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The purpose of this study was to determine and analyze the influence of the work environment on the
performance of the Binmas Satker of the Konawe Selatan Police. Knowing and analyzing the influence of the work
environment on the work discipline of Satker Binmas Polres Konawe Selatan. Knowing and analyzing the influence of
organizational learning on the Discipline of the Binmas Satker of the Konawe Selatan Police. Knowing and analyzing
the effect of work discipline on the performance of the Binmas Satker of the Konawe Selatan Police. Knowing and
analyzing the role of discipline as a mediator of the influence of the work environment on performance Satker Binmas
Polres Konawe Selatan. Knowing and analyzing the role of discipline as a mediator of the influence of organizational
learning on performance. The population in this study were all police personnel within the scope of the Binmas
Satker Polres Konawe Selatan with a total of 53 personnel. Analysis of the data used in this study is to use Smart PLS
version 3.0.

The results of the study show that the work environment has no significant positive effect on the performance
of personnel, meaning that the better the work environment of the personnel, the better the performance of the
personnel, but not significantly. The work environment has a positive and significant effect on the work discipline of
the personnel. This means that the better the work environment in Satker Binmas Polres Konawe Selatan, the better
the work discipline of personnel. Organizational learning has a positive and significant effect on the performance of
the Satker Binmas personnel of the South Konawe Police. This means that the better the organizational learning
carried out by the personnel, the better the performance of the personnel. Organizational learning has a positive but
not significant effect on personnel work discipline.

This means that the better organizational learning carried out by the personnel of the Binmas Satker Polres
Konawe Selatan can improve the work discipline of personnel but not significantly or not significantly. Work
discipline has a positive and significant effect on the performance of the Satker Binmas personnel of the South
Konawe Police. This means that the better the implementation of the work discipline of the personnel, the better the
performance of the Binmas Satker personnel of the Konawe Selatan Police. Work discipline does not significantly
mediate the effect of work environment on personnel performance. This means that work discipline does not actually
provide a mediating role on the influence of the work environment on the performance of the Satker Binmas Polres
Konawe Selatan. Organizational learning has a positive and significant effect on performance mediated by work
discipline. This means that good organizational learning can improve personnel performance through increasing
work discipline of the personnel of the Satker Binmas Polres Konawe Selatan.

Keywords: Work Environment, Organizational Learning, Work Discipline, Performance.

I. INTRODUCTION

Human resource management is a very important aspect to support the sustainability of an organization. In
managing an organization or company, human resource management needs to be directed at a model that can attract
all the potential of human resources for the organization or in other words, human resource management must be
directed to explore the potential of human resources capable of making a positive contribution to the company. or
organization. Human resources have a very important position considering that organizational performance is
influenced by the quality of its human resources. In addition to high quality natural resources that are useful in
adjusting the movement of climate change efforts so quickly. If a company already has a strategy and goals, the next
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step is to plan what human resources are needed to achieve these goals. Performance is the result you want every
organization to achieve, whether public or private.

A good organization is an organization that has been able to create good performance. To achieve performance
opportunities and challenges in an increasingly competitive business environment in achieving company goals,
human resource management must be directed to become a thinker and run the company as well as being a
determinant of the implementation of sustainable business continuity. In today's era of globalization, organizations are
not only focused on policies and procedures only, but organizations are shaped by people and their relationship to one
another. An organization can survive if the people in it interact with one another to function to achieve goals. This is
where the key for an organization to grow, develop and survive is human resources.

Human Resources is a very central factor in the organization. Whatever the form and purpose of the
organization is made based on various visions for the benefit of humans. Likewise, in carrying out its mission, it is
managed and managed by humans. Attention needs to be focused on intelligent people trying to achieve superior
performance. The flow of globalization is almost unstoppable, as a result, advances in science and technology have
led to competition in various fields. Human resources are the most important organizational assets that must be
managed properly, because they play an important role in shaping and achieving every organizational goal.

Several theories put forward by experts who are used as a reference to the main theory (grand theory) related
to Human Resource Management, hereinafter referred to as HRM, refer to the theory of organizational
behavior. According to Elton Mayo (1949) The Hawthorne studies showed that people's work performance is
dependent on social issues and job satisfaction, and that monetary incentives and good working conditions are
generally less important in improving employee productivity than meeting individuals' need and desire to belong to a
group and be included in decision making and work. HRM theory explains that human resource management is
planning, organizing, directing and controlling related to the formal design system of the organization to determine
the effectiveness and efficiency of personnel talent to realize organizational performance and goals, Mathis and
Jackson (2011).

Some of the results of previous studies that focus on the work environment and work discipline on
performance. The quality of work comfort that is obtained through the work environment determines the level of
employee performance. Performance will not be optimal if the working environment conditions are not pleasant. Elok
Mahmud Putri, Vivin Maharani Ekowati, Achmad Sani Supriyanto, and Zaim Mukaffi (2019) stated that the work
environment affects employee performance, work discipline mediates the effect of the work environment on
employee performance. The existence of work discipline in the work environment and employee performance is very
important, this is because work discipline is a performance strengthening or benchmark. With employees who are
always disciplined at work, of course, it will further improve performance in the company. And with a comfortable
environment will bring employees to be more disciplined.

The work environment is one of the important factors in creating employee performance. The work
environment has a direct influence on employees in completing work which will ultimately improve organizational
performance. A working environment condition is said to be good if employees can carry out activities optimally,
healthy, safe, and comfortable. Determination and creation of a good work environment will greatly determine the
success of achieving organizational goals and being able to provide a good service to the community. On the other
hand, if the work environment is not good, it will reduce morale and ultimately reduce employee performance. This is
supported by the results of research conducted by Guruh Dwi Pratama (2020) which states that the work environment
has a positive and significant effect on performance.

A good physical work environment, such as a clean, tidy, quiet and comfortable workplace and public
facilities in the office will support employees to excel in their work and will encourage employees to further
improve their performance. In addition, a good psychological work environment such as the opportunity for
employees to take part in making decisions, then giving employees rewards can make employees feel valued and
involved so that employees can try to give the best performance for the company. This is in line with previous
research conducted by Marlina Widiyanti (2019) which stated that the work environment had a significant effect
on employee performance.

The second factor that becomes the focus of research is organizational learning. Organizational learning is an
organization in which everyone seeks to identify and solve problems so as to enable the organization to constantly
experiment, change and improve in order to increase the ability to develop, learn and achieve goals (Dalt, 2013, p.
61). Organizational learning is affecting the development of a company, because if an organization has an
organizational learning that good then would affect the competencies that will increase and will also lead to
performance enhancements that can make the performance of employees to improve and ultimately will improve the
performance of the company. Based on the explanation above that organizational learning is aimed at improving
organizational performance. If a company has the ability to learn, the organization is more responsive to
environmental changes and takes appropriate action, it will increase its competitive advantage. Therefore,
organizational learning will have a positive effect on the performance of manufacturing companies in Kenya (Ruth
Ouma and Henry Kombo, 2016).

Probst and Buchel (1997) define organizational learning as the ability of an institution as a whole to find
faults and correct them, to change the knowledge base and values of the organization so as to produce new
problem-solving skills and new capacities for action. Therefore, organizational learning is a key element that
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enables organizations to adapt to changes in the internal and external environment and remain competitive in
uncertainty (Smith, 2001). Conclusively, companies that learn more effectively over the long term will
outperform their competitors, deliver collective aspirations freely and organizational members learn together on an
ongoing basis.

In addition to the work environment and organizational learning, discipline also affects performance. One of
the most common problems found in various government and private agencies regarding employees is the issue of
discipline. As seen in reality, the most prominent problem is the problem of discipline. From the phenomenon that
occurs, there are still many employees who violate discipline, whether it's not coming to work for no apparent reason,
not attending the morning apple and leaving the office during working hours. Then the habit that has been entrenched
among employees which often adds vacation time, for example during Eid for various reasons. Work discipline can
be seen as something that has great benefits, both for the benefit of the organization and for the members of the
organization. For organizations, the existence of work discipline will ensure the maintenance of order and the smooth
implementation of tasks, so that optimal results are obtained and targets will be achieved. Civil Servants are important
organs that have a large role and function in the success of a government agency, because they are an extension of the
government's hand in all aspects of implementing government activities, especially development in both urban and
rural areas. This is in accordance with the Vision and Mission of the Civil Servants themselves, namely providing
services to the community, being loyal and serious in working, Hasibuan, (2009: 200).

