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    ABSTRACT 

This study aims to find out and analyze (1) The influence of human resource development on employee performance in 

Motui District, North Konawe Regency; (2) The effect of work discipline on employee performance in Motui District, 

North Konawe Regency; and (3) The effect of work climate on employee performance in Motui District, North Konawe 

Regency. The determination of the number of samples in this study is by using the census method, namely the number 

of samples taken from the entire population of 49 employees. The data analysis technique in this study uses Partial 

Least Square (PLS). Based on the results of the study, it can be concluded that (1) Human resource development has a 

positive and significant effect on employee performance in Motui District, North Konawe Regency; (2) Work discipline 

has a positive and significant effect on employee performance in Motui District, North Konawe Regency; and (3) Work 

climate has a positive and significant effect on employee performance in Motui District, North Konawe Regency. 
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I. INTRODUCTION 
Civil servants as elements of the state apparatus are tasked with providing services to the community in a 

professional, honest, fair, and equitable manner in the implementation of state duties, government, and development. 

Civil Servants are the most important pillars in the implementation of government and development tasks, in addition 

to the institutional (organizational) and administrative (mechanism/procedure) pillars. In other words, Civil Servants 

or bureaucrats are actually a buffer for the running of a government. If Civil Servants are able to provide good 

service, then the government will run well 

According to Mangkunegara (2002) in Pasolong (2010), performance is the result of work in terms of quality 

and quantity achieved by a person in carrying out his function in accordance with the responsibilities given to him. 

Employee performance assessment is explained in the Regulation of the Head of the State Civil Service Agency 

Number 1 of 2013 concerning Provisions for the Implementation of Government Regulation Number 46 of 2011 

concerning the Assessment of Work Performance of Civil Servants. Furthermore, Government Regulation of the 

Republic of Indonesia Number 30 of 2019 concerning Civil Servant Performance Assessment. The indicators in this 

study are quality, quantity, time, cost, service orientation, commitment, work initiative, cooperation and leadership. 

Employee performance is influenced by human resource development, work discipline and work climate. 

According to Kaswan (2012:97) stated "Development is building, expanding, transforming and adapting, with 

existing knowledge, understanding and skills". According to Chris Rowley and Keith Jackson (2012:88) human 

resource development is a process carried out to develop workers' knowledge, skills, and abilities, as well as 

competencies developed through training and development, organizational learning, leadership management, and 

knowledge management for the benefit of performance improvement. According to Siregar, (2009) human resource 

development can be measured through indicators, namely education and training, non-training activities, learning 

and promotion tasks. 

Agustini (2019:81) "work discipline is also the willingness and obedience to behave in accordance with the 

regulations in the agency concerned". Rivai in Rizki and Suprajang (2017) "work discipline has several components 

such as attendance, obedience to work regulations, obedience to work standards, high level of vigilance, and ethical 

work". According to Rivai in Alfiah (2019) there are five indicators of work discipline, namely attendance, obedience 

to work regulations, obedience to work standards, level of vigilance and work ethics.  
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According to Sugiono in the book Agutini (2010) states that "The Work Climate is the environment of an 

organization or company that can create a good and bad working atmosphere for employees". Wirawan (2007) The 

, the researcher is interested in conducting a study titled: "The Influence of Human dimensions of the work 

climate, namely the state of the physical environment of the workplace, the state of the social environment, the 

implementation of the management system, the physical and psychological conditions of the members of the 

workforce and the work culture.  

Human resource development, work discipline and work climate have an important role in improving 

employee performance. One of them is in government institutions in North Konawe Regency, especially at the Bende 

Village Office, Motui Sub-district Office and Motui Health Center of North Konawe Regency. 

Based on initial observations in Motui District, North Konawe Regency, it is known that employee 

performance has not been optimal. This is because there are still some employees who are still ineffective, where 

the boss places employees in certain jobs that are not in accordance with their educational background and are not 

supported by adequate skill abilities causing them to be less able to complete their work properly. 

Another phenomenon that occurs is that employees need to improve education and training, employee 

participation in non-training activities, and provide equal opportunities for employees to get promotions so that both 

of these things interfere with the quality of employee work. This has an impact on employee performance. In 

addition, there are still employees who are negligent with the duties and responsibilities given, lack of supervision, 

unclear rules and expectations, lack of incentives or sanctions, lack of communication, lack of awareness of the 

impact, and lack of intrinsic motivation. This also happens related to a poor work climate, such as an unsupportive 

work culture, an unsupportive physical environment, interpersonal conflicts, a lack of appreciation and recognition, 

and a lack of supportive leadership can create a work climate that causes employee performance to be less than 

optimal. As a reference to support the theory and prepositions in this study, an empirical study of the author is 

needed, so several research results were adopted, namely: the results of research conducted by Niluh Made Yuni 

Pradnyawati, et al. (2021) show that human resource development has a positive and significant effect on employee 

performance. 

 

II. LITERATURE REVIEW 
Previous research that is relevant to the research to be carried out are: Niluh Made Yuni Pradnyawati, et al. (2021) 

"The Influence of Human Resource Development, Work Discipline and Work Climate on Employee Performance at the 

Housing, Settlement and Land Office of Denpasar City". This study aims to test and obtain empirical evidence regarding 

the influence of human resource development, work discipline and work climate on employee performance at the 

Denpasar City Housing, Settlement and Land Office. The population of this study is 92 people. Sampling in this study 

uses a saturated sampling technique (total sampling) where the entire population is used as a sample. This research was 

conducted at the Denpasar City Housing, Settlement and Land Office. Data collection was carried out through 

questionnaires. The analysis techniques used are instrument test, classical assumption test and multiple linear regression. 

The results of the study show that human resource development, work discipline and work climate have a positive and 

significant effect on employee performance at the Denpasar City Housing, Settlement and Land Office. Partially, human 

resource development has a positive and significant effect on employee performance, work discipline has a positive and 

significant effect on employee performance and work climate has a positive and significant effect on employee 

performance. 

Yahya and David Ahmad Yani (2023) "The Effect of Human Resource Development and Work Motivation on 

Employee Performance at the Blambangan Umpu Village Office, Bimbangan Umpu District, Way Kanan Regency". 

This study aims to determine the influence of human resource development and work motivation on employee 

performance at the Blambangan Umpu Village Office, Blambangan Umpu District, Way Kanan Regency. The type of 

research used in this study is the Explanatory research model. The research method used is quantitative. This study used 

19 research respondents. Based on the results of data processing, the hypothetical answers were found as follows; there 

is an influence of Human Resource Development (X1) on employee performance (Y). There is an effect of Work 

Motivation (X2) on employee performance (Y). There is an influence of human resource development (X1) and work 

motivation (X2) together on employee performance (Y). 

