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ABSTRACT

The researcher conducted a study to understand the impact of work discipline and non-physical work
environment on employee performance in a local government agency in Bandung. Additionally, this
research aims to analyze the most dominant factors influencing employee performance between work
discipline and the non-physical work environment in this particular local government agency being
studied. The researchers interviewed 65 employees using questionnaires.

The research using path analysis found that the variables of work discipline and non-physical work
environment in one of the local government agencies in the city of Bandung are valid. The conclusions
and considerations regarding the research results emphasize the importance of paying attention to
work discipline and non-physical work environment to enhance employee performance. The research
findings indicate that Work Discipline (X1) significantly influences Employee Performance (Y).
Furthermore, the Non-Physical Work Environment (X2) also significantly influences Employee
Performance (Y).

To improve work discipline in one of the local government agencies in Bandung, we recommend
that supervisors allocate time to supervise the implementation of company tasks and impose
appropriate sanctions on employees who violate discipline. Leaders must pay attention to and be aware
of any violations committed by anyone without discrimination among the employees. The company
should also provide recognition to employees who perform well to enhance their performance. To
improve the non-physical work environment, the researcher recommends organizing events or
activities that can strengthen the relationship between employees and superiors, fostering mutual
assistance and care among them. The local government agency should also maintain leaders who
provide technical assistance to subordinates when they face difficulties, as it will significantly assist
other employees.
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INTRODUCTION

Human resources are the main driving force
behind an organization's activities, and the quality
of its human resources dramatically determines
its success. Therefore, employees or human
resources within an organization are crucial
factors in achieving organizational success (Coun
et al., 2022; Suryadana & Sidharta, 2019). The
ability of employees to carry out their tasks
becomes an indicator of achieving organizational
goals (Machmud & Sidharta, 2021; Manik &
Sidharta, 2017). All types of organizations,
including government organizations, can succeed
by fulfilling their goals. (Christensen et al., 2020;
Hadian, 2018). The best service an organization
provides also relies on each employee's role
(Ansell et al., 2021; Rasool et al., 2019).
Employees must be able to work optimally, which
can be observed or measured through their
performance.

Improvement in employee performance has
the potential to bring development to the
institution or organization in order to sustain
unstable  competition.  Factors influencing
employee performance include aspects of the
workforce and the company or organizational
environment (George et al., 2019).

The implementation of management in
government agencies still needs to consider
comparing the competence and qualifications of
recruitment,

prospective employees in the

appointment,  placement, and  promotion

processes. This situation aligns with the principles
of good governance and efforts to reform the
bureaucracy. Therefore, it is necessary to
establish employees as profession that has a
responsibility to manage and improve themselves
and be accountable for their performance, as well
as to apply merit principles in effective
management practices (Christensen et al., 2020).
Employees in one of the local government
agencies in the city of Bandung have suboptimal
performance or need to meet the organization's
The

performance should align with the goals to be

expectations. expected  employee
achieved by the organization, which depends on
within  the

Employees in one of the local government

the employees organization.
agencies in the city of Bandung should have a
strong desire to work and achieve success, both
individually and in the organization, to achieve
optimal employee performance. This desire
arises in conjunction with the needs of the
employees. Conversely, if the employee's
performance is high, it will result in effective and
efficient performance.

Opinions (Aguinis, 2019) indicate that the
performance assessment report of employees in
one of the local government agencies in Bandung
categorizes their performance as good but
suggests that it needs improvement and the
expectations of the local government agency in

Bandung. Performance is the quality and quantity
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of work an employee achieves in carrying out their
duties according to their responsibilities.

Performance refers to the individual or group
achievements in quantity and quality of work
within an organization or company (Foster &
Sidharta, 2019). The performance outcomes are
not limited to functional or structural personnel but
encompass all organization members. The
factors influencing performance include discipline
(Hersona & Sidharta, 2017),
relationship between subordinates and superiors
(Hadian et al., 2022; Machmud, 2018), working
facilities (Dziuba et al., 2020), leadership patterns
(Hai et al., 2022; Hirst et al., 2009), and the
working environment (Machmud & Sidharta,
2021).

