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ABSTRACT

Purpose: The performance of government employees called ASN in Indonesia is still
considered low by various surveys and data. Factors that are considered to be the
phenomenon causing low ASN performance are compensation, discipline, and
competence. This study aims to analyze and prove the effect of compensation,
discipline, and competence on employee performance. Methodology: The research
design used is quantitative research. The population of the study was all employees of
the General Section of the Kupang City Regional Secretariat totaling 114 employees. All
employees were the research sample with a saturated sampling technique. Data were
obtained through questionnaire interviews (Likert scale), observation, and
documentation. The research data consisted of primary and secondary data. The data
analysis method was multiple linear regression analysis. Results: The results of the
study showed a t-value of compensation of 3.283 > t-table of 1.98137. Discipline has a
t-value of 5.036 > t-table of 1.98137. The t-value of competency is 2.772 > t-table of
1.98137, and the F-value of 13.263 > F-table of 2.70, which indicates that
compensation, discipline, and competency have a positive and significant effect on
employee performance in the Regional Secretariat of Kupang City both partially and
simultaneously. The three exogenous variables have a "strong" correlation to
performance with an R2 value of 97.9%. Findings: This study highlights the
importance of adequate employee compensation, high employee discipline as a
professional commitment, and high employee competence to achieve high employee
performance. Novelty: This study elaborates on the interaction between
compensation, discipline, and competence in the context of employee performance in
government organizations. Originality: This study contributes to the literature on
employee performance at the Kupang City Regional Secretariat by addressing the gap
in understanding these variables. Conclusion: Practical thinking is a recommendation
for the Regional Secretariat organization to develop strategies to improve employee
performance in accordance with the organization's expectations and goals. Type of
Paper: Quantitative empirical research paper.
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INTRODUCTION

The success of employees to complete the assigned job responsibilities is an indicator of the
success of employees in their performance. Decreased performance from employees can affect the
overall condition of the organisation. Therefore, performance appraisal of an employee is very
important for the organisation. Performance appraisal is an evaluation of the work of employees or
groups of employees in an organisation based on the tasks set to achieve organisational objectives
in an ethical and normative manner (Tadesse Bogale & Debela, 2024). Efforts to improve employee
performance in organisations, especially at the level of government organisations, experience
complex obstacles in achieving efficiency and effectiveness (Sinnaiah et al., 2023). The performance
of government employees or known as the State Civil Apparatus (Acronym in Indonesia: ASN) is still
classified as low by various survey institutions and research results.

Manalor et al. (2022) states that 80% of ASN performance in Indonesia is still in the low
category. This supports Political & Economic Risk Consultancy research (Muday et al., 2024) that the
performance of ASN in government is quite alarming or low. Likewise reported by IFC: Doing
Business Report (Marnisah et al., 2022) that ASN performance in Indonesia is the worst in the world
out of 129 countries surveyed. (K. B. Riwu Kore et al., 2022) stated that the low performance of ASN
in Indonesia was included in the world record version of the World Competitiveness Book, Institute
for Management of Development, Switzerland, namely the worst performance of Indonesian ASN
out of 60 countries surveyed from the aspects of Econimic Performance (order 60), Business
Efficiency (order 59), and Government Efficiency (order 55). The survey results of these research
institutions are not much different from the evaluation results of ministerial institutions that handle
ASN in Indonesia. KPK RI states that the low performance of ASN in Indonesia has a significance on
corruption behaviour of 23.13% (Haba Ora et al., 2020). BKN RI evaluation that only 20% of ASNs are
performing well (Asmawati et al., 2022). Monitoring Kemen PAN & RB RI that there are 30% or 1.35
million ASNs working with very low output (Alie et al., 2022). KASN RI reported that there are still
35% of ASNs who work like deadwood (J R Riwu Kore & Haba Ora, 2022).

Efforts to improve ASN performance have been made by the Government of the Republic of
Indonesia through the issuance of a set of regulations such as Law Number 5 of 2014 concerning
the State Civil Apparatus, Law Number 23 of 2014 concerning Regional Government, and
Government Regulation Number 42 of 2004 concerning Development of the Corps Spirit and Code
of Ethics of Civil Servants. These regulations apply from the central to regional levels, but have not
yet shown optimal success. Many experts argue that efforts to improve ASN performance are only
oriented towards legal products, while human resources have not been a concern. J R Riwu Kore et
al. (2023), although technology continues to advance, information is growing rapidly, regulations are
getting stricter, capital and raw materials are sufficient, organisations will find it difficult to achieve
goals if not supported by quality human resources. Susanto et al. (2021) emphasises the importance
of HR in organisational sustainability. Meanwhile, Alqudah et al. (2022), employees are the most vital
factor in organisational success. Thus, HR management is a core activity in the management of
organisations.