Rafli Hinelo, et al. (2022) "The Effect of Human Resource Development on the Performance of Civil Servants at 

the Public Works and Spatial Planning Office of Gorontalo City". This study aims to determine the influence of human 

resource development on the performance of Civil Servants at the Public Works and Spatial Planning Office of Gorontalo 

City. The data collection technique in this study uses a questionnaire with a sample of 67 Civil Servants at the Public 

Works and Spatial Planning Office of Gorontalo City. The sampling technique uses saturated samples. The analytical 

tools used in testing this study are instrument tests, classical assumption tests, and simple linear regression tests. The 

results of the study show that human resource development has a positive effect on the performance of Civil Servants at 

the Public Works and Spatial Planning Office of Gorontalo City. This shows that if the better the development of human 

resources is implemented, the performance of Civil Servants will also increase. 

 

III. RESEARCH METHODS 
This study intends to examine human resource development, work discipline and work climate that affect 

employee performance in Motui District, North Konawe Regency. The type of research used in this study is 

quantitative, namely collecting, compiling, processing and analyzing data in a way that in practice is given certain 
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treatment that is studied in it. According to Sugiyono (2016) quantitative research can be interpreted as a method 

based on the philosophy of positivism, used to research on a specific population or sample, sampling techniques are 

generally carried out randomly, data collection using research instruments, data analysis is quantitative/statistical 

with the aim of testing predetermined hypotheses. 

According to Nasution, (2008) population is a generalization area consisting of objects or subjects that have 

certain qualities and characteristics. Based on the definition of population, the population of this study is all 

employees of Motui District, North Konawe Regency totaling 49 people, namely 13 employees of the Motui Sub-

district Office, 9 employees of the Bende Village Office and 27 employees of the Motui Health Center. The 

determination of the number of samples in this study is by using the census method, namely the number of samples 

taken from the entire population of 49 employees. 

The types of data in this study are: Quantitative data which is data that can be imported into the statistical 

measurement scale. Facts and phenomena in this data are not expressed in descriptive language, but in numerical 

and qualitative data that can cover almost all non-numerical data. This data can be used in words to describe the 

observed facts and phenomena. 

The data sources in this study are: Primary data is data obtained directly from the field, including laboratories. 

Primary data in this study is data collected directly from the research object obtained from respondents through the 

results of a questionnaire submitted by the researcher and secondary data as data or sources obtained from reading 

materials. This research is secondary data obtained from companies that can be seen in company documentation, 

reference books, and other information related to the research. 

The data collection techniques used in this study are as follows: Questionnaire is a data collection technique 

that is carried out by giving a set of statements to respondents to be answered in order to obtain the information 

needed. Documentation, namely by collecting and studying supporting documents obtained directly from Motui 

District, North Konawe Regency. Such as a brief history of the company's establishment, organizational structure 

and other supporting documents. 

In measuring a variable, the researcher uses a Likert scale as a tool to measure the variable that is used as the 

object of research. The likert scale is a question that shows the level of agreement or disagreement of respondents 

(Sujarweni, 2015). According to Sugiyono (2016) the Likert scale is used to measure the attitudes, opinions, and 

perceptions of a person or group of people about social phenomena. In research, this social phenomenon has been 

specifically determined by the researcher, which is further referred to as the research variable. 

The author directly obtains the data needed based on the information and information provided by the 

respondents through a questionnaire (Questionnaire) that has been distributed by the score method, this scoring is 

given using a five-scale system, namely: 

NO SCALE LIKES SCORE 

1 SS (Strongly Agree) 5 

2 S (Agree) 4 

3 N (Neutral) 3 

4 TS (Disagree) 2 

5 STS (Strongly disagree) 1 

The data analysis technique in this study uses Partial Least Square (PLS). PLS is a Structural Equation Modeling 

(SEM) equation model with a variance-based approach or component-based structural equation modeling. The purpose 

of PLS-SEM is to develop a theory or build a theory (prediction orientation). PLS is used to explain the existence or 

absence of relationships between latent variables (prediction). PLS is a powerful analysis method because it does not 

assume current data with a certain scale measurement, the number of samples is small (Ghozali, 2011). 

This study has a complex model and a limited number of samples, so that the data analysis uses SmartPLS 

software. SmartPLS uses a random bootstrapping or duplication method. Therefore, the assumption of normality will 

not be a problem. In addition, with bootstrapping, SmartPLS does not require a minimum number of samples, so it can 

be applied to research with a small number of samples. 

Descriptive statistics are statistics that function to describe or give an overview of the object being studied 

through sample data or population as it is, without conducting analysis and making conclusions that apply to the general 

public (Sugiyono, 2016) 

The measurement model or outer model shows how each indicator block relates to its latent variable. The 

evaluation of the measurement model through confirmatory factor analysis is by using the MTMM (MultiTrait-

MultiMethod) approach by testing the validity convergent and discriminant. Meanwhile, the reliability test is carried 

out in two ways, namely with Cronbach's Alpha and Composite Reliability. 

The structural model or inner model shows the relationship or strength of estimation between latent variables or 

constructs based on substantive theory, namely R-Square, F-Square, and Estimate for Path Coefficients. 

Hypothesis testing on PLS is used to measure the probability of a data using the path coefficient menu. The rule 

of thumbs supports a research hypothesis is: if the coefficient or direction of the variable relationship (indicated by the 

original sample value) is in line with the hypothesized one, and if the t-statistic value > 1.64 (two tailed) or >1.96 (one 

tailed) can be said to be significant and the probability value (p-value) < 0.01; < 0.05; < 0.10 can be said to be significant. 

In p-value, if a value of > 0.10 is obtained, it can be said to be insignificant (Jogiyanto and Abdillah, 2014). 
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IV. RESULT AND DISSCUSSION 
4.1 Results 

The description of the research variables aims to interpret the frequency of respondents' answers from the data 

that has been collected. In this study, respondents' answers were categorized into five categories using the Likert scale. 

Each scale has a rating range from 1 to 5 which is outlined in the questionnaire answer choices. In providing the meaning 

of empirical assessment of variables, this study adopts the principle of weighting proposed by Sugiono (2005). The 

weighted average value or the value of the respondents' answer scores obtained is classified into the scale range of the 

value category presented in Table 4.1  

Table. 4.1 Determination of the Average Category of Respondent's Statement Score and Descriptive Assessment 

Meaning 
NO Average Score Answer Score Meaning of Category/ Interpretation Score 

1 1,00 – 1,80 Very Not Good  

2 1,80 – 2,61 Not Good  

3 2,62 – 3,40 Neutral  

4 2,62 – 3,40 Good  

5 4,22 – 5,00 Very Good  

Source: Sugiono, 2012 

The determination of the interval is set by the formula: 

I= 
bk Maks −bk Min  

k
 

I= 
5− 1 

5
=  0,80 

info: 