The described phenomenon above occurs

the working

due to deviations in performance factors. The
declining performance achievements from 2020
to 2021 indicate the need for improvement.
Performance  factors include a  better
understanding of quality, quantity, task execution,
responsibility, ~ discipline, and the working
environment.

According to opinions (Cesério & Chambel,
2017; Hamadamin & Atan, 2019), Generally, one
can interpret performance as the individual's
their Good

performance refers to the execution of tasks by

success in  performing tasks.

established procedures or standards.

Based on the employee attendance report in
one of the local government agencies in
Bandung, we can see that employee absenteeism
fluctuates every month. Considering the
significant percentage of absenteeism, the
researcher suspects it is due to a lack of self-
awareness regarding work discipline. Employees
should improve their quality and level of
productivity. This condition aligns with the opinion
(Hersona & Sidharta, 2017) that high work
discipline leads to good employee performance.
Conversely, low work discipline results in a
decline in employee performance.

Discipline is a manifestation of employees'
respect for the rules and regulations in the
organization. Employees who ignore or frequently
violate these rules and regulations require a
higher level of compliance (Mustofa et al., 2021).
Conversely, if employees are obedient and
adhere to company regulations, it reflects good
compliance.  Specifically, and  generally,
compliance refers to actions taken to correct
incorrect behavior and attitudes exhibited by
employees. In other words, work discipline is the
state or willingness of employees to comply with
the applicable rules in the organization, which
ultimately affects the achievement of the
organization's goals.

In addition to discipline, the researcher
suspects that the non-physical work environment
in one of the local government agencies in

Bandung is another factor causing low employee
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This includes

relationships with colleagues and between

performance. condition
employees and agency leaders, which must be
well-established, resulting in poor communication
and collaboration (Steingold, 2021; Thompson et
al., 2020).

The work environment encompasses all
physical and non-physical aspects that directly
influence employees in carrying out their tasks
(Machmud & Sidharta, 2021).

Therefore, organizations are expected to maintain

and work

a good and conducive work environment,

including  fostering  relationships ~ among
employees, interacting with the community,
creating a positive work atmosphere, ensuring
employee welfare, and considering other non-
physical work environment factors that affect
employee performance in carrying out tasks and
work. A good work environment can support
employee performance and enhance motivation
and productivity.

A conducive non-physical work environment
provides comfort and enables employees to work
optimally. If employees enjoy the non-physical
work environment in which they work, they will
feel satisfied in their workplace, engage in their
activities, and utilize their work time effectively.
Conversely, an adequate non-physical work
environment can improve employee performance.
Employee performance is essential for
government agencies to provide the best service

to the community.

The preliminary survey results indicate that
the non-physical work environment needs to be
considered better and more conducive. The
aspects of the non-physical work environment
have the potential to influence employee
performance in carrying out their tasks and work.
A good work environment can support employee
performance and enhance motivation and
enthusiasm.

According to Machmud & Sidharta (2021), the
work environment or working conditions,
especially its non-physical aspects, is one of the
elements that companies should give attention to.
It has an impact on work productivity, work
motivation (Locke & Schattke, 2019), job
satisfaction (Liu et al., 2021), job performance
(Jiang et al., 2012), and employee performance
(Dziuba et al., 2020).

Based on the above problem background, the
research problem formulation is the extent of the
influence of work discipline and non-physical work
environment on employee performance. This
research aims to determine the magnitude of the
influence of work discipline and non-physical work

environment on employee performance.

METHOD

In this study, we apply descriptive and verificative
methods. We use the descriptive method to
provide an overview and explanation of the
conditions in the company based on facts and
characteristics of the population, relying on the
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collected data. We systematically analyze the
data to formulate conclusions. On the other hand,
we use the verificative method to determine the
interval level of assessment criteria for the two
variables under investigation. We then perform
the average calculation for each respondent's
response.

To test the research hypothesis, the sample
size in this study consists of 65 respondents from
the total number of employees in one of the local
government agencies in Bandung. This study's
independent variables (X) are work discipline and
non-physical work environment. Work discipline is
implementing management to  strengthen
organizational guidelines (Hersona & Sidharta,
2017). The dimensions of work discipline are
preventive, progressive, and corrective.