Discipline is an attitude, behavior and action in accordance with organizational regulations, both written and
unwritten. The regulations in question include absenteeism, late entry, and early departure of employees. So this is an
employee disciplinary attitude that needs to be addressed properly by the management. Many who interpret that
discipline when employees always come and go home on time. That opinion is just one that the organization
demands. Therefore, discipline can be interpreted as written or unwritten behavior. (Hasibuan, 2009:212).

Work discipline can be defined as an attitude of respect, appreciation, obedience and obedience to the
applicable regulations, both written and unwritten and being able to carry it out and not evade accepting sanctions if
he violates the duties and authorities given to him (Sastrohadiwiryo, 2007). 2013 :291). Meanwhile, according to
Rivai, Discipline is the most important operative function of Human Resource Management, because the better the
employee discipline in the organization, the higher the work performance that can be achieved. (Rivai, 2009:824). As
for the indicators of labor discipline an employee is (Nitisemito 2009: 40) The first decline in labor productivity, the
level of absenteeism is high, the third their negligence in the completion of the work, the fourth level of carelessness
or accident is high, the fifth frequent theft of materials employment and sixth often conflict between
employees. Several previous studies concerning work discipline on employee performance are research conducted by
Jonathan (2017), Chris Baumann , (2016) and Sarita Cargas, (2017) which state that work discipline has a relationship
to performance.

The performance of an individual person plays an important role for the whole organization. Performance
itself is the quantity or quality of something produced or services provided by someone who does work (Luthans,
2005, p. 165). Performance refers to the employee's work performance which is measured based on the standards or
criteria that have been set by the organization. The importance of performance to be researched in order to improve
the performance of an organization, especially the South Konawe Police Organization. The theoretical and empirical
studies that have been stated previously are the basis for researchers to photograph the facts that occurred at
the Konawe Selatan Resort Police.

With the reformation era currently underway, the Konawe Selatan Resort Police always strives to support and
supervise so that reforms can run according to the expectations of the community. To realize these expectations
Police Konawe South had implemented reforms in organizational management from the aspect of accountability for
performance and accountability of the use of the financial aspects of the State, where such provisions as it has been
stated in the Tap MPR RI No.XI / MPR / 1998 and Law No. 28 of 1999 concerning the implementation of a clean
state, free from corruption, collusion and nepotism, requires a form of accountability related to the
development and implementation of an appropriate, clear and real system periodically.

The government through Presidential Instruction No. 7 of 1999 concerning Accountability for Performance
of Government Agencies (AKIP) as a follow-up to the TAP MPR RI and the Act, requires each head of the
Department/Non-Departmental Government Institution, Regional Government, Work Unit or work unit therein, to
make a report. Performance of Government Agencies (LKIP) in stages and periodically to be submitted to their
superiors. And in accordance with the Regulation of the Head of the State Police of the Republic of Indonesia
Number 7 of 2015, dated June 24, 2015 concerning Amendments to the Regulation of the Chief of the National Police
of the Republic of Indonesia Number 20 of 2012, dated October 30, 2012 concerning the Preparation of Performance
Accountability Reports of Government Agencies within the State Police of the Republic of Indonesia Police The
South Konawe Resort has the task of maintaining public security and order, enforcing the law, providing protection,
shelter, and service to the community and carrying out other Polri duties within the jurisdiction of the South Konawe
Police in accordance with the provisions of the legislation.

The Konawe Selatan Polres has made a Performance Agreement in 2019, the activities listed in the
Performance Agreement are activities that are in accordance with the main tasks and functions of the Satker
of the Konawe Selatan Police, this performance agreement is a benchmark for evaluating performance accountability
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at the end of 2019. In an organization there are many indicators and measures that can be used to assess the success of
an organization, including by looking at some of the most important performance as a criterion for the success of an
organization's performance. The National Police has set the National Police Chief Decree Number: 2 of 2018 as the
Determination of Main Performance Indicators within the Police, the South Konawe Police and its staff have
compiled key performance indicators which are overall success benchmarks that describe the main tasks and
functions and roles of the South Konawe Police, especially in the field of Binmas Satker.

The Binmas Satker is tasked with carrying out community development, including community policing,
community order and coordination activities with other forms of self-defense, as well as in maintaining public
security and order. Thus, the main tasks of the Binmas Satker include: 1) coordinating with other forms of self-
defense in the context of increasing public awareness and obedience to laws and regulations; 2) guidance and
counseling in the field of public order for community components, including adolescents, youth, women, and
children; and 3) empowering community participation in Polmas activities which include the development of
partnerships and cooperation between the Polsek and the community and the sub-district level government as well as
non-government organizations

The phenomena of performance, work environment factors, organizational learning and work discipline of
Satker Binmas Polres Konawe Selatan are described in detail as follows:

Related to the performance, in general there are some success in achieving the strategic objectives following
performance indicator, however, there are still some strategic objectives that have not been optimized successfully
realized in FY 2019 is particularly in the field of PIU Bimnas Police South Konawe especially for work targets the
establishment of the posture of the Police Konawe Southern Professional, moral, modern and superior through
changing the mind set and culture set (mental revolution). From the explanation of the performance report,
the number of personnel for Satker Binmas Polres Konawe Selatan who have competency standards in accordance
with their field of duty is the realization of 25 personnel with an achievement of 83% of personnel from the target of
30 personnel. In addition, the implementation of training by the Konawe Selatan Police is carried out every
year but generally the Binmas Satker rarely participates in the training. For vocational education training
activities in the field of Binmas, it is still very rarely carried out at the Konawe Selatan Police so that members of
the Binmas Satker generally have not participated in the vocational education training in the field of
Binmas. The condition of the realization of the realization of the performance of the South Konawe Police is an
illustration of the non-optimal performance of Satker Binmas Polres Konawe Selatan;

In addition, the phenomenon of the work environment has not been in accordance with the expectations of
Satker Binmas Polres Konawe Selatan. This is reflected in the inadequate physical environment. The physical
environment, such as the facilities and infrastructure of the South Konawe Police, is inadequate, such as the condition
of the workspace, network conditions, and the yard environment, which still need improvement. While the non-
physical environment which is related to the lack of communication that is built between superiors and personnel is
caused because each is busy with their duties and responsibilities. There are still some personnel who feel that they do
not get appreciation for their achievements.

The phenomenon of organizational learning, where in general, the personnel of Satker Binmas Polres
Konawe Selatan have not attended the Binmas training and training on the technical functions of the Police which
are held at the Konawe Selatan Polres every year.

For the phenomenon of work discipline, from the phenomenon that occurs, there are still many Binmas
Satker personnel who violate discipline, whether it is not entering the office for no apparent reason, not attending the
morning assembly and leaving the office during working hours. Then the habit that has been entrenched among
personnel which often adds vacation time, for example during Eid for various reasons. Work discipline can be seen as
something that has great benefits, both for the benefit of the organization and for the members of the organization.

The above conditions by the researchers considered that the justification of the results of the theory and
empirical studies on the factors of the work environment, organizational learning that influenced work discipline and
the performance of Satker Binmas Polres Konawe Selatan. Various theoretical, as well as empirical arguments and
the above phenomena have become the starting point for the development of this form of research with the aim of
testing and developing previous studies, especially those related to variables that affect performance, so that the
importance of developing concepts in this study with the consideration that to achieve good performance is not
necessary. only influenced by the work environment and work discipline. This is based on the fact that performance is
influenced by three factors, namely organizational learning, work environment and discipline (Griffin, 1990, p. 437).

Based on the description of the background, the authors conducted a study with the title: "The Influence of
Work Environment and Organizational Learning on Performance Mediated by Work Discipline (Study on Binmas
Satker Polres Konawe Selatan).
Il. LITERATURE REVIEW
2.1. Work environment

According to Pandi Afandi (2017) the work environment is something that exists in the workers'
environment that can affect themselves in carrying out tasks such as temperature, humidity, ventilation, lighting,
noise, cleanliness of the workplace and adequate at least work equipment.
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2.2. Organizational Learning
Organizational learning is an organization in which everyone tries to identify and solve problems so that it allows the
organization to constantly experiment, change and improve in order to increase the ability to develop, learn

and achieve goals (Dalt, 2013: 61).