To understand the factors that affect ASN performance, it is very important to identify
obstacles so that efforts to improve ASN performance through the formulation of strategies become
effective in improving ASN performance. Various studies have shown that ASN's low performance is
dominated by the influence of the implementation of compensation that is not in accordance with
employee workload (Susanto et al., 2021), low employee discipline (Marnisah, et al., 2022), and low
ASN competence (Susanto et al., 2020).

The main obstacle to improving the performance of government officials is likely due to the
low attention of government organisations to HR management in accordance with organisational
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needs. Alqudah et al. (2022) states that the failure in evaluating the performance of government
employees is due to poor HR management. Cayrat & Boxall (2023) state that organisational
sustainability depends on HR. Farida & Setiawan (2022) stated that although science and technology
continue to develop, information is changing rapidly, regulations are getting stricter, capital and raw
materials are available, but without quality human resources, organisations will find it difficult to
achieve goals. While, Garengo et al. (2022), the key to organisational success in HR management is
employees.

Human resource management of organisations needs to be done in assessing the general
phenomenon of low performance of government apparatus. Identification of factors affecting
employee performance in government organisations is necessary, one of which is the General
Section of the Regional Secretariat (BU Setda) of the Kupang City Government, which is a local
government organisation tasked with assisting the head of the region in implementing policies,
monitoring and evaluating the fields of leadership administration, expert staff and staffing,
equipment and households so that the performance of government services is good, fast and
precise.

General phenomena related to the low performance of government apparatus were
observed in the State Civil Apparatus (ASN) of BU Setda Kota Kupang, where the results were:
employees were seen entering and leaving the office not according to office hours; employees were
seen in the canteen and office parking location while telling stories during office hours; office
attributes and uniforms used by employees did not comply with ASN dress norms; employee work
rooms were seen empty, but air conditioners and computers were temporarily on; and the theme of
employee discussions during office hours sounded non-substantive work.

Researchers explored the results of observations by interviewing the Head of the
Subdivision of Equipment BU Setda Kota Kupang, where the results were that some work was not
carried out because employees were lazy; ASN works only when ordered, ASN's assumption that
between working and not working there is no impact on compensation; employee performance
appraisal from the aspect of discipline is prone to interference from leaders and officials; There are
still employees with junior and senior high school education who are limited in expertise, disrupting
the operations of the equipment subdivision, especially street lighting tasks; many personnel but
poor functions; workload among different subdivisions with certain compensation reduces concern
as an organisational unit; low discipline causes a pile of work. Competence and experience reasons
make employees feel insecure in doing their jobs.

The results of these observations and interviews were disseminated to BU Setda Kota
Kupang employees, with the following results: Employees' work motivation has decreased because
compensation in the form of incentives between employees with high workloads (overtime) and off
duty is the same; there is no difference in compensation between employees with high and low
discipline; the organisation's attention to employee work facilities such as attributes and K3 is still
low which disrupts employee work, making work piled up; employee competency development has
not been a concern of the organisation, while technology in the field of employee tasks continues to
develop so that work is often delayed and repetitive; compensation received is not timely, which
disrupts daily employee operational support such as fuel for private vehicles, which disrupts
employee discipline to enter the office.

Based on the description of the general phenomenon, initial observations, interviews, and
dissemination show that the evaluation of the performance of ASN BU Setda Kota Kupang is related
to compensation, discipline, and competence of employees. Low ASN performance is influenced by
compensation (Susanto et al., 2021), although other researchers report that compensation has no
effect on performance (Li et al., 2023; Dharma et al., 2023; Serang et al., 2023; Ambarwati et al., 2023;
Yolande, 2024). Discipline affects performance (Riwu Kore et al., 2022; Muday et al., 2022), while
Adam et al. (2019) and Calabrese et al. (2023) reported that discipline has no effect on performance.
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Riwu Kore & Haba Ora (2021) and Marnisah et al. (2022) report that competence affects
performance, while Anam et al. (2024), Thi Nong et al. (2024), and Susanto et al. (2021) reported that
competence has no effect on performance. The difference in the results of this study is a research
gap that needs to be proven.

Based on the description of the background discussed from the aspects of general
phenomena, initial observations, interviews, and dissemination, the relationship between
compensation, work discipline, and competence to performance needs to be analysed and its
influence proven. Thus this research is entitled ‘The Effect of Compensation, Discipline, and
Competence on ASN Performance in the General Section of the Kupang City Regional Secretariat’.
Compensation is an award given to employees in return for their contribution to the organisation,
playing an important role in motivating employees to improve work quality (Gazi et al., 2024).
Compensation is important in influencing the reasons and motivations of individuals to work in
organisations. Employers must compete in offering various types of compensation to attract and
retain competent employees (Serang et al., 2023). It is important for ASN to continue to be
developed and improve its performance through various efforts, one of which is by providing
appropriate compensation to increase productivity, quality, and service.

