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Abstract. The performance of employees serves as a fundamental factor in the 

achievement of organizational success. Maximizing performance influences not 

only personal productivity but also enhances the collective efficacy of the 

organization. This research seeks to investigate the impact of work discipline, 

workload, and the work environment on employee performance at the Perumnas 

Public Health Center in Kendari city. The participants in this research comprised 

all civil servants working within this office. The analysis of data was conducted 

employing descriptive statistical techniques and systems of simultaneous 

equations. The findings suggest that work discipline exerts a positive and 

statistically significant influence on the performance of civil servants, explaining 

26.2% of the variance observed. In a comparable manner, the work environment 

exerts a substantial and affirmative impact on the performance of civil servants, 

accounting for 43.8% of the variance observed. Conversely, the workload 

appears to exert minimal influence on the performance of civil servants. The 

results indicate that an overwhelming workload does not inherently improve 

performance, while a reduced workload does not automatically lead to a decline 

in it. 
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1. Introduction

Human resources are crucial in influencing an institution's success or failure in
attaining its  objectives.  In the absence of proficient  human resources,  institutional
activities will be executed ineffectively [1]. Various factors influence fluctuations in
employee performance within any organization or institution. These factors must be
continuously monitored to ensure optimal achievement of institutional goals. 

Employee performance refers to the results or output generated by individuals or
teams  within  an  organization,  in  accordance  with  their  assigned  roles  and
responsibilities. This performance is designed to meet organizational objectives in a
manner that is both legal and ethical, in compliance with applicable laws and moral
principles. Organizations must engage individuals who are experts in their respective
fields, as they play a vital role in planning, executing, and assessing an organization’s
success [2]. It is necessary to pay attention to the elements that influence employee
performance  in  order  to  accomplish  this  goal.  Work  discipline  is  a  management
measure that is intended to encourage members of an organization to comply with the
requirements of regulatory agencies. In spite of the fact that it is extremely important,
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the quality of employee discipline frequently maintains a substandard level due to the
multiple problems that employees encounter [3]. 

A specific phenomenon observed at the Perumnas Public Health Center in Kendari
City highlights several issues: employees frequently arriving late or failing to show up
for  work,  and  some  engaging  in  unauthorized  overtime  during  working  hours.
Additionally, from a workload perspective, some employees do not fully understand
their job duties as outlined in the Standard Operating Procedures (SOP). The work
environment  also  presents  challenges,  including  inadequate  room  temperatures  in
some workspaces and excessive noise from high vehicle traffic due to the office’s
location on a main road. Based on these phenomena and previous studies, it becomes
evident that there are still discrepancies in factors influencing employee performance.
Such  discrepancies  may  stem  from  differences  in  employee  characteristics,
organizational  management  systems,  and  the  dynamic  nature  of  these  variables.
Therefore,  this  study  focuses  on  three  factors  suspected  to  impact  employee
performance: work discipline, workload, and the work environment.

2. Literature Review

In a significant way, the success of a company or organization is dependent on the
human  resources  that  it  possesses.  In  the  absence  of  knowledgeable  staff  and
resources  that  are  managed  efficiently,  it  becomes  difficult  to  accomplish  the
objectives of the business.  For this reason, it  is  essential  to have an efficient  and
appropriate administration of human resources. One of the subfields that fall under the
umbrella of general management is human resource management, which refers to the
planning, organizing, actuating, and controlling process[4]. 

Work discipline functions as an indicator of people' compliance with institutional
regulations, fostering ordered environments. Employee discipline is a training method
used to expand and refine employees' knowledge, attitudes, and behaviors, promoting
cooperation and boosting performance.

The concept of workload pertains to the array of tasks or activities allocated to
employees  in  accordance  with  their  designated  responsibilities.  The  workload
constitutes  a  significant  factor  that  impacts  employee  performance.  The workload
comprises  the array of  tasks  assigned to  individuals,  to be accomplished within a
defined timeframe,  leveraging their  skills  and  capabilities[5].  Workload  indicators
include working conditions, utilization of working time, and achievement targets [6].