I    = Interval 

bk = Class Limits 

k   = Number of Classes 

Table 4.1 above shows the categorical meaning in interpreting the results of this study based on the respondents' 

answer scores. The underlying reason for respondents was given the freedom to give an objective assessment based on 

what they saw, heard and felt while being an employee in Motui District, North Konawe Regency. An overview of the 

respondents' response data from the results of the study regarding the three latent variables studied using the average 

value of the respondent's statement score can be described as follows: 

4.1.1 Human Resource Development Variables 

Based on the results of the research obtained through the questionnaire, the objective conditions for the human 

resource development variables intended in this study are measured by 4 (four) indicator items, namely: (1) education 

and training, (2) non-training activities, (3) learning assignments, and (4) promotion. The results of the measurement 

of each item of the variable indicator of human resource development can be seen in the following table  

Table 4.2 Distribution of Respondents' Answers to Human Resource Development Variables 

Variable 

Indicators 
Item 

Distribution of Respondents' Answers 

Average Frequency Percentage (%) 

SS S N TS STS SS S N TS STS 

Education 

and Training 

X1.1.1 11 24 8 4 2 22,45 48,98 16,33 8,16 4,08 3,78 

X1.1.2 7 26 7 4 2 14,29 59,18 14,29 8,16 4,08 3,71 

X1.1.3 5 31 7 4 2 10,20 63,27 14,29 8,16 4,08 3,67 

Indicator Average X1.1 3,72 

Non-training 

activities 

X1.2.1 11 24 9 3 2 22,45 48,98 18,37 6,12 4,08 3,80 

X1.2.2 9 26 9 3 2 18,37 53,06 18,37 6,12 4,08 3,76 

X1.2.3 8 27 9 3 2 16,33 55,10 18,37 6,12 4,08 3,73 

Indicator Average X1.2 3,76 

Indikator 

Variabel 
Item 

Distribution Of Respendents’ Answers 

Average Frequency Percentage (%) 

SS S N TS STS SS S N TS STS 

Study 

Assignments 

X1.3.1 15 24 5 3 2 30,61 48,98 10,20 6,12 4,08 3,96 

X1.3.2 15 20 9 3 2 30,61 40,82 18,37 6,12 4,08 3,88 

X1.3.3 16 19 9 3 2 32,65 38,78 18,37 6,12 4,08 3,90 

Indicator Average X1.3 3,91 

Promotion 

X1.4.1 13 24 6 4 2 26,53 48,98 12,24 8,16 4,08 3,86 

X1.4.2 13 21 9 4 2 26,53 42,86 18,37 8,16 4,08 3,80 

X1.4.3 15 19 9 4 2 30,61 38,78 18,37 8,16 4,08 3,84 

Indicator Average X1.4 3,83 

Variable Indicators Average Human Resource Development  (X1) 3,81 

Sumber : Data Primer di Olah Tahun 2024 

The table above shows that the human resource development variable has been well perceived by the respondents 

which is marked by an average score of 3.81. This means that the respondents have assessed well the development of 

human resources in Motui District, North Konawe Regency when perceived from education and training indicators, 

non-training activities, learning assignments, and promotions. 

Based on respondents' answers to three indicators of the human resource development variable, the education 

and training indicator with an average score of 3.72 is the lowest rated indicator by employees including the good 
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category. This means that training is able to improve the ability and knowledge of employees in carrying out their duties 

and responsibilities, participating in training in accordance with the employee's position and duties and carrying out 

employee work supported by appropriate knowledge or educational background. Furthermore, the indicators of non-

training activities are considered good with an average of 3.76. This can be interpreted that non-training activities are 

considered good by employees. This means that employees always strive to develop themselves by learning 

independently, developing themselves through various non-training activities and non-training activities such as 

seminars and workshops are able to improve employee performance.  

The promotion indicator is rated good with an average of 3.83. This can be interpreted that the promotion is 

considered good by the employee. This means that employees have a good level of discipline at work, both for 

themselves and for their duties, promotions are given based on the employee's work productivity in carrying out their 

duties and always have honesty with themselves, friends and leaders. Then the learning task indicator was rated good 

with an average of 3.91. This can be interpreted that the learning assignment is considered good by the employee. This 

means that employees are given the opportunity to take part in learning assignments that aim to improve their abilities, 

learning tasks are able to improve employee performance and are followed according to needs. 

4.1.2 Work Discipline Variable 

Based on the results of the research obtained through the questionnaire, the objective conditions for the work 

discipline variables intended in this study are measured by 5 (five) indicator items, namely: (1) attendance, (2) 

compliance with work regulations, (3) compliance with work standards, (4) high level of employee vigilance, and (5) 

work ethics. The results of the measurement of each item  of the variable indicator of work discipline can be seen in 

table 4.3. The following. 

Table 4.3. Distribution of Respondents' Answers to Work Discipline Variables  

Variable 

Indicators 
Item 

Distribution of Respondents' Answers 

Average Frequency Percentage (%) 

SS S N TS STS SS S N TS STS 

Presence 

X2.1.1 13 30 3 1 2 26,53 61,22 6,12 2,04 4,08 4,04 

X2.1.2 13 25 8 1 2 26,53 51,02 16,33 2,04 4,08 3,94 

X2.1.3 10 28 8 1 2 20,41 57,14 16,33 2,04 4,08 3,88 

Average Indicator X2.1 3,95 

Compliance 

with work 

rules 

X2.2.1 14 26 6 1 2 28,57 53,06 12,24 2,04 4,08 4,00 

X2.2.2 10 25 11 1 2 20,41 51,02 22,45 2,04 4,08 3,82 

X2.2.3 11 24 11 1 2 22,45 48,98 22,45 2,04 4,08 3,84 

Average Indicator X2.2 3,88 

Adherence to 

work standards 

X2.3.1 13 24 7 3 2 26,53 48,98 14,29 6,12 4,08 3,88 

X2.3.2 19 18 4 5 3 38,78 36,73 8,16 10,20 6,12 3,92 

X2.3.3 22 15 4 5 3 44,90 30,61 8,16 10,20 6,12 3,98 

Average indikator X2.3 3,93 

High alert 

level 

X2.4.1 11 25 8 3 2 22,45 51,02 16,33 6,12 4,08 3,82 

X2.4.2 15 19 10 3 2 30,61 38,78 20,41 6,12 4,08 3,86 

X2.4.3 19 15 10 3 2 38,78 38,78 20,41 6,12 4,08 3,94 

Average indikator  X2.4 3,87 

Work Ethics 

X2.5.1 20 16 8 3 2 40,82 32,65 16,33 6,12 4,08 4,00 

X2.5.2 23 12 9 3 2 46,94 24,49 18,37 6,12 4,08 4,04 

X2.5.3 11 23 10 3 2 22,45 46,94 20,41 6,12 4,08 3,78 

Average indikator X2.5 3,94 

Average Work Discipline Variables  (X2) 3,91 

Source : Primary Data in the Year 2024 

In table 4.3. showed that the work discipline variable had been well perceived by the respondents which was 

marked by an average score of 3.91. This means that the respondents have assessed well the work discipline of Motui 

District, North Konawe Regency when perceived from the indicators of attendance, compliance with work regulations, 

compliance with work standards, high level of employee vigilance, and work ethics. 