Apart from compensation, another factor that affects performance is discipline, which is
interpreted as the self-adjustment of each employee to everything that is determined, which will
create an orderly situation and free from chaos (Dhillon et al., 2021). ASN discipline is needed
because organisational goals will be difficult to achieve if there is no work discipline. Employee
awareness in complying with applicable regulations is very important considering the benefits that
will be achieved both for the organisation and for the employees themselves. ASN discipline is the
ability of ASN to obey obligations and avoid prohibitions specified in laws and regulations (Garza et
al., 2019).

In addition to being influenced by compensation and discipline, some experts conclude that
improving employee performance is significantly influenced by competence (Danila & Riwu Kore,
2019; Jefirstson R Riwu Kore et al., 2022; Thi Nong et al., 2024). Competence is the ability of
individuals to carry out tasks based on appropriate knowledge, skills, and work attitudes (Johansson
& Wallo, 2019). Competence reflects the characteristics of the knowledge and skills needed to carry
out tasks effectively and improve professional quality standards. A person's level of competence can
indicate professionalism and excellence in a particular field, but can vary depending on individual
education and experience (McMullen et al., 2023).
The framework for generating hypotheses in this research is as shown in Figure 1.

Figure 1. Hypothesis framework
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The hypothesis framework in Figure 1 shows that the compensation (Comp.) variable affects
performance (Perf.) as hypothesis 1 (H1). Discipline (Disc.) affects performance (Perf.) as hypothesis
2 (H2). Competency (Compt.) affects performance (Perf.) as hypothesis 3 (H3). Compensation
(Comp.), Discipline (Disc.), and Competency (Compt.) affect performance (Perf.) as hypothesis 4 (H4).

METHOD

Human resource management science is the scientific discipline base in this research. The
focus of the research was at the General Section of the Kupang City Regional Secretariat. The type of
research is classified as quantitative research. The research was conducted for 4 (four) months,
namely October 2024-January 2025. The endogenous variable of the research is performance and
the exogenous variables consist of kompensasi, disiplin kerja, dan kompetensi.

The research was conducted using survey, verification, and confirmative methods. The
research population was ASN at General Section of the Kupang City Regional Secretariat as many as
114 people, and all of them were determined as research samples using the saturated sample
method. The types of data used are primary data and secondary data. Data collection techniques
were carried out using Likert scale questionnaire techniques, interviews, observation, and
documentation. Data analysis used multiple linear regression analysis using SPSS v 30 for Windows,
with the stages of instrument testing (validity and reliability tests), classical assumption tests
(normality, multicollinearity, heteroscedasticity, and autocorrelation), and hypothesis testing (t-test
and F-test). The results of data analysis were then narrated descriptively quantitatively.

Measurement of compensation variables using the instructions of (J R Riwu Kore, Marnisah,
et al., 2022), consisting of dimensions of the salary, incentives, insurance, facilities, and benefits.The
measurement of the salary dimension uses indicators of the amount of basic salary in accordance
with the work performed (Comp.1); the basic salary received has met basic needs (Comp.2).The
incentive dimension is measured using indicators of incentives provided by the organisation can
increase morale at work (Comp.3); and incentives can be used as a pioneer to increase morale
(Comp.4).The insurance dimension is measured using indicators of feeling safe with the insurance
provided (Comp.5); and obtaining adequate health insurance to guarantee health and medical
expenses and their families (Comp.6).The facility dimension is measured using indicators of
adequate supporting facilities and work equipment (Comp.7); and office facilities are only used for
office activities (Comp.8). The allowance dimension is measured using indicators of feeling able to
rely on performance allowances to fulfil needs (Comp.9); and performance allowances provided are
in accordance with the position occupied by employees (Comp.10).