The  work  environment  is  another  crucial  factor  influencing  employee
performance.  Nitisemito  (2008)  [7]  states  the  work  environment  encompasses  all
elements  surrounding  workers  that  can  impact  their  task  execution,  such  as
cleanliness and ambient conditions. Key Work discipline functions as an indicator of
people'  compliance  with  institutional  regulations,  fostering  ordered  environments.
Employee  discipline  is  a  training  method  used  to  expand  and  refine  employees'
knowledge,  attitudes,  and  behaviors,  promoting  cooperation  and  boosting
performanceaffecting the work environment include lighting, air temperature, noise
levels, workplace safety, and employee relations [8].
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Performance  denotes  the  degree  of  success  in  executing  programs,  activities,  or
policies  aimed  at  achieving  the  goals,  vision,  and  mission  established  through
strategic organizational planning. According to Sedarmayanti (2016) [9], performance
is not merely an individual trait but the manifestation of talents or abilities. Therefore,
it can be concluded that performance is a process of determining the objectives to be
achieved and of managing and developing people in ways that enhance the likelihood
of achieving both short-term and long-term goals.

Improving  performance  requires  collaboration  among  leadership  to  analyze
workloads in relation to the competencies required by the organization [10]. Research
by Wibowo et al.  (2024) [11] determined that  work discipline,  workload, and the
work  environment  concurrently  exert  a  favorable  and  significant  influence  on
employee  performance.  Similarly,  Sunarto  (2023)  [12]  found  a  significant
simultaneous  impact  of  work  discipline  and  the  work  environment  on  employee
performance,  indicating  that  improving  work  discipline  can  enhance  employee
performance.

3. Methods
Purposive  sampling  was  implemented  in  this  investigation,  which  involves

selecting the sample according to specific criteria that are pertinent to the research
objectives. The objective of this investigation was to assess the influence of the work
environment, burden, and work discipline on the performance of civil servants. As a
result, the sample consisted of 42 civil servants at the Perumnas Public Health Center
in  Kendari  City.  Questionnaires  were  implemented  to  gather  data,  which  entails
posing respondents a sequence of inquiries. Utilizing the SmartPLS 3.0 application,
the data analysis methodology implemented a structural approach.

The premise that work discipline influences employee performance is grounded in
the  theoretical  framework  of  Saydam  (2000)  [13]  and  supported  by  research
conducted by Rahman (2021) [14] and Abdullah (2021) [15]. The impact of workload
on  employee  performance  is  underpinned  by  the  theoretical  concepts  of
Koesomowidjojo (2017) [6] and research by Zebua (2020) [16] and Ariyati (2021)
[17]. Meanwhile, the influence of the work environment on employee performance is
based  on  the  theoretical  concept  of  Sedarmayanti  (2014)  [8]  and  the  research  of
Polakitang (2019) [18] and Pambudi (2022) [19].
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Fig. 1. Hypothetical Research Concept

4. Results and Discussion

The  influence  of  work  discipline  on  employee  performance  is  an  essential
component of the running of an organization. This is because discipline is a critical
mechanism for preserving order, and there is a direct correlation between the two. As
a result of the correlation between improved employee discipline and increased work
performance, the most important operational function of human resource management
is discipline [20].

Performance, on the other hand, will suffer when there is a significant amount of
work expected of you. It is possible to establish that a rise in the amount of work
carried  out  by  employees  has  a  negative  impact  on  their  performance.  Employee
performance  will  certainly  suffer  as  a  consequence  of  the  presence  of  a  high
workload, which, when combined with typically limited resources,  will  eventually
lead to a decline in performance. It becomes increasingly difficult for an employee to
maintain optimal performance as the quantity of activities they are responsible for
rises.

The  work  environment  includes  both  physical  and  non-physical  variables  that
affect  employees'  comfort,  security,  and  overall  well-being.  A  pleasant  work
atmosphere promotes employee comfort, which enhances performance. Conversely,
an  uncomfortable  or  unsuitable  work  environment  might  result  in  a  considerable
decline in employee performance [21].

