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Abstract Keywords

This study aims to analyze the effect of work discipline, work  ork discipline; work
involvement, work attitude and commitment to employee  Involvement; work attitude;
performance in the Civil Service Police Unit, Labuhan Batu commitment; employee
Regency. This type of research is quantitative, the place of this performance.
research is the Civil Service Police Unit on Jalan WR. Supratman N

No. 46, Labuhanbatu. Data collection techniques used in the study ABIRCU

were observation, documentation and questionnaires using a

Likert scale. In this study, the population was the Pamong Praja

Rantau Prapat police unit as many as 233 people. The sample was

taken using the Slovin formula, which was determined or the

significance level was 0.05, so the sample size in this study was

147 people multiple linear regression equation as follows:
Y=1.459+0.170X1+0.402X2 +0.152X3+0.159X4. Table 6 explains

that the B value in work discipline (B1) is 0.170. The value of work

involvement (B2) is 0.402. The value of work attitude (B3) is 0.152.

The commitment value (B4) is 0.159, and the constant value (a) is

1.459. The description of the multiple linear regression equation

shows that the variables of work discipline (X1), work involvement

(X2), and commitment (X4) have a positive direction coefficient on

employee performance. The value of Fcount is 50.710> Ftable

2.43 with a significance value of 0.000 <0.05. From these results,

it can be concluded that work discipline (X1), work involvement

(X2), work attitude (X3), and commitment (X4) simultaneously

have a positive and significant effect on employee performance (Y).

The value of R Square from the analysis of the coefficient of

determination of 0.588 means that work productivity can be

explained by the variables of work discipline (X1), work

involvement (X2), work attitude (X3), and commitment (X4) of

58.8%, while the remaining 41, 2% can be explained by other

variables not examined in this study.

l. Introduction

Human Resources (HR) is the most important component in a company or
organization to run the business it does. Organization must have a goal to be achieved by
the organizational members (Niati et al., 2021). Development is a change towards
improvement. Changes towards improvement require the mobilization of all human
resources and reason to realize what is aspired (Shah et al, 2020). The development of
human resources is a process of changing the human resources who belong to an
organization, from one situation to another, which is better to prepare a future
responsibility in achieving organizational goals (Werdhiastutie et al, 2020).

Every organization or company of course always tries to increase work productivity
in order to achieve the goals of an organization. To achieve the goal of work productivity,
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of course, requires a job that has good productivity that works effectively and efficiently.
The most important resource for an organization is human resources (HR). Namely people
who provide energy, talent and creativity in an organization. Human resource management
(HRM) can be defined as the utilization of human resources within the organization which
is carried out through the functions of human resource planning. Octorend (2015),
discipline is an attempt to move employees to comply with and follow the rules and
responsibilities imposed by the company on the individual himself. Discipline is essentially
the ability to control oneself in the form of not doing inappropriate actions and supporting
something that has been created. Some experts argue that the notion of work discipline is a
management action to enforce organizational standards (Octorend, 2015; Lemon &
Palenchar, 2018 ;). According to Kempa & Chaterine (2016), employee work discipline
can affect employee productivity because they have high work discipline. An employee
will carry out his duties and work effectively and efficiently so that employee productivity
can be further improved and will have an impact on achieving organizational goals.
According to Stevanie (2017) that work discipline has several indicators, namely: (1).
Obijectives and Abilities (2). Leader's Example (3). Remuneration (Some experts argue that
the notion of work discipline is a management action to enforce organizational standards
(Octorend, 2015; Lemon & Palenchar, 2018 ;). According to Kempa & Chaterine (2016),
employee work discipline can affect employee productivity because they have high work
discipline. An employee will carry out his duties and work effectively and efficiently so
that employee productivity can be further improved and will have an impact on achieving
organizational goals. Organization must have a goal to be achieved by the organizational
members (Niati et al., 2021). The success of leadership is partly determined by the ability
of leaders to develop their organizational culture. (Arif, 2019).

The phenomenon that exists in the Civil Service Police Unit of Labuhan Batu
Regency is that there are still employees who arrive late at predetermined working hours,
there are still employees who are absent during work days, leaders and employees still
have good relations, so there has not been a creation. good work involvement, there are
still frequent miscommunications between employees with one another, there are still
employees who do not want to cooperate between other employees, and also the low work
commitment of employees at the Civil Service Police Unit of Labuhan Batu Regency so
that this - it reduces employee productivity.