The measurement of discipline variables use (Luis Marnisah & Riwu Kore, 2024) guidelines,
consisting of awareness, willingness, obedience, and work ethics dimensions. The awareness
dimension uses indicators of putting the interests of the organisation first (Disc.1); and providing
good service (Disc.2).The willingness dimension uses indicators of following the applicable work
programme (Disc.3); and performing tasks well (Disc.4).The obedience dimension uses indicators of
being present on time (Disc.5); and working in accordance with the specified working hours
(Disc.6).The work ethics dimension uses indicators of understanding and comprehending the rules
and sanctions that have been set (Disc.8); and dressing according to the rules (Disc.9).
Measurement of competency variables using the instructions of (J R Riwu Kore, 2020), consisting of
the dimensions of achievement ability, service ability, leadership ability, management ability,
thinking ability, and mature attitude. The ability to achieve dimension is measured using indicators
of working according to standard operating procedures that have been set (Compt.1); and collecting
information related to the tasks performed (Compt.2). The service ability dimension is measured
using indicators of fixing community service problems quickly (Compt.3); and listening and
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observing what the community needs (Compt.4).The ability to lead dimension is measured using
indicators that are able to convince colleagues and leaders (Compt.5); and able to build and
maintain partnership relationships with other parties (Compt.6).The ability to manage dimension is
measured using indicators that are able to provide intensive direction (Compt.7); and able to
empower colleagues (Compt.8). The thinking ability dimension is measured using indicators that are
able to decompose complex tasks into systematically organised parts (Compt.9); and always attend
training or equip themselves with new lessons (Compt.10). The maturity dimension is measured
using indicators of learning from mistakes, analysing one's own performance and improving
performance (Compt.11); and showing proactive self-adjustment efforts (Compt.12).

The measurement of employee performance variables uses the guidelines of J R Riwu Kore
(2022), consisting of the dimensions of work quality, work quantity, timeliness, effectiveness, and
commitment. The quality of work dimension is measured using indicators of skill towards work
(Perf.1); and ability towards work (Perf.2). The work quantity dimension is measured using indicators
of reaching the set target (Perf.3); and exceeding the set target (Perf.4). The timeliness dimension is
measured using indicators of completing work within the set time (Perf.5); and completing work
faster (Perf.6).The dimension of effectiveness is measured using indicators of being effective at work
(Perf.7); and mastering technology to support work (Perf.8).The dimension of commitment is
measured using indicators of commitment to work (Perf.9); and responsibility for work (Perf.10).

RESULTS AND DISCUSSION

RESULTS

Validity and Reliability Test
The decision-making criteria in the validity test used in this study are the Pearson product

moment value, where if the r-count > r-table value at the sig. 0.05 level, the research instrument
used is valid and suitable for use in data collection (Willard, 2020; Opoku et al., 2022). The r-table
value for df 114 respondents for a significance level of 0.05 is 0.1840. Instrument test of
compensation variables (Table 1), discipline (Table 2), competency (Table 3), and performance (Table
4) on 93 ASN respondents in BU Setda Kota Kupang showed that all statement items from the
questionnaire instrument had rcount values ≥ 0.1840. This indicates that all instrument items are
valid. The results of the compensation validity test (Table 1) show that the r-count value of each
variable item is between 0.407 - 0.896 or greater than the r-table value of 0.1840, which means that
all variable items are valid, and the research instrument can be used.
Table 1. Compensation validity test

Item
Validity

Results
rcount rtable

COMP.1 0.500** ≥ 0.1840 Valid
COMP.2 0.407** ≥ 0.1840 Valid
COMP.3 0.784** ≥ 0.1840 Valid
COMP.4 0.523** ≥ 0.1840 Valid
COMP.5 0.872** ≥ 0.1840 Valid
COMP.6 0.607** ≥ 0.1840 Valid
COMP.7 0.827** ≥ 0.1840 Valid
COMP.8 0.735** ≥ 0.1840 Valid
COMP.9 0.863** ≥ 0.1840 Valid
COMP.10 0.896** ≥ 0.1840 Valid
Source: processed from SPSS Output, 2025
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The results of the discipline validity test (Table 2) show that the r-count value of each variable item is
between 0.645 - 0.893 or greater than the r-table value of 0.1840, which means that all variable
items are valid, and the research instrument can be used.

Table 2. Discipline validity test

Item
Validity

Results
rcount rtable

DISC.1 0.717** ≥ 0.1840 Valid
DISC.2 0.650** ≥ 0.1840 Valid
DISC.3 0.792** ≥ 0.1840 Valid
DISC.4 0.893** ≥ 0.1840 Valid
DISC.5 0.866** ≥ 0.1840 Valid
DISC.6 0.869** ≥ 0.1840 Valid
DISC.7 0.645** ≥ 0.1840 Valid
DISC.8 0.745** ≥ 0.1840 Valid
Source: processed from SPSS Output, 2025

The results of the competency validity test (Table 3) show that the r-count value of each variable
item is between 0.328 - 0.790 or greater than the r-table value of 0.1840, which means that all
variable items are valid, and the research instrument can be used.