Organizational learning is the process of detecting and correcting errors. Organizational learning is an opportunity
given to employees so that the organization becomes more efficient (Luthan, 2010: 45).
2.3. Work Discipline

Discipline is an attitude, behavior and actions that are in accordance with company regulations, both written
and unwritten. The regulations in question include absenteeism, late entry, and early departure of employees. So, this
is an employee disciplinary attitude that needs to be addressed properly by the management.

Many interpret discipline when employees always come and go home on time. That opinion is just one that
the organization demands. Therefore, discipline can be interpreted as written or unwritten behavior. (Hasibuan,
2009:212)

2.4. Performance

Colquitt, Lepine and Wesson (2009), as a unit value of employee behavior as a positive contribution and
others, for the fulfiliment of organizational goals. There are three categories that apply in general, namely 1) task
performance includes the behavior of employees who are directly involved in the transformation of organizational
resources, both goods and services, 2) citizenship behavior is an employee activity voluntarily not to rewarded but
contribute to the organization by improving the quality of work in the workplace, 3) counter-productive behavior is
the behavior of employees who deliberately hinder the fulfillment of organizational goals that contribute negatively to
the organization.

Stuart (2009), “the thing that drives performance is behavior. The oxford English Dictionary defines behavior
as the way in which one action you take and the decisions you make. You can control these things: you can decide
what to do and when to do it. And because you can decide what to do in any situation you can determine your
performance High-level performance”.

2.5 CONCEPTUAL FRAMEWORK AND HYPOTHESES

Work Environment

Work Discipline Performance

Organizational
Learning

Figure 2.1 Research Concept Framework
2.5.1. Research Hypothesis
Based on the theoretical studies that have been stated above, the formation of hypotheses in this study is
based on the picture frame of mind 3.1 as follows:
H1: Work environment has a significant effect on the performance of personnel.
H2: Work environment has a significant influence on Work Discipline
H3: Organizations Learning significant effect on performance
H4: Organizational learning has a significant effect on discipline
H5: Work discipline hasa positive and significant effect on the performance of the Satker Binmas personnel at the
Konawe Selatan Police”.
H6: Work environment has a significant effect on personnel performance which is mediated by work discipline.

H7: Organizational learning has a significant effect on personnel performance mediated by work discipline.
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I11. RESEARCH METHOD
The population in this study were all police personnel within the scope of Satker Binmas Polres Konawe
Selatan with a total of 53 personnel. Because the minimum sample requirement is 100 (Hair et al.) and the
comparison with the total population is only 53, so in this study the population as respondents was 53
respondents. Thus, the sampling technique uses the Non-Probability Sampling technique, namely saturated sampling,
where all populations are used as samples (Sugiyono, 2015).

The data analysis used in this research is using Smart PLS version 3.0. There are two stages of testing or
evaluation, namely testing the measurement model (Outer Model) which aims to test the validity and reliability of
each indicator on each variable, and testing the structural model (Inner Model).) which aims to test the research
hypotheses proposed in this study.

VI. RESULTS AND DISCUSSION

4.1. Result
4.1.1. SEM Analysis with Smart PLS

The data analysis used in this research is using Smart PLS version 3.0. There are two stages of testing or
evaluation, namely testing the measurement model (Outer Model) which aims to test the validity and reliability of
each indicator on each variable, and testing the structural model (Inner Model).) which aims to test the research
hypotheses proposed in this study. By using the program, the results of loading the full model of this study are as
follows:

Figure 5.2 Display of PLS Algorithm Hasil Results
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Figure 5.2. shows that all indicators of the latent variable that have the outer loading construction value
above 0.70 is highly recommended, however, the loading factor value of 0.50-0.60 can still be tolerated (Solimun,
2010; Ghozali, 2011) and meets the requirements for the outer model. Work environment variables consisting of
indicators: 1) Physical work environment and 2) non-physical work environment having an outer loading construction
value above 0.70 is highly recommended.

Then the organizational learning variables consisting of indicators of System Thinking (System thinking),
Mental Models (Mental models), Personal Mastery (Personal mastery), Team Learning (Team learning) and building
a shared vision (Building shared vision) have the value of the outer loading construction above. 0.70 is highly
recommended. Furthermore, the work discipline variable consisting of indicators of Legality, Professionalism,
Accountability, Equal rights, Legal certainty, Legal certainty, Justice, Presumption of innocence, Transparent, fast
and precise also has an outer loading construction value above 0.70 which is highly recommended.

4.1.2. Testing the analysis hypothesis directly

Testing hypotheses and path coefficients of direct influence between work environment and organizational
learning on performance mediated by work discipline. The results of testing the influence between variables can be
seen from the path coefficient value and the critical point (t-statistics). Completely can be presented in Table 5.17. the
following:

Table 5.17 Path Coefficient (p-value)

Line Construction Original Sample Mean | Standard Deviation T Statistics P VValues
Sample (O) (M) (STDEV) (JO/STDEV))
Work Environment - Performance 0.033 0.010 0.193 0.170 0.865
Work Environment > Work Discipline 0.482 0.478 0.138 3,492 0.001
Organizational Learning > Performance 0.868 0.893 0.181 4,805 0.000
Organizational Learning = Work Discipline 0.140 0.125 0.221 0.636 0.525
Work Discipline > Performance 0.794 0.810 0.203 3,917 0.000
Source: Processed primary data, 2021
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Based on the results of data processing in table 5.17 above, it can be seen in the testing of each hypothesis

that has been proposed, namely:
1. Work Environment on Personnel Performance

The first hypothesis proposed in this study is "The work environment has a significant effect on personnel
performance”. Table 5.15 shows the original sample estimate value between the influence of the work environment
on personnel performance of 0.033 and is positive. The T-count value is 0.170 and the P Value in table 5.17 is 0.865,
which is greater than 0.05 (o). This value indicates that the work environment has a positive and insignificant effect
on personnel performance.

Thus, the first hypothesis proposed in this study was rejected. The relationship between the work
environment and personnel performance in the study is directly proportional where it can be said that the better the
work environment carried out by the personnel, the better the performance of the personnel, but not significantly.

2. The Influence of Work Environment on Work Discipline

The second hypothesis proposed in this study is "The work environment has a significant effect on personnel
performance”. Table 5.17 shows the original sample estimate value between the influence of the work
environment on personnel performance of 0.320 and has a positive value. The T-count value is 2.482 and the P Value
is 0.001 which is smaller than 0.05 (). This value indicates that the work environment has a positive and significant
effect on personnel performance.

Thus, the second hypothesis proposed in this study is accepted. The relationship between the work
environment and personnel performance in the study is directly proportional where it can be said that if the work
environment is good, the performance of personnel will increase.

3. The Effect of Organizational Learning on Performance

The third hypothesis proposed in this study is "organizational learning has a positive and significant effect on
personnel performance”. Table 5.17 shows the original sample estimate between the effect of organizational learning
on personnel performance of 0.868 and is positive. The T-count value is 4.805 and the P Value is 0.000 which is
smaller than 0.05 (o). This value indicates that organizational learning has a positive and significant effect on
personnel performance.

Thus, the third hypothesis proposed in this study is accepted. The relationship between organizational
learning and personnel performance in the study is directly proportional where it can be said that the better the
organizational learning of the personnel, the better the performance of the personnel.

4. The Effect of Organizational Learning on Work Discipline

The fourth hypothesis proposed in this study is "Organizational learning has a positive and significant effect
on personnel work discipline"”. Table 5.17 shows the original sample estimate between the influence of emotional
intelligence on performance of 0.140 and has a positive value. The T-count value is 0.636 and the P Value is 0.525
which is greater than 0.05 (a). This value indicates that organizational learning has no significant positive effect on
work discipline.