Job involvement is an idea that must be understood between leaders and employees
as an internal state and can also lead to the process of job recovery, psychological release,
and so on (Karanika-Murray et al., 2015). Work engagement is defined as an emotional
state characterized by passion, dedication, and absorption (Admasachew & Dawson, 2011;
de Beer, 2014). Moreover, work engagement is a servant leader ensuring a fair and equal
distribution of work based on individual abilities (Chen and Peng, 2019; Huertas-Valdivia
et al., 2019). Job involvement is a leader who serves, provides development training and
shares decision-making responsibilities to employees. They also build relationships and
respect others, stay true to the principles (Sipe and Frick, 2015 ;). According to Kanungo
(1982) in Latifah (2018), the indicators of work involvement are: (1). actively participate
in work, (2). Prioritizing Work, (3). Work is important for self-esteem, (4). Loyalty to
work, (5). Strive to achieve organizational goals, (6) maintain good relations with
colleagues within the company and outside the company.

Work attitude is also a reflection of a person's belief in the work he does, Gomendio
(2017). According to Pitriyanti & Halim (2020) that work attitudeemployeehave indicators
that must be met byemployeeinclude: (1). Working Conditions (2). Supervisory
Supervision (3). Cooperation from Colleagues (4). For Forward (5). Security (6). Work
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Facilities.Work commitment is translated as the moral responsibility of an employee to his
company, so that in every company activity, they work responsibly, work hard, totally and
thoroughly, and dare to take risks (Al-Sada, et al., 2017). Commitment in a general sense is
an agreement. So, when an employee has become part of a company, then he should keep
the agreed contract, for example carrying out obligations in accordance with the attached
provisions (Lambert, et al., 2020). The indicators of commitment according to (Gopinath,
2020) are (1). Commitment to the company (2). Commitment to work (3). Commitment to
leadership (4). Commitment to the work team (5) Commitment to discipline (6).
Commitment to yourself.

The opinion of Colquitt and J. Wesson (2013:38-42) that employee performance is a
number of behaviors and contributions of organizational members to the achievement of
organizational goals. According to Shields quoted by Bose, (2018: 72), employee
performance is defined as the ability of an employee to carry out his duties and
responsibilities. Employee performance is also associated with results, achievements, and
collective efforts and behaviors that are relevant to organizational goals that are controlled
by employees. Employee performance is reflected in the work shown by employees.
Ivancevich and Matteson (2012: 170) suggest that performance is the result of performance
in carrying out a job. The essence of performance management is the actual measurement
of individual or group performance.

1. Research Method

This type of research is quantitative, the place of this research is the Labuhan Batu
Civil Service Police Unit on Jalan WR. Supratman No. 46, Labuhanbatu. Data collection
techniques used in the study were observation, documentation and questionnaires using a
Likert scale. In this study, the population was the Pamong Praja Rantau Prapat police unit
as many as 233 people. In this study, samples were taken using the Slovin formula, which
was determined or the significance level was 0.05, so the sample size in this study was 147
people. The analytical method used in this research is multiple linear regression.

I11. Results and Discussion

3.1. Result

The validity test of the research variables has significant criteria > 0.5. The validity
test in this study was carried out on 30 samples carried out at the Serdang Bedagai Civil
Service Police Unit, North Sumatra Province.Ghazali (2018) states that the validity test is
used as a measure of whether a questionnaire is valid or not. Valid data is data that does
not differ between data reported by researchers and data that actually occurs in the object
of research. The results of the validity of this study can be contained in Table 1:

Table 1.Validity Test Results

Variable Indicator Total Sig Description

Items Correlation  Criteria

X1.1 ,580 0.5 Valid
X1.2 ,877 0.5 Valid
X1.3 ,617 0.5 Valid
X1.4 ,867 0.5 Valid
X1.5 ,781 0.5 Valid
X1.6 ,846 0.5 Valid
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X1.7 867 0.5 Valid

X1.8 842 0.5 Valid
X2.1 888 0.5 Valid
X2.2 858 0.5 Valid
X2.3 875 0.5 Valid
X2.4 858 0.5 Valid
X2.5 704 0.5 Valid
X2.6 665 0.5 Valid
X3.1 566 0.5 Valid
X3.2 883 0.5 Valid
X3.3 888 0.5 Valid
X3.4 883 0.5 Valid
X3.5 773 0.5 Valid
X3.6 811 0.5 Valid
X4.1 664 0.5 Valid
X4.2 617 0.5 Valid
X4.3 851 0.5 Valid
X4.4 830 0.5 Valid
X4.5 852 0.5 Valid
X4.6 669 0.5 Valid
Y.1 875 0.5 Valid
Y.2 810 0.5 Valid
Y.3 623 0.5 Valid
Y.4 749 0.5 Valid
Y5 793 0.5 Valid
Y.6 632 0.5 Valid

Description: *Sig Criteria < 0.5
Source: Research Results, 2021.