Table 3. Competency validity test

Item
Validity

Results
rcount rtable

COMPT.1 0,548** ≥ 0.1840 Valid
COMPT.2 0,340** ≥ 0.1840 Valid
COMPT.3 0,581** ≥ 0.1840 Valid
COMPT.4 0,491** ≥ 0.1840 Valid
COMPT.5 0,538** ≥ 0.1840 Valid
COMPT.6 0,609** ≥ 0.1840 Valid
COMPT.7 0,355** ≥ 0.1840 Valid
COMPT.8 0,790** ≥ 0.1840 Valid
COMPT.9 0,566** ≥ 0.1840 Valid
COMPT.10 0,476** ≥ 0.1840 Valid
COMPT.11 0,328** ≥ 0.1840 Valid
COMPT.12 0,376** ≥ 0.1840 Valid
Source: processed from SPSS Output, 2025

The results of the performance validity test (Table 4) show that the r-count value of each
variable item is between 0.217 - 0.775 or greater than the r-table value of 0.1840, which means that
all variable items are valid, and the research instrument can be used.



ISSN : 2721-2971 e-ISSN : 2721-267X

346 | Pratama, O. S. A. et. al. (2021). The Influence of Innovation and Creativity of Traders.....

Table 4. Performance validity test

Item
Validity

Results
rcount rtable

PERF.1 0,672** ≥ 0,1840 Valid
PERF.2 0,651** ≥ 0,1840 Valid
PERF.3 0,730** ≥ 0,1840 Valid
PERF.4 0,501** ≥ 0,1840 Valid
PERF.5 0,626** ≥ 0,1840 Valid
PERF.6 0,775** ≥ 0,1840 Valid
PERF.7 0,355** ≥ 0,1840 Valid
PERF.8 0,252** ≥ 0,1840 Valid
PERF.9 0,217* ≥ 0,1840 Valid
PERF.10 0,267** ≥ 0,1840 Valid
Source: processed from SPSS Output, 2025

The criteria for making reliability test decisions in research is the Cronbach's Alpha value ≥ 0.60
(Opoku et al., 2022) which means acceptable (Creswell & Cresswell, 2022) or strong reliability
(Wagemaker, 2020) which indicates that the research questionnaire is reliable as a data collection
instrument and research can be continued. Table 5 shows that all research variable items have a
Cronbach's Alpha value ≥ 0.60, which means the data is reliable.

Table 5. Results of reliability testing

Variable Cronbach’s Alpha Criteria Results
COMP. 0,877 ≥ 0,60 Reliable

DISC. 0,900 ≥ 0,60 Reliable

COMPT. 0,664 ≥ 0,60 Reliable

PERF. 0,680 ≥ 0,60 Reliable

Source: processed from SPSS Output, 2025

Normality Test
The criteria for testing data normality using the Kolmogorov-Smirnov Test (Z) method according to
instruction of WagemaKer (2020). If the Asymmtotis Significance value ≥ α 0.05 means that the data
is normally distributed. The results of this study's normality test according to the data in Table 6
show that it has an Asymmetotic Significance value ≥ α 0.05, which is 0.200, which means that the
data is normally distributed.
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Table 6. Kolmogorov-Smirnov normality test

One-Sample Kolmogorov-Smirnov Test
Unstandardized Residual

N 114
Normal Parametersa,b Mean .0000000

Std. Deviation 4.05727360
Most Extreme Differences Absolute .071

Positive .069
Negative -.071

Test Statistic .071
Asymp. Sig. (2-tailed) .200c,d

a. Test distribution is Normal.
b. Calculated from data.
c. Lilliefors Significance Correction.
d. This is a lower bound of the true significance.
Source: processed from SPSS Output, 2025

Multicollinearity Test

The multicollinearity test results in this study are presented in Table 7, where all variables have a
tolerance value> 0.10 and a VIF value < 10, which means that there is no multicollinearity in this
study.

Table 7. Multicollinearity Test

Variable Tolerance VIF Results
COMP. 0,985 1,015 No multicollinearity
DISC. 0,923 1,083 No multicollinearity
COMPT. 0,934 1,071 No multicollinearity
Source: processed from SPSS Output, 2025

Heteroskedasticity Test

The criteria for testing heteroscedasticity in this study use the residual plot method, which
means that if no clear pattern is visible and the points are scattered above and below the number 0
on the Y-axis (vertical), then heteroscedasticity does not occur (homoscedasticity). Figure 2 shows
that the data are spread almost evenly above and below the zero point, indicating that the data
distribution is homoscedastic (the same).
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Figure 2. Scatterplot of the heteroscedasticity test

Autocorrelation Test
The autocorrelation assessment criteria in this study use the Durbin Watson (dW) test,

where the autocorrelation test must meet the requirements of the dW> dU and (4-dW) > dU values
so that the data does not have autocorrelation. The results of the autocorrelation test are presented
in Table 8, where the dW value is 1.485 from a total sample of 114 (n), and the number of
independent variables is 3 variables against 1 dependent variable. Furthermore, the dL and dU
values are sought in the DW Table value table. The dU-table value is 1.7295 and the dL-table value is
1.5966, and the value (4-dW) is 2.481, thus the formula becomes 1.6410 dL < 2.515 > 1.7488 dU
which means there is no autocorrelation.