Meanwhile,  the  non-physical  work
environment refers to all conditions related to
relationships among coworkers or relationships
between superiors and subordinates (Dziuba et
al., 2020). The dimensions of the non-physical
work environment are relationships among
coworkers and the relationship between superiors
and subordinates.

The dependent variable (Y) in this study is
employee performance. Employee performance
is the qualitative and quantitative output an
employee achieves in carrying out their tasks
according to their responsibilities (Hadian, 2018;
Taufik et al., 2022). The dimensions of employee

performance are work quality, work time, and cost

or budget. To test the research hypotheses, the
researcher utilizes path analysis to determine the
direct and indirect effects of the research

variables.

RESULT AND DISCUSSION

In this study, there are characteristics of
respondents who become the object of research.
As in the table below:

Table 1. Characteristics of Respondents

N | Characterist | Amount | Percenta
ics of Responde ge
Respondent nts
s
1. | Usia:
a.25t035 29 45%
b. 36 to 45 16 25%
c. 46 t0 55 17 26%
d.>55 3 5%
2. | Last
Education:
a. Senior 2 3%
Hight School
b. D3 6 9%
c. $1 48 74%
d. S2 9 14%

From the results of the respondents' answers,
as many as 65 people showed the results of the
validity and reliability tests in the table below:

111



Majalah Bisnis & IPTEK
Vol 16, No. 1, April 2023, 107 - 118
ISSN Online: 2502-1559. DOI: https://doi.org/10.55208/bistek

Table 2. Validity Test Results and Reliability

Tests Based on Table 2, it is shown that the work

X1 (Work | X2 (Non- | Y (Employee | discipline variable consists of 15 statement items,

Discipline) | Physical Performance | {16 non-physical work environment variable

Work ) , .

. consists of 14 statement items and the employee
Environment
) performance variable consists of 15 statement

ite | Correl |1te | Correl |1te | Correl items with correlation values above 0.300 (valid).

ms | ation | ms | ation | ms | ation The reliability test obtained a Cronbach's alpha
value above 0.700 (valid).

Based on the calculation results, the work

1 0485 |1 0479 |1 0.467

210652 12 10614 12 0610 discipline variable (X1) obtained a path coefficient

3 065 |3 |0671 |3 |0.687 of 0.339, and the non-physical work environment
4 10561 |4 10444 |4 0492 variable had a path coefficient of 0.409. As shown

in Figure 1 below:
5 0481 |5 0357 |5 |0414

6 0482 |6 (0498 |6 |0424 X,

7 10540 |7 0592 |7 0420

Y
o
w
w
[(-]
-«

8 (0667 |8 [0805 |8 |0.659 Y
0,377

9 10459 |9 (0422 |9 0514

10 |1 0.69 |10 |0.768 |10 | 0.551 X 0,409

A 4

11 10728 |11 10572 |11 |0.545

Fi 1. Path Analysis Resul
12 10644 112 10574 |12 0538 igure 1. Path Analysis Results

13 0.793 1310775 1310402 Based on the calculations of direct and

14 10624 |14 | 0615 |14 | 0.461 indirect effects, it shows that the Work Discipline

15 10616 15 10523 variable (X1) has a direct influence with a
percentage of 11.49%, the Non-Physical Work

Cronbach Alpha , , -
Environment variable (X2) has an indirect

X1 10,875 influence with a percentage of 5.23% and the

X2 10,854 actual influence with a percentage of 16.72%.

Y 10,799
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The Non-Physical Work Environment variable
(X2) has a direct influence of 26.73%, the Work
Discipline variable (X1) has an indirect influence
of 5.23%, and the actual influence with a
percentage of 21.96%. This results in an overall
influence of 38.67%.

Based on the calculations conducted above,
work  discipline influences  employee
performance. A good level of discipline among
employees indicates that the company can
maintain and preserve employee loyalty and
quality. Additionally, by knowing the employee
work discipline level, we can assess their
performance. There is a correlation between work
discipline and employee performance.

By consistently implementing work discipline,
we can address poor performance issues and
strengthen the influence of employee work
behavior within the group or organization. By
maintaining good discipline and avoiding work
procrastination, we can prevent performance
issues from worsening and enable us to address
emerging problems effectively and efficiently
(Thompson et al., 2020).