Based on respondents' answers to five indicators of the work discipline variable, the indicator of high level of 

alertness of employees with an average score of 3.87 is the indicator that is rated the lowest by employees including the 

good category. This can be interpreted that the high level of vigilance of employees is considered good by employees. 

This means that employees carry out work tasks until they are completed every day carefully, work in accordance with 

the work plan and targets that have been set and pay attention to work safety in carrying out work every day. 

Furthermore, the indicator of compliance with work regulations is considered good with an average of 3.88. This means 

that employees always follow the applicable rules that have been set, understand the rules that have been set and obey 

the responsibilities given by the leader.   

The indicator of compliance with work standards was rated good with an average of 3.93. This can be interpreted 

that compliance with work standards is considered good by employees, meaning that employees always wear work 

clothes or uniforms that have been set, always use identification when working in accordance with what has been set 

and do all work according to the work standards that have been set. Furthermore, the work ethics indicator is rated good 

with an average of 3.94 This can be interpreted that work ethics are considered good by employees. This means that 

employees tidy up the work equipment after they are finished, complete tasks according to the specified time and always 



IJMEHD 

International J ournal of Management and Education in Human Development                                                                   2024, Issue 03 Volume 04, Pages: 1258 - 1272 
 

1263 Co-responding Author: Neliwati 

   Sekolah Tinggi Ilmu Ekonomi Enam-Enam, Indonesia 

 

ask permission from their superiors when they cannot come to the office. Then the attendance indicator is rated good 

with an average of 3.95 This can be interpreted that attendance is considered good by employees. This means that 

employees are present at the workplace on time before the set working hours, always return to rest according to the set 

time and always go home to work according to the set time 

4.1.3 Work Climate Variables 

Based on the results of the research obtained through the questionnaire, the objective conditions for the work 

climate variable intended in this study are measured by 5 (five) indicators, namely: (1) the state of the physical 

environment of the workplace, (2) the state of the social environment, (3) the implementation of the management 

system, (4) the physical and psychological conditions of the employees, and (5) the work culture. The respondents' 

responses to the variable indicators of the work climate can be seen in Table 4.4. The following. 

Table 4.4. Distribution of Respondents' Answers to Work Climate Variables 

Variable 

Indicator 
Item 

Distribution of Respondents' Answers 

average Frequency Precentage (%) 

SS S N TS STS SS S N TS STS 

The state of 

the physical 

environment 

of the 

workplace 

X3.1.1 10 29 7 2 1 20,41 59,18 14,29 4,08 2,04 3,92 

X3.1.2 10 25 11 2 1 20,41 51,02 22,45 4,08 2,04 3,84 

X3.1.3 8 27 11 2 1 16,33 55,10 22,45 4,08 2,04 3,80 

Average Indicator X3.1 3,85 

State of the 

social 

environment 

X3.2.1 8 31 7 2 1 16,33 63,27 14,29 4,08 2,04 3,88 

X3.2.2 6 31 8 3 1 12,24 63,27 16,33 6,12 2,04 3,78 

X3.2.3 8 29 8 3 1 16,33 59,18 16,33 6,12 2,04 3,82 

Average INdicator X3.2 3,83 

Implementati

on of the 

management 

system 

X3.3.1 14 25 7 2 1 28,57 51,02 14,29 4,08 2,04 4,00 

X3.3.2 14 23 9 2 1 28,57 46,94 18,37 4,08 2,04 3,96 

X3.3.3 10 26 10 2 1 20,41 53,06 20,41 4,08 2,04 3,86 

Average Indicator X3.3 3,98 

Physical and 

psychiatric 

condition of 

the employee 

X3.4.1 7 30 9 2 1 14,29 61,22 18,37 4,08 2,04 3,82 

X3.4.2 11 25 9 3 1 22,45 51,02 18,37 6,12 2,04 3,86 

X3.4.3 7 28 10 3 1 14,25 57,14 20,14 6,12 2,04 3,76 

Average Indicator X3.4 3,81 

Work Culture 

X3.5.1 10 28 8 2 1 20,41 57,14 16,33 4,08 2,04 3,90 

X3.5.2 8 24 14 2 1 16,33 48,98 28,57 4,08 2,04 3,73 

X3.5.3 13 24 9 2 1 26,53 48,98 18,37 4,08 2,04 3,94 

Average Indicator X3.5 3,86 

Average Work Discipline Variables (X3) 3,86 

Source: Primary Data in the Year 2024 

The table above shows that the work climate felt by employees in Motui District, North Konawe Regency is in 

the good category which is shown by the average score value of the assessment for the work climate variable of 3.86, 

this shows that the work climate owned by employees in Motui District, North Konawe Regency is good assessed from 

the state of the physical environment of the workplace,  the state of the social environment, the implementation of the 

management system, the physical and psychological condition of the employees, and the work culture.  

The variable of work climate measured through the indicators of the physical and psychological condition of 

employees in the good category which is shown with an average score of 3.81 means that the physical and psychological 

condition of employees which is measured by mutual trust between employees in the office, receives support from 

colleagues in completing daily tasks and overcoming work obstacles at work. Furthermore, the indicator of the state of 

the social environment in the good category is shown with an average score of 3.83, meaning that the state of the social 

environment as measured by the relationship with harmonious colleagues increases work morale, a pleasant work 

environment motivates in work, and establishes good relationships with other employees. 

The indicator of the physical environment of the workplace in the good category is shown with an average score 

of 3.85, which means that the good and conducive working atmosphere provides peace of mind at work, safety in the 

workplace and the facilities provided are in accordance with the job.Furthermore, the  work culture indicator in the 

good category is shown with an average score of 3.86, which means that the work culture measured by employees has 

a high attitude of discipline, so they are always enthusiastic in their work, always honest in working at work, and always 

evaluate the work that has been done so that the work becomes better. Then the indicator of the implementation of the 

management system in the good category which is shown with an average score of 3.98 means that the implementation 

of the management system which is measured by the existence of effective management communication, has the 

opportunity to solve a problem in one's own work without having to ask the boss and the work in this office is clearly 

defined and structured. 