Thus, the fourth hypothesis proposed in this study was rejected. The relationship between organizational
learning and work discipline in the study is directly proportional where it can be said that the better organizational
learning carried out by personnel, the personnel work discipline will be better but it does not have a significant effect.
5. The Effect of Work Discipline on Performance

The fifth hypothesis proposed in this study is "Work discipline has a significant effect on personnel
performance”. Table 5.15 shows the original sample estimate between the effect of emotional exhaustion on
performance of 0.794 and is positive. The T-count value is 3.917 and the P-value is 0.000 which is smaller than 0.05
(o). This value indicates that work discipline has a positive and significant effect on personnel performance.

Thus, the fifth hypothesis proposed in this study is accepted. The relationship between work discipline and
performance in research is directly proportional where it can be said that the better the work discipline of the
personnel, the better the performance of the personnel.

4.1.3. Hypothesis Testing and Path Coefficients of Indirect Effect (Mediation)

According to Hair et al. (2016:235) instead of using the Sobel test, researchers must bootstrap the sampling
distribution of the indirect effect. This approach has also been advanced in the context of regression (Preacher &
Hayes, 2004, 2008a) and has been applied in Hayes' SPSS-based PROCESS macros
(http://www.processmacro.org/). Bootstrap makes no assumptions about the shape of the variable distribution or
statistical sample distribution and can be applied better to small sample sizes. Therefore, this approach is very suitable
for the PLS-SEM method and is implemented in the Smart PLS 3 software. In addition, the indirect effect bootstrap
produces a higher level of statistical power compared to the Sobel test.

Based on the opinion of Hair et al (2016: 235), to test the mediating effect between the variables in this
study, it can be done by looking at the value in the Specific Indirect Effect table and the p-value in the Total Indirect
Effect table. Where according to Hair et al (2016: 241) if the p-value on the indirect effect is less than 0.05 then it can
be said that the intervening variable in the study has a significant influence in being a mediator between variables.
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Table 5.18 Total Indirect Effect

Mediation Path Original Sample (O) MS:;:p(Il&) Stancéaé[rle?Ee\\//;atlon ([E)/Sstjartggf/i) P Values
Work environment - Discipline of 0016 0.015 0.093 0170 0.865
work = Performance
Organizational Learning > Discipline of 0418 0.417 0.124 3378 0.001
work = Performance

Based on the table above, it can be seen that the indirect effect of the work environment on personnel
performance through work discipline (0.016) has a t statistic of 0.170 with a p-value greater than 0.05 (0.865). The
indirect effect of organizational learning on performance through work discipline (0.418) has a statistical T value of
3.378 with a p-value smaller than 0.05 (0.001). Thus, it can be said that work discipline is only able to mediate
organizational learning variables on performance but is not able to mediate the effect of work environment variables
on performance.

4.2. Discussion

In the discussion of the results of this study, the results of testing the direct and indirect effects between work
environment variables, organizational learning on discipline and personnel performance are described as follows:
4.2.1. Effect of work environment on performance

The work environment has a positive but not significant effect on the performance of personnel, meaning
that the better the work environment of the personnel, the better the performance of the personnel, but not
significantly.

Based on empirical facts related to respondents’ responses, the physical work environment has a higher
average value than the non-physical work environment, where the average value of the physical work environment is
4.26. This shows that everything around the workplace that can affect the work of the Binmas Satker members of the
Konawe Selatan Polres, either directly or indirectly, which includes air temperature in the workplace, work space
area, noise, density, and crowding is felt to be good. While the non-physical work environment has a lower average
value but is categorized as good based on the respondents' responses. This means that all circumstances that occur are
related to work relations, both with superiors and with fellow co-workers or relationships with subordinates. This
non-physical work environment is a work environment that cannot be ignored, including a family atmosphere, good
communication and self-control, which is considered by personnel to be good.

The work environment is an inseparable part of an employee's work activities, both in the form of a physical
work environment and a non-physical work environment. The work environment is one of the important factors in
creating employee performance. The work environment has a direct influence on employees in completing work
which will ultimately improve organizational performance. A working environment condition is said to be good if
employees can carry out activities optimally, healthy, safe, and comfortable. Determination and creation of a good
work environment will greatly determine the success of achieving organizational goals and being able to provide a
good service to the community. On the other hand, if the work environment is not good, it will reduce morale and
ultimately reduce employee performance. This is supported by the results of research conducted by Trisno & Suwarti
(2004), regarding the analysis of the influence of the work environment on the performance of government officials,
the results show that the work environment affects performance.

A good physical work environment, such as a clean, tidy, quiet and comfortable workplace and public
facilities in the office will support employees to excel in their work and will encourage employees to further improve
their performance. In addition, a good psychological work environment such as the opportunity for employees to take
part in making decisions, then giving employees rewards can make employees feel valued and involved so that
employees can try to give the best performance for the company. This is not in line with previous research conducted
by Sofyan (2013, p.23) which states that the work environment has a significant effect on employee performance.
4.2.2. The Influence of Work Environment on Work Discipline

The work environment has a positive and significant effect on the work discipline of the personnel. This means
that the better the work environment in Satker Binmas Polres Konawe Selatan, the better the work discipline of
personnel

The work environment, both physical and non-physical work environments, has a positive impact on
improving employee work discipline. This can be related to empirical facts related to respondents' responses. The
physical work environment has a higher average value than the non-physical work environment, where the average
value of the physical work environment is 4.26. This shows that everything around the workplace that can affect the
work of the Binmas Satker members of the Konawe Selatan Polres, either directly or indirectly, which includes air
temperature in the workplace, work space area, noise, density, and crowding is felt to be good. While the non-
physical work environment has a lower average value but is categorized as good based on the respondents' responses.

This means that all circumstances that occur are related to work relations, both with superiors and with fellow
co-workers or relationships with subordinates. This non-physical work environment is a work environment that
cannot be ignored, including a family atmosphere, good communication and self- control, which is considered by
personnel to be good.

According to Fathoni (2006: 126) discipline is a person’'s awareness and willingness to obey all company
regulations. According to Hasibuan (2007: 193) discipline is the most important in carrying out the function of human
resource management because the better the employee discipline, the higher the work performance achieved.
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Research conducted by Liyas and Reza (2017) explains that there is an influence of work discipline on
employee work discipline. research by Rivky, et al. (2015) also shows that work discipline has a significant effect on
employee work discipline
4.2.3. The Effect of Organizational Learning on Performance

Organizational learning has a positive and significant effect on the performance of the Satker Binmas
personnel of the Konawe Selatan Police. This means that the better the organizational learning carried out by the
personnel, the better the performance of the personnel

Based on empirical facts relating to Personal Mastery indicator (Personal mastery) has the highest average
value compared with other indicators of organizational learning that is equal to 4.23 or can be considered good. This
reflects the personality of Members in the organization must continue to cultivate self-confidence, focus energy,
always want to know, look at reality objectively, develop patience and good personality in carrying out their duties
and functions as members of the Binmas Satker Polres Konawe Selatan. While indicators Thinking Systems (System
thinking) the lowest average value obtained was 3.85 or can be considered good. The majority of respondents agreed
that it means that the efforts of the members of the Binmas Satker Polres Konawe Selatan to see or understand a
problem as a whole and are interrelated which are directed at a pattern of change that can support organizational
learning for members of the Satker Binmas Polres Konawe Selatan.

Organizational learning is aimed at improving organizational performance. If a company has the ability to
learn, the organization is more responsive to environmental changes and takes appropriate action, it will increase its
competitive advantage. Therefore, organizational learning will have a positive effect on company performance
(Absah, 2007, p.24).

Organizational learning greatly affects the development of a company, because if an organization has good
organizational learning, it will affect the competence which will increase and will also lead to increased performance
which can make employee performance improve and ultimately improve company performance. So organizational
learning also has a positive effect on performance (Murray, 2003, p. 305; Absah, 2017, p. 24).

4.2.4. The Effect of Organizational Learning on Work Discipline

Based on the results of the study indicate that organizational learning has a positive but not significant effect
on personnel work discipline. This means that the better organizational learning carried out by the personnel of the
Binmas Satker Polres Konawe Selatan can improve the work discipline of personnel but not significantly or not
significantly.

Organizational learning is in the form of actions from individuals or groups that can affect the organization
(Lios Erlinda, 2015). Organizational learning is a change in organizational knowledge to provide experience to the
organization (Wijaya Sheleen, 2015). Where individuals continuously develop their abilities to achieve the expected
results, where by adding better thinking patterns, open shared aspirations, and individuals together continue to learn
(Yulia Yemima, 2015). Organizational learning can have an impact on improving employee discipline in the
organization.

