and the indicators contained therein. Work
discipline must be upheld because, without good work
discipling, it will be difficult for the organization to
realize its goals, namely achieving optimal and effective
performance (Mangkunegara, 2017). The better the work
discipline of employees, the more positive and significant
effect their performance will be. These results are
consistent with Muslimat's (2021) research which says
that work discipline significantly affects employee
performance.

The Effect of Indirect Communication on
Employee Performance Mediated by Work Discipline

In the eighth hypothesis test results, communication
indirectly influences performance mediated by work
discipline, as shown by the T-Statistics value of 2.089 >
1.96, and the P-Vaue value is 0.037 < 0.05. Thus, work
discipline can become mediating variable between
communication on employee performance.
Communication through work discipline can improve
employee performance, as seen in employees who
improve task coordination, try to solve problems
together, share information, and build relationships
through joint activities. This study's results support
Pratiwi's (2018) research that says that communication
indirectly influences performance mediated by work
discipline.

Indirect Effect of Work Motivation on Employee
Performance M ediated by Work Discipline

On the results of the ninth hypothesis test, work
motivation indirectly influences employee performance
which is mediated by work discipline. This is shown by
the T-Statistics value of 3.113 > 1.96, and the P-Vdue is
0.002 < 0.05. Thus, work discipline can mediate the
relationship between work motivation and employee
performance. Work motivation through work discipline
can improve employee performance, as seen in
employees who get bonuses for good work results.

An employee with high motivation will be moved to
exercise good discipline, which will aso positively
impact performance. Motivated employees can complete
tasks according to a predetermined procedure rather.
Employee performance has increased due to work
discipline, in which employees are motivated to exercise
discipline at work (Zainal, 2018). This study's results
support the research of Dyah et al. (2015), which said that

to improve performance, it is not enough just to have
high motivation but also requires a high level of
discipline.

Indirect Influence of Work Environment on
Employee Performance Mediated by Work Discipline

On the results of the tenth hypothesis test, the work
environment indirectly influences employee performance
which is mediated by work discipline. This is shown by
the T-Statistics value of 3.023 > 1.96, and the P-Vaueis
0.003 < 0.05. Thus, the work environment through work
discipline can improve employee performance if the
building where employees work meets safety standards
and employees maintain good relations with co-workers.

A work environment with adequate facilities and
pleasant environmental conditions triggers high
performance, and with high discipline, employee
performance increases. This can be seen from their
happy, operative, and passionate performance in carrying
out tasks according to the rules that exist in the
organization (Nursasongko, 2018). This study's results
support Pratiwi's (2018) research, which reveded a
mediating effect of work discipline on the relationship
between work environments and empl oyee performance.

CONCLUSIONS

The results of this study indicate that the factors
chosen by the authors, namely communication, work
motivation, work environment, and work discipline,
affect employees productivity. Hence, an organization
should pay attention to each factor to increase employee
productivity. For example, changing the conditions of the
workplace and improving discipline can have a
significant impact on the performance on which the
success of the organization depends.

It was found that the work discipline of employeesin
the Planning and Finance Section of the Regiona
Secretariat of Prabumulih City still needed to be higher.
Many employees are absent on weekdays. To improve
employee work discipline, communication, motivation,
and a comfortable work environment must be built.

Based on the results of initial observations, the
performance of the employees of the Planning and
Finance Section of the Regional Secretariat of
Prabumulih City needs to improve. This can be seen from
the declining employee performance. Leadership
communication with employees looks not optimal. There
are misunderstandings in conveying work instructions
and information regarding applicable regulations. During
the interviews, several workers said that they did not feel
adequately rewarded for their work. There are also certain
inconveniences associated with the working environment
in the office.

This study recommends that the Planning and Finance
Section of the Regiona Secretariat of Prabumulih City
implement a comprehensive human resource management
policy that should include an analysis of the factors
discussed in this study and many other factors.
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