4.1.4 Employee Performance Variables 

Based on the results of the research obtained through the questionnaire, the objective conditions for the employee 

performance variables intended in this study are measured by 4 (four) indicators, namely: (1) quality, (2) quantity, (3) 

time, (4) cost, (5) service orientation, (6) commitment, (7) work initiative, (8) cooperation and (9) leadership. The 

respondents' responses to the variable indicators of employee performance can be seen in Table 4.5. The following. 
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Table 4.5.   Distribution of Respondents' Answers to Employee Performance Variables 

Variable 

Indicator 
Item 

Distribution of Respondents' Answers 
avera

ge 
Frequency Percentage (%) 

SS S N TS STS SS S N TS STS 

Quality  

Y1.1.1 19 17 10 2 1 38,78 34,69 20,41 4,08 2,04 4,04 

Y1.1.2 17 19 10 2 1 34,69 38,78 20,41 4,08 2,04 4,00 

Y1.1.3 14 22 10 2 1 28,57 44,90 20,41 4,08 2,04 3,94 

Average Indicator Y1.1 3,99 

Quantity  

Y1.2.1 15 29 2 2 1 30,61 32,65 4,08 4,08 2,04 4,12 

Y1.2.2 16 28 2 2 1 32,65 57,14 4,08 4,08 2,04 4,14 

Y1.2.3 21 21 4 2 1 42,86 42,86 8,16 4,08 2,04 4,20 

Average Indicator Y1.2 4,16 

Time 
Y1.3.1 13 28 5 2 1 26,53 57,14 10,20 4,08 2,04 4,02 

Y1.3.2 18 21 6 3 1 36,73 42,86 12,24 6,12 2,04 4,06 

 Y1.3.3 20 19 6 3 1 40,82 38,78 12,24 6,12 2,04 4,10 

Average Indicator Y1.3 4,06 

Cost 

Y1.4.1 20 24 2 2 1 40,82 48,98 4,08 4,08 2,04 4,22 

Y1.4.2 19 22 2 5 1 38,78 44,90 4,08 10,20 2,04 4,08 

Y1.4.3 20 21 2 5 1 40,82 42,86 4,08 10,20 2,04 4,10 

Average Indicator Y1.4 4,14 

Service 

Orientation 

Y1.5.1 18 22 6 2 1 36,73 44,90 12,24 4,08 2,04 4,10 

Y1.5.2 10 26 9 3 1 20,41 53,06 18,37 6,12 2,04 3,84 

Y1.5.3 12 24 9 3 1 24,49 48,98 18,37 6,12 2,04 3,88 

Average Indicator Y1.5 3,94 

Commitme

nt 

Y1.6.1 16 27 3 2 1 32,65 55,10 6,12 4,08 2,04 4,12 

Y1.6.2 17 27 2 2 1 34,69 55,10 4,08 4,08 2,04 4,16 

Y1.6.3 8 34 4 2 1 16,33 69,39 8,16 4,08 2,04 3,94 

Average Indicator Y1.6 4,01 

Work 

Initiative 

Y1.7.1 12 23 5 2 1 24,49 59,18 10,20 4,08 2,04 4,00 

Y1.7.2 16 25 6 3 1 32,65 46,94 12,24 6,12 2,04 4,02 

Y1.7.3 18 21 6 3 1 36,73 42,86 12,24 6,12 2,04 4,06 

Average Indicator Y1.7 4,03 

Teamwork 

Y1.8.1 15 29 2 2 1 30,61 59,18 4,08 4,08 2,04 4,12 

Y1.8.2 16 25 2 5 1 32,65 51,02 4,08 10,20 2,04 4,02 

Y1.8.3 14 27 2 5 1 28,57 55,10 4,08 10,20 2,04 3,98 

Average Indicator Y1.8 4,04 

Indikator 

Variabel 
Item 

Distribution of Respondents' Answers 
Avera

ge 
Frequency Percentage (%) 

SS S N TS STS SS S N TS STS 

Leadership 

Y1.9.1 18 22 6 2 1 36,73 44,90 12,24 4,08 2,04 4,10 

Y1.9.2 11 25 9 3 1 22,45 51,02 18,37 6,12 2,04 3,86 

Y1.9.3 12 24 9 3 1 24,49 48,98 18,37 6,12 2,04 3,88 

Average Indicator Y1.9 3,95 

Average Indicator Employee Performance (Y) 4,03 

Source: Primary Data in the Year 2024 

The data in the table shows that the performance of employees in Motui District, North Konawe Regency is in 

the good category which is shown by the average score value of the assessment for the employee performance variable 

of 4.03, this shows that the performance owned by employees in Motui District, North Konawe Regency is both assessed 

from quality, quantity, time, cost,  service orientation, commitment, work initiatives, cooperation and leadership.  

Employee performance variables  measured through service orientation indicators in the good category which 

are shown with an average score of 3.94 means that  the service orientation measured by employees communicating 

with colleagues in doing work as an effort to provide the best service to the community, provide good service and 

provide the best service by showing the quality of work exceeding the set standards. Furthermore, the leadership 

indicator in the good category is shown with an average score of 3.95, which means that the leadership measured by 

employees is able to place themselves wherever they are in accordance with the rules that apply to the area, provide a 

good example in the implementation of their duties and do not impose opinions in discussions/meetings. 

The quantity indicator in the good category is shown with an average score of 3.99, which means that the quantity 

measured by employees is completed in accordance with the amount that must be completed, always works with a 

target orientation in achieving work and the ability to work to meet the expectations of the organization. Furthermore, 

the commitment indicator in the good category is shown with an average score of 4.01, which means that the 

commitment measured by employees provides services to other employees in general without discriminating between 

ranks and groups, prioritizing excellent service wherever the placement is given and your work commitment affects 

work results. 

The work initiative indicator in the good category is shown with an average score of 4.03, which means that the 

work initiative measured by employees is given the opportunity to take their own initiative to complete the work, given 

the opportunity to innovate in risky work and realize mistakes and correct those mistakes before being reprimanded by 

the boss. Furthermore, the cooperation indicator in the good category is shown with an average score of 4.04, which 

means that the cooperation measured by employees always prioritizes cooperation with colleagues to complete work, 
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express opinions in easy-to-understand language based on agreed rules and respect the results of cooperation among 

colleagues. 

The time indicator in the good category is shown with an average score of 4.06, which means that the measured 

time of the employee does the work according to the specified time, completes the work faster than the specified time 

and is able to work optimally throughout working hours. Furthermore, the cost indicator in the good category is shown 

with an average score of 4.14, meaning that the costs measured from employees always prioritize work compared to 

the costs incurred in carrying out work, the salary provided is sufficient for daily living expenses and is large and the 

type of allowance received is appropriate. Then the quality indicator in the good category which is shown with an 

average score of 4.16 means that the quality measured by employees always carry out work according to the established 

procedures, as much as possible to minimize work errors and work deftly and quickly. 

4.1.5 Results of Analysis and Testing Hypothesis  

The data analysis method in this study uses the Partial Least Square (PLS) analysis technique with the Smart 

PLS Program. The results of PLS analysis can be done by evaluating the structural equation model. The evaluation of 

the PLS model in this study begins with testing the linearity assumption and then measure of fit on the measurement 

model. In this study, there are two basic evaluations in PLS analysis, namely: First, the evaluation of the measurement 

model (outer model) to determine the validity and reliability of indicators that measure latent variables; The validity 

and reliability test criteria of this research instrument refer to discriminant validity, convergent validity, and composite 

reliability. Second, assess the inner model or structural model to see the relationship between constructs, significance 

values and R-square of the research model. Testing the inner model of the PLS method is done through bootstrap 

resampling. 