Table 8. Results of the autocorrelation test

Durbin-Watson Sample (n) dL dU (4-dW)
1.485 114 1.6410 1.7488 2.515
Source: processed from SPSS Output, 2025

Hypothesis Testing
This test uses multiple linear regression analysis using the SPSS v. 30 application through the

model notation : PERF. = a + β1COMP. + β2DISC. + β3COMPT. + e
Keterangan: PERF. (Employee Performance); a (constant); β1-β3 (Regression Coeficient); COMP.
(Compensation); DISC. (Discipline); COMPT. (Competency); e (Error).
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Partial tests using the t-test in the SPSS application so that the influence of the variables of
compensation, discipline, and competency respectively on performance is known.The test criteria
used in making the t-test decision if the sig value. < 0.05 and t-count > t-table.The t-table value in the
study is 1.98137 which is obtained from the free degree (df) of 112, the number of samples (n) of
114, the number of variables (k) of 2 at a significance level of 0.05 (5%).
The test criteria used in making the F-test decision if the sig value. < 0.05 and F-count > F-table. The
F-table value in the study is 2.70 which is obtained from df (N2) of 110, df (N1) of 3, the number of
samples (n) of 114, the number of variables (k) of 4 at a significance level of 0.05 (5%). The criteria for
the regression coefficient value is ≥ 0.6 which means a strong relationship between the variables.

Table 9. Regression Coefficients

Model
Unstandardized
Coefficients

Standardized Coefficients
t Sig.

B Std. Error Beta
1 (Constant) 13.738 4.505 13.081 .000

COMP. .190 .058 .296 3.283 .001
DISC. .311 .062 .430 5.036 .000
COMPT. .275 .099 .253 2.772 .007

Source: processed from SPSS Output, 2025

The results of the regression analysis of compensation, discipline, and competency on
performance can be explained as follows.
1. The t-count value of the compensation (COMP.) is 3.283 > t-table 1.98137 with a sig value. 0.001

< 0.05, which means that the compensation has a positive and significant effect on performance.
The formula equation is PERF. = 13.738 + 0.190COMP. which means that if the compensation
increases by one unit, performance increases by 0.190 units. Conversely, if the effect of the
compensation decreases by one unit, performance decreases by 0.190 units. This study shows
that Hypothesis 1 (H1) is accepted and Hypothesis 0 (H0) is rejected.

2. The t-count value of discipline (DISC.) is 5.036 > t-table 1.98137 with a sig value. 0.000 < 0.05,
which means discipline has a positive and significant effect on performance. The formula
equation is PERF. = 13.738 + 0.311DISC. which means that if discipline increases by one unit,
performance increases by 0.311 units. Conversely, if the effect of discipline decreases by one
unit, performance decreases by 0.311 units. This study shows that Hypothesis 2 (H2) is accepted
and Hypothesis 0 (H0) is rejected.

3. The t-count value of competency (COMPT.) is 2.772 > t-table 1.98137 with a sig value. 0.007 <
0.05, which means that competency has a positive and significant effect on performance. The
formula equation is PERF. = 13.738 + 0.275COMPT. which means that if competency increases by
one unit, performance increases by 0.275 units. Conversely, if the effect of competency
decreases by one unit, performance decreases by 0.275 units. This study shows that Hypothesis
3 (H3) is accepted and Hypothesis 0 (H0) is rejected.

4. The contribution of each exogenous variable (COMP., DISC., and COMPT.) to the endogenous
variable (PERF.) is 29.6%COMP, 43,0%DISC, and 25,3%COMPT. Thus the largest contribution of
exogenous variables on ASN performance in BU Setda Kota Kupang is the discipline, followed by
compensation and competency.
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Table 10. Multiple linear regression test

ANOVAa

Model Sum of Squares df Mean Square F Sig.
1 Regression 672.872 3 224.291 13.263 .000b

Residual 1860.146 110 16.910
Total 2533.018 113

a. Dependent Variable: PERF.
b. Predictors: (Constant), COMPT., DISC., COMP.
Source: processed from SPSS Output, 2025

The results of the regression analysis of compensation, discipline, and competency
simultaneously on performance are presented in Table 10 where the SPSS data output shows a
significance value of 0.000 < 0.05 with an F-count value of 13.263 > F-table 2.70 which means H0 is
rejected and H4 is accepted, and H4 successfully confirms and proves theoretical and empirical that
there is an effect of work environment, creativity, and motivation simultaneously on performance.