In organizational learning, an interactive learning process is needed to respond to internal and external
changes in the organization as well as the concepts used in the organization to describe the activities that occur in the
organization and are a form of organization when activities or learning processes occur in the organization (Lianna
Octavia, 2015). Sharing information and all members of the organization working together are critical success factors
for organizations that span the entire organization as well as different organizational levels (Robbins and Coulter
2009:302). Organizational learning is an organization that is able to learn from experience and is able to conduct
experiments that will be more successful than organizations that do not (Pranata Andrew, 2015).

The results of this study are not in line with the results of research conducted by Hariono, Raden Richky Dwi
Muhardin, Permana Tedjo (2015) finding that organizational learning has a positive and significant effect on
employee work discipline. This means that the better organizational learning carried out by employees can have an
impact on increasing employee work discipline.

4.2.5. The Effect of Work Discipline on Performance

Based on the research results, work discipline has a positive and significant effect on personnel
performance. This means that the higher the level of work discipline of personnel, it will be able to improve the
performance of personnel.

Based on empirical facts related to legality, the average value is 3.80. And can be categorized as good. The
majority of respondents stated that they strongly agree with regard to the settlement of disciplinary violations based
on the provisions of the legislation and based on the perception of the majority of respondents stating that the
provisions of the laws and regulations applicable to the Binmas Satker Polres Konawe Selatan can be implemented
properly by members of the Satker Binmas Polres Konawe Selatan.

Furthermore, the Professionalism indicator has an average value of 3.77 or can be categorized as good. This
reflects that the majority of respondents, namely members of the Satker Binmas Polres Konawe Selatan stated that the
settlement of disciplinary violations was in accordance with their competencies and responsibilities;

The Accountability Indicator relates to the respondent's perception that the settlement of disciplinary
violations can be justified administratively, morally, and legally based on facts which has an average value of 3.86
which can be categorized as good. This is shown by every violation committed by members of Satker Binmas Polres
Konawe Selatan, they must be held accountable and can be processed according to the applicable rules. Furthermore,
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the average value for the Equality of Rights indicator is 3.92 and can be categorized as good. This shows that in
resolving disciplinary violations, they must be treated equally regardless of the rank and position of the members of
the Satker Binmas Polres Konawe Selatan; The legal certainty indicator also has an average value of 3.92 or can be
categorized as good. Legal certainty related to the settlement of disciplinary violations must be clear, complete and
accountable.

Furthermore, the Justice indicator has an average value of 3.88 and is categorized as good. According to the
perception of the majority of members of Satker Binmas Polres Konawe Selatan in resolving disciplinary violations,
they uphold a sense of justice for the parties without being influenced by the interests of certain parties. This means
that if a member of the Binmas Satker member of the South Konawe Polres commits an act of violation, they will be
given legal sanctions in accordance with the applicable rules and uphold the principle of justice in the implementation
of the work discipline of members of Satker Binmas Polres Konawe Selatan.

Respondents' responses relate to the Presumption of innocence indicator where the majority of respondents
stated strongly agree and have an average value of 3.81 or can be categorized as good. This can reflect that in the
settlement of disciplinary violations at the Binmas Satker of the Konawe Selatan Police, every member who is faced
with a disciplinary violation case must be presumed innocent before a decision has permanent legal force. With
regard to the Transparent indicator, it has an average value of 3.79 and is categorized as good. This means that based
on the respondent's perception, in this case the members of the Binmas Satker Polres Konawe Selatan stated that the
settlement of disciplinary violations must be carried out clearly, openly and according to procedures.

Starting from the importance of work discipline, the National Police is obliged to carry it out, as is the
existence of the National Police who carry out their duties as State Servants and Public Servants. Likewise, the
personnel of Satker Binmas Polres Konawe Selatan who have the task of serving the community so that they can be
disciplined in their work so that they can provide good service to the community, especially the community within the
South Konawe Police.

To realize this performance, human resources are needed, namely personnel who have a good level of work
ability, who are able to carry out their duties as community servants. Therefore, improving the performance of
individual personnel will encourage the productivity of human resources as a whole and
provide appropriate feedback on changes in behavior, which is reflected in the increase in the level of
performance. Personnel performance is a condition that must be created and realized in a good organizational system,
where each concept cannot be separated from one another and influences each other in its implementation.

It can be seen that the relationship between Work Discipline and personnel performance was stated by
Singodimendjo in Edi Sutrisno (2011: 96) stating that: "The better one's work discipline, the higher the work result
(performance) to be achieved". This study focuses on performance appraisal based on employee discipline, because to
achieve organizational goals as expected, one of which is from the reorganization of work discipline in the
organization, so that all personnel can carry out their duties effectively and efficiently in accordance with
performance standards in an organization. organization. However, if the discipline does not run effectively and
efficiently then the process of running the performance is not optimal.

4.2.6. The Influence of the Work Environment on Performance Through Work Discipline

Work discipline does not significantly mediate the effect of work environment on personnel
performance. This means that work discipline does not significantly provide a mediating role on the influence of the
work environment on the performance of the Satker Binmas Polres Konawe Selatan.

Employee performance is an important part of an organization. Through good performance, an organization
is able to develop in a positive direction in accordance with the vision and mission that has been created. On the other
hand, poor employee performance will affect the organization in a less favorable direction.

Elok Mahmud Putri, at al., (2019) proved that work discipline is able to mediate the influence of the work
environment on employee performance. This proves that things that are not visible to the naked eye such
as work discipline within employees have a greater effect on making employees produce the best performance when
compared to things that are visible to the naked eye such as the work environment. This study is in line with previous
research conducted by Gardjito, AH, Musadieq, MA, Nurtjahjono, GE (2014) which showed that
the work discipline variable had a greater influence on employee performance than the work environment
variable. This is based on the fact that employee performance is influenced by three factors, namely organizational
learning, work environment and discipline (Griffin, 1990, p. 437).

Employee performance has been traced for a long time as the key to business success (Kressler, 2003, p.
3). This performance must be supported by several aspects, one of which is the work environment, organizational
learning and discipline. The work environment and organizational learning can greatly affect employee physical and
employee psychology because no matter how disciplined the employee is, his performance will be bad if there is
no supportive organizational learning environment and learning.

So also, with the discipline in which discipline is the basis of the achievement of something.

The influence of the work environment is everything or elements that can directly or indirectly affect the
company will have a good or bad impact on employee performance. Satrohadiwirjo (2002:295), states that there is a
high relationship between work discipline and employee performance. This means that the better the work discipline,
the better one's performance. According to Kholil, et al (2014) the results of his research state that the variables of
discipline and work environment simultaneously affect employee performance.
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4.2.7. The Effect of Organizational Learning on Performance Through Work Discipline

Organizational learning has a positive and significant effect on performance mediated by work
discipline. This means that good organizational learning can improve personnel performance through increasing work
discipline of the personnel of the Satker Binmas Polres Konawe Selatan.

Organizational learning greatly affects the development of a company, because if an organization has good
organizational learning, it will affect the competence which will increase and will also lead to increased performance
which can make employee performance improve and ultimately improve company performance. So that
organizational learning also has a positive effect on performance (Murray, 2003, p. 305; Absah, 2017, p. 24).

To realize this performance, human resources are needed, namely personnel who have a good level of work
ability, who are able to carry out their duties as community servants. Therefore, improving the performance of
individual personnel will encourage the productivity of human resources as a whole and
provide appropriate feedback on changes in behavior, which is reflected in the increase in the level of
performance. Personnel performance is a condition that must be created and realized in a good organizational system,
where each concept cannot be separated from one another and influence each other in its implementation.

Organizational learning is aimed at improving organizational performance. If a company has the ability to
learn, the organization is more responsive to environmental changes and takes appropriate action, it will increase its
competitive advantage. Therefore, organizational learning will have a positive effect on company performance
(Absah, 2007, p. 24).

The results of this study are in line with the research proposed by Sri Indah F (2019), Ranita S. (2019) which
states that organizational learning has a positive and significant influence on work discipline and employee
performance. This means that good organizational learning can improve performance through increasing employee
work discipline.