Finally, test the structural model and research hypothesis by looking at the value of the path coefficient from 

exogenous to endogenous variables and looking at the significance value. Testing of the structural model in PLS was 

carried out through boostrap resampling. Evaluation of structural models and hypotheses aims to find out how much 

information can be explained by structural models (relationships between latent variables). 

4.1.5.1 Classical Assumption Test 

In evaluating PLS, a linearity assumption test is first carried out, namely the relationship between the latent 

constructs tested has a linear relationship. The purpose of the linearity test in this study is to see if the model used is a 

linear model or the estimated construction relationship is linear. Therefore, the first step in PLS analysis is to test these 

assumptions. The linearity assumption test in this study uses the Curve of Fit method using SPSS software, the results 

are presented in the Appendix. The results of the linearity test of the relationship between variables are presented in the 

following table: 

Relationship Between Variables  
Linearity Testing 

F Sig. Result 

Human Resource Development (X1)→Employee 

Performance (Y) 
4,536 0,001 Linear 

Work Discipline (X2) →Employee Performance (Y) 4,308 0,000 Linear 

Work Climate (X3) → Employee Performance (Y1) 5,852 0,000 Linear 

The table above shows that the relationship between resource development (X1) and employee performance (Y), 

the relationship between work discipline (X2) and employee performance (Y), and the relationship between work 

climate (X2) and employee performance (Y) have a significance level of less than 5% (p < = 0.05), so it can be said 

to be linear. The results of the linearity assumption test can be concluded that all relationships between variables 

contained in the structural model are linear, so that the linearity assumption in the PLS analysis is fulfilled. Thus, it can 

be proved that the data used in this study meet the requirements of linearity and can be further analyzed. 

4.1.5.2 Measurement Model Testing 

There are three criteria to assess the outer model, namely Convergent Validity, Discriminant Validity and 

Composite Reliability. Based on the results of the test using SEM PLS, it is known that all questionnaire items 

(indicators) in the variables of democratic leadership style, work culture, motivation and employee performance have 

a loading factor above 0.5, which means that the data is valid, namely with a convergent validity result of > 0.5. What 

is meant by valid is valid, can be used in research or applies in accordance with what is determined and has been tested. 

Therefore, in the collection of research data, all questionnaire items can be used to collect data in the study and 

can subsequently be used for subsequent research and data analysis. 

Validity is a measure related to the level of accuracy achieved by an indicator in measuring what should be 

measured, namely to ensure that the measuring tool used, in this case the questionnaire questions match the object to 

be measured. The value of the average variance extracted (AVE) variables of human resource development, work 

discipline and work climate on employee performance > 0.5 as a determinant of convergent validity. So it can be 

concluded that the construct has good validity. 

The Discriminant Validity of the measurement model with reflective indicators is assessed based on the Cross 

Loading measurement with the construct. Composite reliability tests the reliability value between the indicators of the 

construct that forms it. The composite reliability result is said to be good, if the value is above 0.70. 
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4.1.5.3 Structural Model Testing 

Furthermore, hypothesis testing is carried out by running bootstrappings on Partial Least Square (PLS) to see 

and determine the influence between variables designed in this study. From the PLS output, structural model and 

hypothesis testing is carried out by looking at the path coefficient estimates and seeing the significance value by 

comparing the T Statistics value with the T Table value or the P-Value value <0.05. 

a. Reading R Square Value PLS output 

After the estimated model meets the Outer Model criteria, the next structural model (Inner Model) test is carried 

out. Reading the Inner Model is evaluating the relationships between hypothesized constructs. Here is the R-Square 

value on the construct: 

Tabel R-Square 
 R-Square 

Employee Performance 0,841 

Source: Processed primary data, 2024 

The table above gives a value of 0.841 for the employee performance construct, which means that human 

resource development, work discipline and work climate are able to explain the employee performance variables by 

84.1 percent and the rest are influenced by other factors that are not studied in this study, namely 15.9 percent. 

b. Reading Result for Inner Weight 

Furthermore, to determine whether a hypothesis is accepted or not, it is done by comparing t statistics with t 

tables, provided that if t statistics > t tables, then the hypothesis is accepted. For more details, please see the following 

table: 

Tabel Results for Inner Weights 
 

Path Coefficient T Statistic P. Value Result 

Human Resource 

Development → Employee 

Performance 

0,530 4,481 0,000 Accepted 

Work Discipline → 

Employee Performance 0,306 2,114 0,035 Accepted 

Source : Primary data processed, 2024 

Based on the test of the relationship between constructs hypothesis testing and direct influence path coefficients 

were obtained to prove that the proposed hypothesis can be accepted or rejected. The results of hypothesis testing can 

be explained as follows: 

The results of the human resource development test on employee performance can be proven by the estimated 

value of the path coefficient of 0.530 in a positive direction. The path coefficient marked positively means that the 

relationship between human resource development and employee performance is positive. The result of the path 

coefficient is seen from the p-values of 0.000 < α = 0.05 which is significant. The results of hypothesis testing (H1) 

prove that human resource development has a significant effect on employee performance in Motui District, North 

Konawe Regency. This means that the better the development of human resources, the more it will improve the 

performance of employees in Motui District, North Konawe Regency. Thus, one hypothesis proposed, namely: human 

resource development has a positive and significant effect on employee performance in Motui District, North Konawe 

Regency can be accepted. 

The results of the work discipline test on employee performance can be proven by an estimated value of the path 

coefficient of 0.306 with a positive direction. The path coefficient marked positively means that the relationship 

between work discipline and employee performance is positive. The result of the path coefficient is seen from the p-

values of 0.035 < α = 0.05 is significant. The results of the hypothesis test (H2) prove that work discipline has a positive 

and significant effect on employee performance in Motui District, North Konawe Regency. Thus, the two hypotheses 

proposed, namely: work discipline has a positive and significant effect on employee performance in Motui District, 

North Konawe Regency can be accepted. 

The results of the work climate test on employee performance can be proven by the estimated value of the line 

coefficient of 0.614 in a positive direction. The path coefficient marked positively means that the relationship between 

the work climate and employee performance is positive. The result of the path coefficient is seen from the p-values of 

0.000 < α = 0.05 which is significant. The results of the hypothesis test (H3) prove that the work climate has a positive 

and significant effect on employee performance in Motui District, North Konawe Regency. Thus, the three hypotheses 

proposed, namely: the work climate has a positive and significant effect on employee performance in Motui District, 

North Konawe Regency can be accepted. 