In this study, the exogenous variables (x) include work discipline, workload, and
the work environment, while the endogenous variable (y) is employee performance.
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Table 1. Distribution of Respondents' Answers on the Work Discipline Variable (DK)

Item Frequency of Respondents' Answers (F) & Percentage (%)
(Statement MeanA (4)SA (5) D (2)N (3) SD (1)

) F % F % F % F % F %
DK.1 14 33,33 19 45,24 7 16,67 2 4,76 0 0 4,07
DK.2 13 30,95 19 45,24 9 21,43 1 2,38 0 0 4,05
DK.3 10 23,81 26 61,91 4 9,52 2 4,76 0 0 4,05
DK.4 11 26,19 23 54,76 6 14,29 2 4,76 0 0 4,02
DK.5 9 21,43 27 64,29 3 7,14 2 4,76 1 2,38 3,98
DK.6 11 26,19 19 45,24 5 11,90 7 16,67 0 0 3,81

Mean Score for Work Discipline Variable 4,00

The mean score  for  the  work  discipline  variable  is  4.00,  which  falls  into  the
"good"  group.  This  indicates  that  work  discipline  at  the  Perumnas  Public  Health
Center in Kendari is well-established. Employees routinely arrive and leave on time,
those  who violate  regulations face  appropriate  consequences,  managers  constantly
monitor employee behavior, and there is a significant absence of workplace problems.

Table 2. Distribution of Respondents' Answers on the Workload Variable (BK)

Item MeanFrequency of Respondents' Answers (F) & Percentage (%)
(Statement A (4)SA (5) D (2)N (3) SD (1)

) F % F % F % F % F %
BK.1 15 35,72 22 52,38 4 9,52 1 2,38 0 0 4,21

BK.2 9 21,43 17 40,48 10 23,81 5 11,9
0 1 2,38 3,67

BK.3 9 21,43 30 71,43 3 7,14 0 0 0 0 4,14
Mean Score of the Workload Variable 4,01

The mean score for the workload variable is 4.01, also categorized as "good." This
reflects that the workload at the Perumnas Public Health Center in Kendari city is
effectively  managed,  with  employees  understanding  their  responsibilities  and
adhering  to  Standard  Operating  Procedures  (SOPs).  Break  times  are  utilized
efficiently  to  complete tasks,  and there  are clear  time targets  for  task completion
based on individual responsibilities.

Table 3. Distribution of Respondents' Answers on the Work Environment Variable (LK)
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Item Frequency of Respondents' Answers (F) & Percentage (%)
(Statement MeanD (2)

F %
A (4)SA (5) N (3) SD (1)

) F % F % F % F %

LK.1 10 23,81 2
0 47,62 6 14,29 5 11,90 1 2,38 3,79

LK.2 6 14,29 1
5 35,71 13 30,95 6 14,29 2 4,76 3,40

LK.3 5 11,90 1
7 40,48 14 33,33 3 7,14 3 7,14 3,43

LK.4 7 16,67 2
6 61,90 9 21,43 0 0 0 0 3,95

LK.5 18 42,86 1
8 42,86 6 14,29 0 0 0 0 4,29

Mean Score of the Work Environment Variable 3,77

The mean score for the work environment variable is 3.77, which is considered
"good." This shows that the work environment at the Perumnas Public Health Center
in Kendari City is satisfactory, with adequate lighting, a comfortable air temperature,
adequate security, and excellent staff communication. However, noise pollution from
motor vehicles remains a problem, affecting the entire work environment.

Table 4. Distribution of Respondents' Answers on the Civil Servant Performance Variable
(KASN)

Frequency of Respondents' Answers (F) & Percentage (%)
Item MeanA (4)SA (5) D (2)N (3) SD (1)

F % F % F % F % F %
KASN.1 9 21,43 26 61,90 6 14,29 1 2,38 0 0 4,02
KASN.2 7 16,67 25 59,52 10 23,81 0 0 0 0 3,93
KASN.3 7 16,67 29 69,05 4 9,52 2 4,76 0 0 3,98
KASN.4 9 21,43 29 69,05 4 9,52 0 0 0 0 4,12