4.3. Research Limitations

Some of the limitations of the study that can be taken into consideration by the next researcher are:

1. The data of this study used the perception of personnel through self-assessment. In addition, due to the
busyness of the personnel at Satker Binmas Polres Konawe Selatan and time constraints, researchers had
difficulty in digging deeper information into this research study. Furthermore, the object of research is limited to
Satker Binmas Polres Konawe Selatan. Thus, it can limit the generalizability of research findings.

2. Researchers only examined one agency in this case is Satker Binmas Polres Konawe Selatan as the object of
research, so the generalization of the results of the study is still relatively low. Further research should use a
different research object by describing any other variables that can affect the performance of personnel.

V. CONCLUSIONS AND SUGGESTIONS
5.1. Conclusion
Based on the results of research and empirical explanations in previous chapters, in general, this research can
be concluded as follows:

1. The work environment has no significant positive effect on the performance of personnel, meaning that the better
the work environment of the personnel, the better the performance of the personnel, but not significantly.

2. The work environment has a positive and significant effect on the work discipline of the personnel. This means
that the better the work environment in Satker Binmas Polres Konawe Selatan, the better the work discipline of
personnel.

3. Organizational learning has a positive and significant effect on the performance of the Satker Binmas personnel of
the South Konawe Police. This means that the better the organizational learning carried out by the personnel, the
better the performance of the personnel.

4. Organizational learning has a positive but not significant effect on personnel work discipline. This means that the
better organizational learning carried out by the personnel of the Binmas Satker Polres Konawe Selatan can
improve the work discipline of personnel but not significantly or not significantly.

5. Work discipline has a positive and significant effect on the performance of the Satker Binmas personnel of the
South Konawe Police. This means that the better the implementation of the work discipline of the personnel, the
better the performance of the Binmas Satker personnel of the Konawe Selatan Police

6. Work discipline does not significantly mediate the effect of work environment on personnel performance. This
means that work discipline does not actually provide a mediating role on the influence of the work environment
on the performance of the Satker Binmas Polres Konawe Selatan.

7. Organizational learning has a positive and significant effect on performance mediated by work discipline. This
means that good organizational learning can improve personnel performance through increasing work discipline
of the personnel of the Satker Binmas Polres Konawe Selatan.

5.2 Suggestion

Based on the conclusions of this study, it can provide suggestions for policy implications as follows:

1. The leadership of the Binmas Satker of the Konawe Selatan Police needs to pay attention to the non-physical
work environment because based on the respondents’ responses related to the work environment, the indicators of
the non-physical work environment have a lower average than the physical work environment.
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2. In relation to organizational learning, it is necessary to pay attention to the System Thinking indicator, meaning
that the personnel feel that the efforts of the members of the Binmas Satker of the Konawe Selatan Police to see
or understand a problem as a whole and are interrelated which are directed at a pattern of change are still lacking,
S0 it needs to be a concern for the personnel.

3. Leaders also need to pay attention to transparency in terms of implementing employee work discipline because
based on respondents' perceptions, the lowest indicator on the work discipline variable is transparent.

4. Further research can develop other factors that affect work discipline and the performance of other employees.

REFERENCES
Book
AA. Mangkunegara, (2013), Manajemen Sumber Daya Manusia Perusahaan. Remaja Rosdakarya,
Bandung.
Amstrong,Michael. 2009. Armstrong’s Handbook of Human Resource Management Practice. 11th ed. London:
Kogan Page.

Ancok, D. 1999. Validitas dan Reliabilitas Instrumen Penelitian. Metode Penelitian Survey. Jakarta: LP3ES.

Avrikunto, Suharsini. 2009. Manajemen Penelitian. Edisi Revisi. Jakarta: Rineka Cipta.

Budiono. 2004. Statistika untuk Penelitian. Surakarta: Sebelas Maret University Press.

Brigham, J.C, 1991. Social Psychology. New York: Harper Collingns Publishers Inc

Colquitt, Jason A., Jeffery Aine., Michael J. Wesson. 2009 Organizational Behaviour. New York: McGraw-Hill
International Companies.

Cresswell, J. W. (2010). Research Design Pendekatan Kualitatif, Kuantitatif dan Mixed
Edisi Ketiga. Yogyakarta: Pustaka Pelajar.

Daft, Richard L. 2002. Manajemen Edisi Kelima Jilid Satu. Jakarta : Erlangga.

Davis, Keith dan Newstrom. (1995). Perilaku dalam Organisasi. Erlangga : Jakarta.

Davis, Keith,dan Newstorm. 1996. Perilaku Dalam Organisasi. Edisi Tujuh. Jakarta: Erlangga.

Davis, Keith dan Newstrom, Jhon. W. (2004). Perilaku dalam Organisasi, Edisi Tujuh Bahasa Indonesia, Jilid 1.
Jakarta: Penerbit Erlangga.

Davis, Stanley B, and Goetsch, David L. 2013. Quality Management for Organozational Excellence, Introduction to
Total Quality. Seventh Edition. Pearson.

Dessler, Gary. (2003). Manajemen Sumber Daya Edisi kesepuluh jilid I. Terjemahan Paramita Rahayu. Klaten : Intan
Sejati.

Dessler, Gary. 2005. Manajemen Sumber Daya Manusia. Terj. Jakarta: PT Indeks.

Efendi, Taufig. 2013, Reformasi Birokrasi dan Iklim Investasi, Konpress Jakarta.

Evans, C.R., dan K.L. Dion. 1991. “Group cohesion and performance: a meta analysis”. Small Group Research.

Fandy, Tjiptono dan Gregorius Chandra. 2005.  Service, Quality Satisfaction. Yogyakarta:
Andi Offset.

Ferdinan, Agusty. 2005. Structural Equation Modeling dalam Penelitian Managemen, Edisi 3 Badan Penerbit, Undip,
Semarang.

Festinger, Leon. 1957. A Theory of Cognitive Dissonance. California : Stanford University Press.

Forsyth, Danelson. (2010). Group Dynamic Fourth Edition. USA. Wadstworth Thomson Higher Education.

Frederick Herzberg dalam Luthans, Fred. 2006. Perilaku Organisasi, Edisi Sepuluh, Penerbit Andy, Yogyakarta.

Gaspersz, Vincent. 1997. Manajemen Kualitas. Jakarta: PT. Gramedia Pustaka Utama.

George, J. M dan Jones, G. R. (2012). Understanding and Managing Organizational Behavior Sixth Edition. New
Jersey: Prentice Hall.

Ghozali, Imam. 2005. “Aplikasi Analisis Multivariate Dengan Program SPSS” Edisi 3, Semarang: Universitas
Diponegoro.

Gibson. 1997. Organisasi dan manajemen (prilaku — struktur — proses) edisi bahasa Indonesia. Jakarta: Erlangga.

Gibson, James L, et.al. 2000. Organisasi: Perilaku, Struktur, Proses. Edisi Kelima. Alih Bahasa Djoerban Wahid
Jakarta: Erlangga.

Gitosudarmo & Sudita. (2000). Perilaku Keorganisasian. Edisi Pertama. Jogjakarta: Erlangga.

Glinow, Von Marry Ann and McShane, Steven L,. 2007. Organizational Behavior. McGraw-Hill International.
Edition 4th Edition. New York : USA.

Greenberg, J dan Baron, R.A. (2005). Behavior in Organizations, Understanding and Managing the Human Side of
Work. Thir Edition Massachuscets: Allin dan Bacon.

Gomes, Cardoso Faustino. (2003). Manajemen Sumber Daya Manusia. Yogyakarta. Penerbit: CV. Andi Offset.

Gulo,W. 2002. Metodologi Penelitian. Jakarta: PT Gramedia Widiasarana Indonesia.

Handoko, T. Hani. 2004. Manajemen Personalia dan Sumber Daya Manusia. Yogyakarta: BPFE Press.

Handoko, T.H.(2013) Manajemen. Yogyakarta:BPFE.

Hani Handoko, 2010. Manajemen Personalia & Sumber Daya Manusia. Edisi kedua, BPFE UGM Yogyakarta.

Hariandja Morihot T.E (2007). Manajemen Sumber Daya Manusia; Pengadaan,Pengembangan, Pengkompensasian
dan Peningkatan Produktivitas Pegawai. Cetakan ke 4. PT Grasindo: Jakarta.