4.2 Discussions of Research Results 

4.2.1 Human Resource Development Affects Employee Performance  

The results of the test in this study prove that human resource development has a positive and significant effect 

on employee performance. The results of the study can be concluded that human resource development has a positive 

and significant effect on employee performance. This means that the better the development of human resources, the 

better the performance of employees in Motui District, North Konawe Regency, will also be better. Therefore, a good 

improvement in employee performance in Motui District, North Konawe Regency can be achieved by increasing human 

resource development. 



IJMEHD 

International J ournal of Management and Education in Human Development                                                                   2024, Issue 03 Volume 04, Pages: 1258 - 1272 
 

1267 Co-responding Author: Neliwati 

   Sekolah Tinggi Ilmu Ekonomi Enam-Enam, Indonesia 

 

The results of the test in this study prove that human resource development has a positive and significant effect 

on employee performance. The results of the study can be concluded that human resource development has a positive 

and significant effect on employee performance. This means that the better the development of human resources, the 

better the performance of employees in Motui District, North Konawe Regency , will also be better. Therefore, a good 

improvement in employee performance in Motui District, North Konawe Regency can be achieved by increasing human 

resource development. 

The results of the variable description showed that the human resource development variable had been well 

perceived by the respondents. This means that the respondents have assessed well the development of human resources 

in the Village in Motui District, North Konawe Regency when perceived from the indicators of education and training, 

non-training activities, learning assignments, and promotions. 

Based on respondents' answers to three indicators of the human resource development variable, the education 

and training indicator is the indicator that is rated the lowest by employees, including the good category. This means 

that training is able to improve the ability and knowledge of employees in carrying out their duties and responsibilities, 

followed in accordance with the position and duties of employees and carrying out employee work supported by 

appropriate knowledge or educational background. Furthermore, the indicators of non-training activities are considered 

good. This can be interpreted that non-training activities are considered good by employees. This means that employees 

always strive to develop themselves by learning independently, developing themselves through various non-training 

activities and non-training activities such as seminars and workshops are able to improve employee performance.  

Promotional indicators are considered good. This can be interpreted that the promotion is considered good by 

the employee. This means that employees have a good level of discipline at work, both for themselves and for their 

duties, promotions are given based on the employee's work productivity in carrying out their duties and always have 

honesty with themselves, friends and leaders. Then the indicators of learning tasks are considered good. This can be 

interpreted that the learning assignment is considered good by the employee. This means that employees are given the 

opportunity to take part in learning assignments that aim to improve their abilities, learning tasks are able to improve 

employee performance and are followed according to needs. 

Human resource development has an influence on employee performance. Employee performance is the result 

of a certain work process in a planned manner at the time and place of the employee and the organization concerned 

according to Mangkuprawira (2011). Performance according to Simamora (2015) that in order to achieve the 

organization to function effectively and in accordance with the organization's goals, the organization must have good 

employee performance, namely by carrying out its duties in a reliable way. Government Regulation of the Republic of 

Indonesia Number 30 of 2019 concerning Performance Assessment of Civil Servants. The indicators in this study are 

quality, quantity, time, cost, service orientation, commitment, work initiative, cooperation and leadership.  

The results of the description of the variables showed that the employee performance variables felt by employees 

in Motui District, North Konawe Regency were in the good category, this showed that the performance owned by 

employees in Motui District, North Konawe Regency was both assessed from quality, quantity, time, cost, service 

orientation, commitment, work initiative, cooperation and leadership.  

Employee performance variables  measured through service orientation indicators in the good category mean 

that  the service orientation measured by employees communicating with colleagues in doing work as an effort to 

provide the best service to the community, provide good service and provide the best service by showing the quality of 

work exceeding the set standards. Furthermore, the leadership indicator in the good category means that the leadership 

measured by employees is able to place themselves wherever they are in accordance with the rules that apply to the 

area, provide a good example in the implementation of duties and do not impose opinions in discussions/meetings. 

The quantity indicator in the good category means that the quantity measured by the employee is in accordance 

with the amount that must be completed, always works with a target orientation in achieving work and the ability to 

work to meet the expectations of the organization. Furthermore, the commitment indicator in the good category means 

that the commitment measured by employees provides services to other employees in general without discriminating 

between ranks and groups, prioritizing excellent service wherever the placement is given and your work commitment 

affects work results. 

The work initiative indicator in the good category means that the work initiative measured by the employee is 

given the opportunity to take the initiative to complete the work, is given the opportunity to innovate in risky work and 

realizes the mistake and corrects the mistake before being reprimanded by the superior. Furthermore, the cooperation 

indicator in the good category means that the cooperation measured by employees always prioritizes cooperation with 

colleagues to complete work, express opinions in easy-to-understand language based on agreed rules and respect the 

results of cooperation among colleagues. 

The time indicator in the good category means that the measured time of the employee does the work according 

to the specified time, completes the work faster than the specified time and is able to work optimally throughout the 

working hours. Furthermore, the cost indicator in the good category means that the costs measured from employees 

always prioritize work compared to the costs incurred in carrying out work, the salary provided is sufficient for daily 

living expenses and is large and the type of allowance received is appropriate. Then the quality indicator in the good 

category means that the quality measured by employees always carries out work according to the established 

procedures, as much as possible to minimize work errors and work deftly and quickly. 

The results of this study are in line with the results of previous research conducted by Niluh Made Yuni 

Pradnyawati, et al. (2021) showing that human resource development has a positive and significant effect on employee 
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performance. This is in line with research conducted by Yahya and David Ahmad Yani (2023), Rafli Hinelo, et al 

(2022) and Adela Pramesrianto, et al (2020) showing that human resource development has a positive effect on the 

performance of Civil Servants. 

Based on the results of the discussion above, it can be seen that human resource development has a positive and 

significant effect on employee performance in Motui District, North Konawe Regency. Thus, the development of human 

resources in Kelurahaan in Motui District, North Konawe Regency is in accordance with what is expected. 

4.2.2 Work Discipline Affects Employee Performance 

The results of the analysis of the second hypothesis test are that work discipline has an influence on employee 

performance in Motui District, North Konawe Regency was found positive and significant. This can be interpreted that 

the increase in employee performance is due to the better work discipline of employees in Motui District, North Konawe 

Regency. 

Good discipline is reflected in the magnitude of a person's sense of responsibility for the tasks given to him. 

Sinambela (2019:332) "so regulations are very necessary to create good order in the office where they work, because 

the discipline of an office or workplace is said to be good if some employees obey the existing regulations". 

Agustini (2019:81) "work discipline is also the willingness and obedience to behave in accordance with the 

regulations in the agency concerned". Rivai in Rizki and Suprajang (2017) "work discipline has several components 

such as attendance, obedience to work regulations, obedience to work standards, high level of vigilance, and ethical 

work". According to Rivai in Alfiah (2019) there are five indicators of work discipline, namely attendance, obedience 

to work regulations, obedience to work standards, level of vigilance and work ethics. 