Employees who apply discipline consistently
will become familiar with good work standards
and instructions. This situation can motivate
employees to achieve goals, but it does not
guarantee that applying work discipline to
employees will result in high performance (Taufik
et al., 2022). Therefore, organizations need to

prioritize the intensity and quality of these efforts,

focusing on organizational goals. Discipline is a
fundamental principle for employees to carry out
their work in the company, fostering employee
accountability for their work and its outcomes.

If a company improves work discipline among
employees, it will generate more significant
benefits. Enhancing work discipline enables
employees to complete tasks more quickly,
reduce damages, minimize absenteeism, and
lower employee turnover (Caissar et al., 2022).
Every organization aims to create quality human
resources as it directly impacts employee
performance. Hence, companies must effectively
address challenges in developing work discipline
to motivate employees to attain the organization's
desired goals.

A comfortable work environment can foster a
positive emotional attitude among employees,
where they enjoy and love their work. Employees'
work morale, discipline, and performance reflect
this attitude. Employees who enjoy their work
environment prioritize their job over the rewards
provided by the company. Although these
rewards remain essential, the satisfaction
obtained from work outcomes and the ability to
meet daily needs can enhance employees' trust
in the company. Consequently, these employees
will consistently deliver good results for the
company (Machmud & Sidharta, 2021). The work
environment is a crucial factor related to

employee enthusiasm. A good work environment
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can inspire high motivation, ultimately improving
employee performance.
The

encompasses

non-physical ~ work  environment

work  relationships  among
employees. This condition includes fostering
good relationships with superiors and colleagues.
It is essential to create harmonious relationships
among coworkers and avoid conflicts in the
workplace. Research on the non-physical work
environment aims to develop positive attitudes
that their

performance. Several studies support the notion

among  employees support
that the non-physical work environment positively
and significantly impacts employee performance
(Pangestuti, 2020; Jayaningrum et al., 2020).
Based on the research findings, work
discipline, and the non-physical work environment
collectively influence employee performance.
This finding aligns with theories stating that
factors affecting employee performance can
originate from individual and organizational
environmental factors. Companies can enhance
employee performance by ensuring awareness
and compliance with rules within the organization.
Additionally, creating a favorable organizational
work environment also contributes to employee
performance, where a pleasant non-physical work
environment can facilitate employees in carrying
out their tasks comfortably. Employees will
achieve good performance by considering work
discipline and the non-physical work environment,

enabling the company to accomplish its goals.

CONCLUSION

The results of the one-way analysis processing
indicate that work discipline and non-physical
work environment  simultaneously influence
employee performance in one of the departments
in Bandung City, with a contribution of 38.67%,
indicating a weak correlation between work
discipline and non-physical work environment,
while the remaining 61.23% is determined by
other variables not included in this study, such as
the physical work environment, motivation, and
others. Therefore, work discipline and the non-
physical work environment variables explain
employee performance. Furthermore, discipline
and the non-physical work environment provide a

positive coefficient direction.

Based on the above conclusion, the
researcher provides suggestions to one of the
local government agencies in Bandung City. To
improve work discipline, supervisors need to
monitor the progress of company tasks and
impose appropriate sanctions for employee
disciplinary violations. Leaders need to be aware
of the violations committed without differentiating
between employees. The company should also
provide recognition to high-performing employees

to enhance employee performance.

To enhance the non-physical work
environment, we recommend that the company
organizes activities or events that strengthen the

relationships between employees and superiors,
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fostering a sense of care and mutual assistance
among colleagues. Leaders should also provide
technical support to subordinates facing
difficulties, as this can also aid other employees.
The institution should also create new agendas to
improve the non-physical work environment
through in-office and out-of-office events such as
gatherings, outbound activities, savings groups,
or other activities outside working hours. This
result aims to create personal closeness among

employees and enhance job satisfaction.

In addition to improving work discipline and
enhancing the non-physical work environment,
we advise the company to build a good
relationship between employees and superiors to
achieve good performance. The company should
also provide opportunities for employees to
develop knowledge and skills relevant to their
tasks through job-specific training. Furthermore,
the company needs to create a supportive work
environment, considering that employees spend
most of their time in the office. This result will help
work  enthusiasm and

boost employee

performance.
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