KASN.5 19 45,24 17 40,48 3 7,14 1 2,38 2 4,7
6 4,19

Mean Score of the Civil Servant Performance Variable 4,05

The mean score for the employee performance variable is 4.05, indicating "good."
This reveals that  personnel at  the Perumnas Public  Health Center in Kendari  city
generally  generate  high-quality  work,  meet  deadlines  according  to  their  assigned
responsibilities, and show originality and skill in their tasks.
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Fig. 2. Convergent Validity Test of the Outer Model (Stage 1)

Fig. 3. Convergent Validity Test of the Outer Model (Stage 2)
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Figure 3 demonstrates that the loading factor values for all indicators exceed 0.70.
This demonstrates that the loading factors show adequate convergent validity. Thus, it
can  be  concluded  that  these  indicators  are  valid  and  suitable  for  assessing  their
respective constructs. 

Reliability  testing  is  conducted  to  assess  the  consistency  and  accuracy  of  an
instrument in measuring its constructs or variables. A variable is deemed reliable if it
achieves a composite reliability and Cronbach’s alpha > 0.7.

Table 5. Reliability Test Results

Composite

Reliability

Workload 0,845 0,739

Work Discipline 0,875 0,786

Civil Servant Performance 0,895 0,852

Work Environment 0,863 0,802

In Table 5, it can be seen that the composite reliability values for all variables—
workload,  work discipline,  civil  servant performance,  and work environment—are
greater than 0.7. Similarly, the Cronbach’s alpha values also surpass 0.7, meeting the
reliability criteria. This means that all selected indicators are accurate, consistent, and
precise in measuring their respective constructs.

Table 6. Determination Value of the Structural Model

Construct R-Square Description

Civil Servant Performance 0.559
The  effect  of  work  discipline,
workload, and work environment on
civil servant performance

Based on Table 6,  the R2 value is  0.559. This means that,  simultaneously,  the
variables of work discipline, workload, and work environment have a strong influence
on the performance of civil servants at the Perumnas Public Health Center in Kendari
city, accounting for 55.9%. The remaining 44.1% is influenced by other factors not
examined  in  this  study.  Based  on  the  resampling  bootstrapping  results  from
SmartPLS,  the partial  effects between the  hypothesized variables  are presented in
Table 7.

Table 7. Results of Hypothesis Testing



discipline leads to improved performance among civil servants.

at Perumnas Public Health Center in Kendari city.
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Code Hypothesis
Original
Sample

(O)
T-statistic P-values Ket.

T1 Work Discipline -> Civil 
Servant Performance 0,262 2,141 0,033 H1 accepted

T2 Workload -> Civil Servant 
Performance 0,185 1,323 0,186 H1 rejected

T3 Work Environment -> Civil
Servant Performance 0,438 2,913 0,004 H1 accepted

▪ Work  discipline  has  a  positive  effect  on  the  performance  of  civil  servants  at
Perumnas  Public  Health  Center  in  Kendari  city,  accounting  for  26.2% of  the
variance in employee performance. This positive effect suggests that higher work

▪ Workload does not have a significant impact on the performance of civil servants

▪ Work environment has a positive and significant effect on the performance of civil
servants at Perumnas Public Health Center in Kendari city, influencing employee
performance by 43.8%. This positive relationship implies that a more conducive
work environment contributes to better employee performance

The limitations of this study include the relatively small number of respondents,
which is  restricted to  civil  servants  at  a  single  location—Perumnas Public  Health
Center in Kendari city. As a result, the findings may not be fully generalizable to the
broader population. Additionally, this study assesses civil servant performance based
solely on three parameters: work discipline, workload, and work environment. Future
research should consider incorporating variables such as work motivation, leadership,
and compensation to provide a more comprehensive analysis.

5. Conclusion

Work discipline positively influences the performance of civil personnel. As work
discipline improves, the performance of civil personnel also enhances. Likewise, the
work  environment  positively  influences  the  performance  of  civil  servants.  An
enhanced work atmosphere results in superior performance. Nevertheless, workload
does not significantly influence performance, suggesting that neither an excessive nor
a  reduced  workload  inherently  impacts  civil  servant  efficacy.  Work  discipline,
workload, and work environment collectively account for 55.9% of the variance in
civil servant performance, with the remaining 44.1% attributable to other factors.
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