Table 11. Coefficient of Determination

Model Summaryb

Model R R Square Adjusted R Square Std. Error of the Estimate

1 .973a .946 .979 .82760
a. Predictors: (Constant), COMPT., DISC., COMP.
b. Dependent Variable: PERF
Source: processed from SPSS Output, 2025
Table 11 model summary shows a correlation value of 0.973 which means that the relationship
between the two research variables is strong with an R2 value of 0.979 and a perceived contribution
variables of compensation, discipline, and competency simultaneously of 97.9% to performance,
while 2,1% is influenced by other factors.

DISCUSSION

Influence of Compensation on Performance

Based on the results of testing the effect of compensation on performance, it is known that
the compensation variable has a regression coefficient value of 0.296 and a t-count value of 3.283
and a t-table value of 1.98137. Thus the t-count value> t-table or 3.283> 1.98137. While the
significance level is smaller than the specified significance level, namely 0.001 <0.050. This shows
that compensation has a partial and significant effect on performance.This means that hypothesis 1
is accepted that there is a significant influence between compensation partially on the performance
of the state civil apparatus of the General Section at the Regional Secretariat of Kupang City. The
results of this study are in accordance with those reported by Adam et al. (2019), Touma (2022), Gazi
et al. (2024), and Susanto et al. (2021) that compensation has a positive and significant effect on
employee performance.

The implementation of compensation for civil servants in the General Section of the Kupang
City Regional Secretariat is categorised as good. Compensation plays a very important role in
building employee loyalty, especially in improving employee performance. Compensation according
to Riwu Kore et al. (2022) can be given to employees in the form of money, direct goods, or indirectly
received by employees in exchange for services that have been provided to the organisation.
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This study differs from the findings reported by several researchers that compensation has
no effect on performance (Li et al., 2023; Dharma et al., 2023; Serang et al., 2023; Ambarwati et al.,
2023; Yolande, 2024). The difference between the results of this study and several researchers lies in
the intervening compensation in several researchers that moderates between compensation and
performance with employee satisfaction. Employee satisfaction in question is employee
dissatisfaction with the company's compensation method for employees based on performance,
employee profile (characteristics), and contextual level. Meanwhile, this study does not include
employee satisfaction because the research subjects are government employees whose types and
types of compensation are determined by group and position based on applicable regulations. So if
there is an increase in compensation outside the established regulations, and/or there is an addition
of certain regulated competencies, it will significantly improve employee performance.

The government enforces this as a means to help narrow the income gap at the
organizational level. The legal, regulatory, and social aspects of salary disclosure are discussed and
employers who currently use salary transparency are highlighted (Trotter et al., 2017). Thus the
managerial implication of the study is that organizations need to consider providing additional
compensation beyond. Zayed et al. (2022), that the compensation system has a beneficial impact on
employee satisfaction by partially mediating motivation which improves performance. From an
organizational perspective, successful achievement of performance goals requires providing
compensation at levels and forms that attract, retain, and motivate employees with desired
attributes (Fulmer et al., 2023). At the same time, Ranta & Ylinen (2024) explains that organizations
must carefully manage compensation costs, which are often the largest single operating expense.

Influence of Disicpline on Performance

Based on the results of testing the effect of work discipline on performance, it is known that
the work discipline variable has a regression coefficient value of 0.430 and a t-count value of 5.036
and a t-table value of 1.98137. Thus the t-count value> t-table or 5.036> 1.98137. While the
significance level is smaller than the specified significance level, namely 0.000 <0.050. This shows
that compensation has a partial and significant effect on performance. This means that hypothesis 2
is accepted that there is a significant influence between work discipline partially on the performance
of the state civil apparatus of the General Section at the Regional Secretariat of Kupang City. The
results of this study are in accordance with those reported by Riwu Kore et al. (2022), Muday et al.
(2024) and Shi (2024) that discipline has a positive and significant effect on employee performance.

The implementation of work discipline of civil servants in the General Section of the Regional
Secretariat of Kupang City is categorised as good. Discipline can improve the quality of work through
the performance shown by employees. A person's work discipline is said to be good if it is in
accordance with the rules, work procedures that exist attitude or behaviour in accordance with the
rules determined by the organisation. Motivation theory supports these findings, someone not only
needs work discipline but also has strong motivation. Employees who are enthusiastic about
working will show a disciplined attitude and then their performance results are also good. Marder et
al. (2021) explained that the better the employee's work discipline, the higher the work performance
he can achieve.

Although this study proves the influence of discipline on employee performance, there are
other researchers who state that employee performance is not influenced by employee discipline
(Adam et al., 2019; Calabrese et al., 2023). The difference between these two studies is emphasized
in the aspect of punishment. The imposition of sanctions in the form of punishment on government
employees has been regulated in a set of laws and regulations, but in its implementation it is often
ignored so that until now, employee performance in terms of discipline is still very low for
government employees. While different research, punishment is the biggest consequence to be
carried out by employees, so that employees automatically discipline themselves. Qalati et al. (2022),
an important key to improving employee performance is discipline in the form of punishment so
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that employees will be on time, responsible, respect the rules, and improve themselves. Yildizhan et
al. (2023), the benefits that will be obtained when employees are disciplined are improving the
quality of work, speeding up the work process, increasing productivity, and preventing problems.