Hasibuan, S.P. Malayu. 2003 Manajeman Sumber Daya Manusia, PT. Bumi Aksara, Jakarta.

Co-responding Author : Sri Wiyati Mahrani IIMEHD 71
Halu Oleo University, Indonesia



Journal On Management and Education Human Development 2021, Issue 04 Volume 01, Pages: 060-073

Hasibuan, 2003. Organisasi dan Disiplin. Jakarta: Bumi Aksara. Heidjrahman dan Suad Husnan. (2002). Manajemen
Personalia, BPFE. Yogyakarta.

Hersey, Paul dan Kenneth Blanchard, 1995. Manajemen Perilaku Organisasi: Pendayaagunaan Sumber Daya
Manusia, Penerjemah: Agus Dharma, Jakarta: Erlangga.

Hersey, Paul dan Kenneth H. Blanchard, 1996, Manajemen Perilaku Organisasi: Pendayagunaan Sumber Daya
Manusia, Edisi Keempat, Alih Bahasa: Agus Dharma, Jakarta, Erlangga.

Hersey, Paul dan Kenneth. H. Blanchard. 2000. Manajemen Perilaku Organisasi : Pendayagunaan Sumber Daya
Manusia, Terjemahan Agus Dharma, Erlangga, Jakarta.

Ivancevich, John M. dan Michael T. Matteson, 1999, Organizational Behavior and Management, Fifth Edition, New
York, Irwin-McGraw- Hill.

Ivancevich, Jhon M. dkk. 2007. Perilaku dan Manajemen Organisasi. Erlangga, Jakarta.

Ivancevich M, Konopaske dan Matteson. 2008. Perilaku dan Manajemen Organisasi, edisi 7 jilid 1. Erlangga :
Jakarta.

Jackson, Schuler and Warner. 2010. Managing Human Resources; Pengelolaan Sumber Daya Manusia. Penerjemah:
Benny Prihartanto. Edisi 10. Salemba empat.

Jewell, L. N. & Siegall, M. (1998). Psikologi Industri/Organisasi Modern: Psikologi Penerapan Untuk Memecahkan
Berbagai Masalah Di Tempat Kerja, Perusahaan, Industri, Dan Organisasi, ed-2. Jakarta: Arcan.

Jones, Gareth R. 2004. Organizational Theory: Text & Cases, Third Edition, New Jersey, USA, Prentice-Hall.

John M. Echols dan Hassan Shadily dalam Kamus Inggris Indonesia, Jakarta : PT. Gramedia, 2000.

Kast, F.E dan Rosenzweig, J.E., 2005, Organisasi Dan Manajemen. Terjemahan Hasyim Ali. Jakarta: Bumi aksara.

Kreitner dan Kinicki. 2010.0Organizational Behavior 9th edition. Burr Ridge, ILL: McGraw-Hill/lrwin.

Kreitner, Robert dan Angelo Kinicki. 2014. Organizational behavioral-Edisi 9 Buku 1 Boston: McGraw-Hill.

Kurt Lewin. 1970. Resolving social conflicts and field theory in social science, Washington, DC: American Psycho-
logical Association.

Luthans, Fred. 2006. Perilaku Organisasi, (Alih Bahasa V.A Yuwono, dkk).

Edisi Bahasa Indonesia, Yogyakarta: ANDI. Luthans.2007.0Organizational Behavior. New York: McGraw-Hill.

Mangkunegara, Anwar Prabu. 2004. Manajemen Sumber Daya Manusia Perusahaan. Bandung: PT. Remaja
Rosdakarya.

Maslow, Abraham, H. 1943. Theory of Human Motivation Psycological Review. Toronto.

Mathis, Robert L dan John H Jackson, 2002. Manajemen Sumber Daya Manusia. Buku 2 Jilid Pertama. Alih Bahasa
Benyamin Molari. Jakarta : Salemba Empat.

Mckinsey and Company. 2002. Praktik Good Corporate Governance di Tujuh Negara Asia.

McShane Steven L dan Von Glinow Mary A. (2010). Organizational Behaviour- Emeging Kwowledge And Practice
For The Real World. Five Edition . McGraw-Hill. New York.

Mondy, Wayne R. 2008. Manajemen Sumber Daya Manusia. Penerjemah: Bayu Airlangga. Jakarta: Erlangga.

Nelson, D.L dan J.C. Quick, 2006. Organizatonal Behavior Foundations Realities and Challenges, Thompson South
Western, United States of America.

Ngalim, Purwanto. (2004). Psikologi Pendidikan Toritis dan Praktis. Bandung: Remaja Rosda Karya.

Noe, Raymond A., Hollenbeck, John R., Gerhart, Barry., & Wright, Patrick

M.  (2010). Manjemen Sumber Daya Manusia: Mencapai Keunggulan Bersaing. (Edisi 6, Jilid 1). Jakarta:
Salemba Empat.

Panggabean, 2004. Manajemen Sumber Daya Manusia. Jakarta: Erlangga.

Pasolong, Harbani. 2012. Teori Administrasi Publik.. Yogyakarta: Alfabeta. Pearce Il, John A. dan Robinson Richard
B.Jr. (2008). Manajemen Strategis 10. Salemba Empat : Jakarta.

Priyatno, Dwi, 2008. Mandiri Belajar SPSS, Yogyakarta: Mediakom.

Reksohadiprodjo, Sukanto,1999, Dasar—dasar Manajemen, Edisi Kedua, Yogyakarta : BPFE.

Rivai, Veithzal, 2004. Manajemen Sumber Daya Manusia Untuk Perusahaan, Jakarta: Rajagrafindo Persada.

Robbins, Steven. Et.al.2006. Perilaku Organisasi Edisi 2. Jakarta: Salemba Empat.

Robbins, Steven. 2008. Organizationa Behaviour, Then Edition (Perilaku Organisasi Edisi Ke sepuluh), Alih Bahasa
Benyamin Molan. Jakarta: Salemba Empat.

Robbins dan Judge. 2008. Perilaku Organisasi, Edisi Duabelas. Penerbit Salemba Empat: Jakarta.

Sanders, Mark S, Ernest J. McCormick. 1992. Human Factors In Engineering And Design. USA: Mc Graw-Hill, Inc.

Scemerhorn, J.R, Hunt, J.G dan Osborn, R.N. (2000). Managing Organizational Behavior. New York: Jhon Willey
dan Son.

Sedarmayanti. 2001. Sumber Daya Manusia dan Produktivitas Kerja.

Bandung: Mandar Maju.

Sedarmayanti, 2003, Good Governance (Kepemerintahan Yang Baik) Dalam Rangka Otonomi Daerah, Mandar
Maju, Bandung.

Sekaran, Uma .2006 , Metodologi Penelitian Untuk Bisnis, Jakarta: Salemba Empat.

Singarimbun, Masri dan Sofian Effendi (1988). Metode Penelitian Survey. Cetakan Kesembilan LP3ES, Jakarta.

Singarimbun, Masri. (2002). Metode Penelitian Survei, cet. 5, Jakarta: LP3ES.

Co-responding Author : Sri Wiyati Mahrani IIMEHD 72
Halu Oleo University, Indonesia



Journal On Management and Education Human Development 2021, Issue 04 Volume 01, Pages: 060-073

Singgih Santoso. 2004. SPSS Statistik Parametrik, Jakarta: Penerbit PT Elex Media Komputindo, Kelompok
Gramedia.

Simanjuntak. 2005. Manajemen Dan Evaluasi Kinerja. Jakarta: Fakultas Ekonomi Universitas Indonesia.

Solimun. 2002. Structural Equation Modeling Lisrel dan Amos. Penerbit Universitas Negeri Malang.

Spector.1997. Job satisfaction: Application, assessment, causes, and consequences. Thousand Oaks, CA: Sage.

Stuart, Robin — Kotze. 2009. Performance; The Secrets of Successful Behavior. Prentice Hall: Pearson Education.

Sulistiyani, Ambar Teguh (2004). Memahami Good Governance Dalam Perspektif Sumber Daya Manusia, Gaya
Media, Yogyakarta

Sugiyono. 2012. Metode Penelitian Kuantitatif Kualitatif dan R & D. Bandung: Alfabeta.