The results of the variable description showed that  the work discipline variable had been well perceived by the 

respondents which was characterized by an average score of 3.91. This means that the respondents have assessed well 

the work discipline of the Village in Motui District, North Konawe Regency if perceived from the indicators of 

attendance, compliance with work regulations, compliance with work standards, high level of employee vigilance, and 

work ethics. 

Based on respondents' answers to five indicators of work discipline variables, the indicator of high level of 

employee alertness is the indicator that is rated the lowest by employees including the good category. This can be 

interpreted that the high level of vigilance of employees is considered good by employees. This means that employees 

carry out work tasks until the end of every day carefully, work in accordance with the work plan and targets that have 

been set, and pay attention to work safety in carrying out work every day. Furthermore, the indicator of compliance 

with work regulations is considered good. This means that employees always follow the applicable rules that have been 

set, understand the rules that have been set and obey the responsibilities given by the leader.   

The indicator of compliance with work standards is considered good. This can be interpreted that compliance 

with work standards is considered good by employees, meaning that employees always wear work clothes or uniforms 

that have been set, always use identification when working in accordance with what has been set and do all work 

according to the work standards that have been set. Furthermore, work ethics indicators are considered good. This can 

be interpreted that work ethics are considered good by employees. This means that employees tidy up the work 

equipment after they are finished, complete tasks according to the specified time and always ask permission from their 

superiors when they cannot come to the office. Then the attendance indicator is considered good. This can be interpreted 

that attendance is considered good by employees. This means that employees are present at the workplace on time 

before the set working hours, always return to rest according to the set time and always go home to work according to 

the set time. 

Work discipline can affect employee performance. Performance according to Simamora (2015) that in order to 

achieve the organization to function effectively and in accordance with the organization's goals, the organization must 

have good employee performance, namely by carrying out its duties in a reliable way. Government Regulation of the 

Republic of Indonesia Number 30 of 2019 concerning Performance Assessment of Civil Servants. The indicators in 

this study are quality, quantity, time, cost, service orientation, commitment, work initiative, cooperation and leadership. 

The results of the description of the variables showed that the employee performance variables felt by employees 

in Motui District, North Konawe Regency were in the good category, this showed that the performance owned by 

employees in Motui District, North Konawe Regency was both assessed from quality, quantity, time, cost, service 

orientation, commitment, work initiative, cooperation and leadership.  

Based on the results of the discussion above, it can be seen that work discipline has a positive and significant 

effect on employee performance in Motui District, North Konawe Regency. Thus, the better the leadership in Motui 

District, North Konawe Regency, the better the performance of employees. 

4.2.3 Work Climate Affects Employee Performance 

The results of this study have a positive and significant influence between the work climate and employee 

performance. This means that the better the employee work climate, the better the employee performance felt by the 

employee. To improve employee performance, the working climate of employees needs to be improved.  

The working climate in a company is very important. The climate in a company has an impact on the high and 

low morale of a person. The work climate is influenced by the internal environment or the psychology of the company. 

The high and low morale of employees is also influenced by the state of the work climate that takes place where they 

work. Controlling the work climate is one of the ways that can be used to increase the productivity of human resources. 

According to Sugiono in the book Agutini (2010) states that "The Work Climate is the environment of an organization 

or company that can create a good and bad working atmosphere for employees". Wirawan (2007) The dimensions of 
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the work climate, namely the state of the physical environment of the workplace, the state of the social environment, 

the implementation of the management system, the physical and psychological conditions of the members of the 

workforce and the work culture. 

The results of the variable description showed that  the variable of the work climate felt by employees in Motui 

District, North Konawe Regency was in the good category, this showed that the work climate owned by employees in 

Motui District, North Konawe Regency was good assessed from the state of the physical environment of the workplace, 

the state of the social environment, the implementation of the management system, the physical and psychological 

conditions of the employees,  and work culture.  

The work climate variable  which is measured through the indicators of the physical and psychological condition 

of the employees in the good category means that the physical and psychological condition of the employees which is 

measured by the mutual trust between employees in the office, receives support from colleagues in completing daily 

tasks and overcoming work obstacles at work. Furthermore, the indicator of the state of the social environment in the 

good category means that the state of the social environment measured from the relationship with harmonious 

colleagues increases work morale, a pleasant work environment motivates in work, and establishes good relationships 

with other employees. 

The indicator of the state of the physical environment of the workplace in the good category means that  the 

good and conducive working atmosphere provides peace of mind at work, safety in the workplace and the facilities 

provided are in accordance with the job.Furthermore, the  work culture indicator in the good category means that the 

work culture measured by employees has a high attitude of discipline, so they are always enthusiastic at work, always 

honest in working at work, and always evaluate the work that has been done so that the work is better. Then the 

indicators of the implementation of the management system in the good category mean that the implementation of the 

management system is measured by the existence of effective management communication, has the opportunity to solve 

a problem in one's own work without having to ask the boss and the work in this office is clearly defined and structured. 

The work climate has an influence on employee performance. Performance according to Simamora (2015) that 

in order to achieve the organization to function effectively and in accordance with the organization's goals, the 

organization must have good employee performance, namely by carrying out its duties in a reliable way. Government 

Regulation of the Republic of Indonesia Number 30 of 2019 concerning Performance Assessment of Civil Servants. 

The indicators in this study are quality, quantity, time, cost, service orientation, commitment, work initiative, 

cooperation and leadership.  

The results of the description of the variables showed that the employee performance variables felt by employees 

in Motui District, North Konawe Regency were in the good category, this showed that the performance owned by 

employees in Motui District, North Konawe Regency was both assessed from quality, quantity, time, cost, service 

orientation, commitment, work initiative, cooperation and leadership. 

Based on the results of the discussion above, it can be seen that the work climate has a positive and significant 

effect on employee performance in Motui District, North Konawe Regency. Thus, the better the working climate in 

Motui District, North Konawe Regency, the better the performance of employees. 

 

V. CONCLUSION 
Based on the results of data analysis, hypothesis proofing and discussion of research results, the following 

conclusions can be drawn: 

1. Human resource development has a positive and significant effect on employee performance in Motui District, 

North Konawe Regency. This means that every change in the increase in the variable indicators of human resource 

development can improve employee performance. The better the implementation of human resource development 

is able to improve employee performance in Motui District, North Konawe Regency. 

2. Work discipline has a positive and significant effect on employee performance in Motui District, North Konawe 

Regency. This means that every change in the increase in work discipline variable indicators can improve employee 

performance. The better work discipline is able to increase employee performance motivation felt by employees in 

Motui District, North Konawe Regency. 

3. The work climate has a positive and significant effect on employee performance in Motui District, North Konawe 

Regency. This means that every change in the increase  in the variable indicators of the work climate can improve 

employee performance in Motui District, North Konawe Regency. The better the implementation of the work 

climate is able to improve employee performance in Motui District, North Konawe Regency. 
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