Based on the description above, the managerial implications that need to be carried out by
the organization are to improve the quality of employee discipline. Duong et al. (2024), this can be
done by giving firm and clear sanctions. In addition, McDonnell & Nurmohamed (2021), the
organization improves its discipline which includes setting clear rules, giving examples, giving
awards, giving sanctions, increasing motivation, providing training, and improving the work
environment. Siraj & Hágen (2023), by implementing various methods to improve work discipline,
the organization can create a productive and efficient work environment, and improve overall
employee performance.

Influence of Competency on Performance

Based on the results of testing the influence of competence on performance, it is known that
the competence variable has a regression coefficient value of 0.253 and a t-count value of 2.772 and
a t-table value of 1.98137. Thus, the t-count value> t-table or 2.772> 1.98137. While the level of
significance is smaller than the specified level of significance, namely 0.002 <0.050. This shows that
competence has a partial and significant effect on performance. This means that hypothesis 3 is
accepted that there is a significant influence between competence partially on the performance of
the General Section of the Kupang City Regional Secretariat. This study is in accordance with that
reported by Riwu Kore et al. (2021;2022) and Anam et al. (2024) that competence has a positive and
significant effect on employee performance.

The implementation of the civil servant competency of the General Section of the Regional
Secretariat of Kupang City is categorized as good. Someone who is able to produce well in the
workplace has the competence to transfer and apply skills and knowledge in new situations to
increase the agreed benefits (Mehner et al., 2025). Therefore, the development of competency of
each employee's human resources needs to be a concern of the organization. The competence of
the state civil apparatus (ASN) plays a full role in responding to the challenges and changes of the
dynamic era. This competence can influence and have a negative impact on organizational
performance, if the competence possessed by ASN is not developed.
The results of this study are different from the findings reported by Anam et al. (2024), Thi Nong et
al. (2024), and Susanto et al. (2021) that performance is not influenced by competence. This is
because the research perceives competence to influence performance if mediated by employee
satisfaction. Meanwhile, this research proves direct determination of competence on performance.
ASN's competence is in the spotlight to be improved in quality, considering that J R Riwu Kore &
Haba Ora (2022) mentioned ASN's performance such as Deadwood. Therefore, the competencies of
the ASN need to be improved through the development of actual human resources, institutional
education and training, and logistics enterprises. The implication is a good guideline for
stakeholders in improving employee performance.

Influence of Compensation, Discipline, and Competency on Performance

Based on the test results of the influence of compensation, work discipline, and competence
on performance, the regression coefficient value is 0.253 with an F count value of 13.263 and an F
table value of 2.70. Thus, the F count value> F table or 13.263> 2.70. While the significance level is
smaller than the specified significance level, which is 0.000 < 0.05. This shows that the variables of
compensation, work discipline, and competence have a joint and significant effect on performance.
The results of the study are in accordance with the reports of several researchers that employee
performance is simultaneously influenced by compensation (Adam et al., 2019; Touma, 2022; Gazi et
al., 2024; Susanto et al., 2021); discipline (Riwu Kore et al., 2022; Muday et al., 2024; Shi, 2024) and
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competence (Riwu Kore et al., 2021;2022; Anam et al., 2024) have a positive and significant effect on
employee performance. Where the General State Civil Apparatus at the Kupang City Regional
Secretariat have carried out their duties well.
Research proves that improving employee performance can be carried out by organizations through
increasing compensation, discipline, and competencies from employees so as to accelerate the
achievement of organizational goals. The preparation of organizational strategies oriented to these
variables can be relevant based on the results of this study.

CONCLUSION

This study highlights the importance of the organization's role in supporting employee
performance from the aspects of appropriate employee compensation, high employee discipline,
and employee competency stability, so that it can be used as input for employee management in the
Kupang City Regional Secretariat BU organization. Improving employee performance can be done by
adjusting employee compensation with workload and award eligibility, increasing employee
discipline to work professionally, and creating more comprehensive employee competencies
through training and education. This input is in accordance with the results of this study that 97.9%
of performance in the office is influenced by the influence of compensation, discipline, and
competence, and the remaining 21.1% is influenced by other factors, such as employee satisfaction,
motivation, and so on. Thus, the organization can carry out various organizational strategy
formulations using existing variables. Further research should examine longitudinal data to assess
long-term retention patterns.
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