Sule, E.T dan Saefullah, Kurniawan. 2005. Pengantar Manajemen,

Jakarta: Prenada Media.

Thoha, Miftah. 2012. Perilaku Organisasi. Konsep Dasar dan Aplikasinya. Jakarta: PT. Raja Grafindo Persada.

UNDP. 2007. Factsheet. G-Help Issue VII. Jakarta: UNDP. Usmara, A, Disiplin Kerja. Amara Books, Yogyakarta,
2006.

Veithzal Rivai, 2004, Manajemen Sumber Daya Manusia untuk Perusahaan, Raja Grafindo Persada: Jakarta.

Wexley, Kenneth N & Gary A Yukl. 2005. Perilaku Organisasi dan Psikologi Personalia. Terjemahan. Rineka Cipta
. Jakarta.

Wibowo. 2014. Manajemen Kinerja, Edisi keempat, Rajawali Pers, Jakarta.

Wirawan. 2009. Evaluasi Kinerja Sumber Daya Manusia. Jakarta: Salemba Empat.

Wursanto, 2000. Manajemen Kepegawaian, Penerbit Kanisius, Yogyakarta.

Yuli, Sri Budi Cantika. 2005. Manajemen Sumber Daya Manusia, Cetakan Pertama, Malang: UMM Press.

Jurnal :

Augusty, Ferdinand. 2006. Metode Penelitian Manajemen: Pedoman Penelitian untuk skripsi, Tesis dan Disertai llmu
Manajemen. Semarang: Universitas Diponegoro.

Dailey C.Robert. 1978. Relationship Between Locus of Control, Perceived Group Cohesiveness, and Satisfaction
With Cowokers. Journal Psycologi Reports, Vol42,pp 311-316.

Dekoulou Paraskevi, Trivellas. 2014. Measuring the Impact of Learning Organization on Job Satisfaction and
Individual Performance in Greek Advertising Sector. Social and Behavior Science. Vol. 175, pp 367-375.

Dinda Oktafiani dan Aditya Wardhana., 2018. Pengaruh Disiplin Kerja Terhadap Kinerja Polri Pada Kantor Polres
Cilegon e-Proceeding of Management : Vol.5, No.1 Maret 2018. ISSN : 2355-9357

Elok Mahmud Putri, Vivin Maharani Ekowati, Achmad Sani Supriyanto, and Zaim Mukaffi., 2019. The Effect Of
Work Environment On Employee Performance Through Work Discipline. [Ekowati et. al., Vol.7 (Iss.4): April
2019]. ISSN- 2350-0530(0), ISSN-2394-3629(P) DOI: 10.5281/zenodo.2653144

Fitrina Afrianti., 2021. Pengaruh Motivasi Dan Disiplin Kerja Terhadap Kinerja Anggota Kepolisian Pada Satuan
Sabhara Di Polres Solok Selatan. Yayasan Akrab Pekanbaru. Jurnal AKRAB JUARA. Volume 6 Nomor 1
Edisi Februari 2021 (128-140)

Hair, Jr., J.F., Anderson, R. E., Tatham, R.L. dan Black, W.C., 2010. Multivariate Data Analysis. six Edition.
Prentice-Hall, Inc., New Jersey 07458.

Hanafi, Bayu D. Corry Yohana. 2017. Pengaruh Disiplin, dan Lingkungan Kerja Terhadap Kinerja Karyawan
Dengan Kepuasan Kerja Sebagai Variabel Mediasi Pada PT. BNI Lifeinsurance. Jurnal Pendidikan Ekonomi
dan Bisnis (JPEB) Vol.5. Universitas Negeri Jakarta.

Husain, W. 2012. Pengaruh Disiplin Terhadap Kinerja Pegawai Pada Dinas Pendidikan Nasional Kota Gorontalo.
Tesis. Gorontalo: Universitas Gorontalo.

Igaleus, Jacques dan Patrice Roussell, 1999, “A Study of The Relationship Between Compentation Package, Work
Motivation and Job Satisfaction”, Journal of\ Organizational Behavior, Vol. 20.

Kartika, Endo Wijaya dan Kaihatu, 2010, Thomas S. Analisis Pengaruh Disiplin Kerja Terhadap Kepuasan Kerja
(Studi Kasus pada Karyawan Restoran di Pakuwon (Food Festival Surabaya).

Listianto, Tony dan Bambang Setiaji 2007. Pengaruh Disiplin, Kepuasan, Dan Disiplin Kerja Terhadap Kinerja
Karyawan (Studi Kasus di Lingkungan Pegawai Kantor PDAM Kota Surakarta). http://www.damandiri.or.id.
Diakses Tanggal 29 April 2017.

Lusri, Lidia, Siagian H. 2017. Pengaruh Disiplin Kerja Terhadap Kinerja Karyawan Melalui Kepuasan Kerja
Sebagai Variabel Mediasi Pada Karyawan PT. Borowita Citra Prima Surabaya. Jurnal Vol.5 No.l.
Universitas Kristen Petra.

Murti, Herry dan Veronika Agustini. 2013. Pengaruh Disiplin terhadap Kinerja Pegawai dengan Variabel Pemediasi
Kepuasan Kerja pada PDAM Kota Madiun. Thesis, Madiun: Universitas Katolik Widiyamandala.

Sukarman, Budi. 2014. Pengaruh Disiplin, Budaya Organisasi dan Lingkungan Kerja terhadap Kepuasan Kerja dan
Kinerja Pegawai Dinas Tenaga Kerja dan Transmigrasi Provinsi Kalimantan Tengah. Kindai Volume 10
Nomor 3, Juli — September 2014: 218 — 236.

Walidun Husain, (2015).“Pengaruh Disiplin Terhadap Kinerja Pegawai Pada Dinas Pendidikan Nasional Kota
Gorontalo”. Journal Of Management. Vol.2, No.2.

Co-responding Author : Sri Wiyati Mahrani IIMEHD 73
Halu Oleo University, Indonesia


http://www.damandiri.or.id/

	I. INTRODUCTION
	II. LITERATURE REVIEW
	2.5.1.   Research Hypothesis
	H2:  Work environment has a significant influence on Work Discipline
	H4:  Organizational learning has a significant effect on discipline
	VI.  RESULTS AND DISCUSSION
	The work environment has a positive and significant effect on the work discipline of the personnel. This means that the better the work environment in Satker Binmas Polres Konawe Selatan, the better the work discipline of personnel
	The work environment, both physical and non-physical work environments, has a positive impact on improving employee work discipline. This can be related to empirical facts related to respondents' responses. The physical work environment has a higher a...
	This means that all circumstances that occur are related to work relations, both with superiors and with fellow co-workers or relationships with subordinates. This non-physical work environment is a work environment that cannot be ignored, including a...
	According to Fathoni (2006: 126) discipline is a person's awareness and willingness to obey all company regulations. According to Hasibuan (2007: 193) discipline is the most important in carrying out the function of human resource management because t...
	Research conducted by Liyas and Reza (2017) explains that there is an influence of work discipline on employee work discipline. research by Rivky, et al. (2015) also shows that work discipline has a significant effect on employee work discipline
	Organizational learning is in the form of actions from individuals or groups that can affect the organization (Lios Erlinda, 2015). Organizational learning is a change in organizational knowledge to provide experience to the organization (Wijaya Shele...
	In organizational learning, an interactive learning process is needed to respond to internal and external changes in the organization as well as the concepts used in the organization to describe the activities that occur in the organization and are a ...
	The results of this study are not in line with the results of research conducted by Hariono, Raden Richky Dwi Muhardin, Permana Tedjo (2015) finding that organizational learning has a positive and significant effect on employee work discipline. This m...
	Organizational learning has a positive and significant effect on performance mediated by work discipline. This means that good organizational learning can improve personnel performance through increasing work discipline of the personnel of the Satker ...
	Organizational learning greatly affects the development of a company, because if an organization has good organizational learning, it will affect the competence which will increase and will also lead to increased performance which can make employee pe...
	To realize this performance, human resources are needed, namely personnel who have a good level of work ability, who are able to carry out their duties as community servants. Therefore, improving the performance of individual personnel will encourage ...
	4.3. Research Limitations