Sugiyono (2017) suggests that the reliability test is carried out to find out the results
of the measurement are consistent if the same measuring instrument is measured, an
indicator in the questionnaire can be accepted if the alpha coefficient has a value > 0.6. The
results of the reliability test in this study can be contained in Table 2:

Table 2. Reliability Test Results

Variable Croanbach Description
Alpha (CA)

Work Discipline , 787 Reliable

Work Engagement ,800 Reliable

Work attitude ,799 Reliable

Commitment , 788 Reliable

Employee Performance ,788 Reliable

Description: *Criteria CA > 0.6.
Source: Research Results, 2021

Table 1 and Table 2 show that all statement items are valid and reliable. The next test

uses the classical assumption test with normality. The normality test of this study is
contained in Table 30ne-Sample Kolmogorov-Smirnov Test:
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Table 3. One-Sample Kolmogorov-Smirnov Test

Unstandardized

Residual
N 147
Normal Parameters, b mean .0000000
Std. Deviation 1.18321939
Most Extreme Absolute .057
Differences Positive .050
negative -.057
Test Statistics .057
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.

Description: *p> 0.05.

Source: Research Results,

The normality test above uses the Kolmogorov-Smirnov method with a significance
value of 0.200 where the result is greater than the 0.05 significance level. So it can be
concluded that the normality test in this study is normally distributed. The following is a
normality test using a p-plot graph.The results of the multicollinearity test in the study are

listed in Table 4:

2021.

Table 4. Test results Multicollinearity

Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
Model B Std. Error Beta Tolerance VIF
1 (Constant) 1,459 1,670
Work Discipline 170 .061 214 .502 1991
Work Engagement 402 .066 418 .610 1,641
Work attitude 152 .065 153 .681 1.469
Commitment 159 .070 .168 .535 1.869

a. Dependent Variable: Employee Performance

Description: *p< 0.05.
Source: Research Results, 2021.

Table 4 shows that the three independent variables have a VIF value < 10 and a value
oftolerance> 0.1 which means the data in this study does not experience multicollinearity.
Classical assumption testing with heteroscedasticity test using the glesjer method in this

study can be contained in Table 5:

Table 5. Test results Heteroscedasticity of the Glesjer. Method

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 4.297 1.026 4.187 .000
Work Discipline -.020 .037 -.059 -.525 .600
___ Work Engagement -.076 .041 -190 -1.857 .065
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Work attitude -.089 .040 -217 -2.239 .027
Commitment .056 .043 .142 1.297 197
a. Dependent Variable: Abs_res
Source: Research Results, 2021.

The significant value with the Glejser method is known that the variableWork
Discipline (X1)of 0.600,Work Involvement (X2) is 0.065, Work Attitude (X3) is 0.027,
and Commitment (X4) is 0.197.This explains that there is no heteroscedasticity due to the
significance value of the variablework discipline (X1), work involvement (X2) and
commitment (X4) because it is greater than 0.05. While the work attitude variable (X3)
explains that heteroscedasticity occurs because0.027 < 0.05The results of the research
analysis by testing multiple linear analysis can be contained in Table 6:

Table 6. ResultsMultiple Linear Analysis

Unstandardized Standardized Collinearity

Coefficients Coefficients Statistics
Model B Std. Error Beta Tolerance  VIF
1 (Constant) 1,459 1,670
Work Discipline 170 .061 214 502 1991
Work Engagement 402 .066 418 .610 1,641
Work attitude 152 .065 .153 .681 1.469
Commitment .159 .070 .168 .535 1.869

a. Dependent Variable: Employee Performance
Description: *p< 0.05
Source: Research Results, 2021.

Based on this value, the following multiple linear regression equation was obtained:
Y=1.459+0.170X1+0.402X2 +0.152X3+0.159X4. Table 6 explains that the B value in
work discipline (B1) is 0.170. The value of work involvement (B2) is 0.402. The value of
work attitude (B3) is 0.152. The commitment value (B4) is 0.159, and the constant value
(@) is 1.459. The description of the multiple linear regression equation shows that the
variables of work discipline (X1), work involvement (X2), and commitment (X4) have a
positive direction coefficient on employee performance.

To test the research hypothesis can be used t test. This test was conducted to analyze
the effect of the independent variables, namely work discipline (X1), work involvement
(X2), work attitude (X3), and commitment (X4) partially on the dependent variable,
namely employee performance (Y). The equation for determining the ttable value can be
used as follows: df = nk-1 = 147-4-1 = 142. After calculating using this equation, the ttable
value is 1.6554. The results of the t test can be loaded in Table 7:

Table 7.Resultst test (Partial)
Unstandardized Standardized

Coefficients Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) 1,459 1,670 .874 .384
Work Discipline .170 .061 214 2.813 .006
Work Engagement 402 .066 418 6.053 .000
Work attitude 152 .065 153 2,344 .020
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Commitment .159 .070 .168 2.282 .024
a. Dependent Variable: Employee Performance
Description: *p< 0.05
Source: Research Results, 2021

Based on Table 7, it can be seen from the results of the regression analysis that the t
value of 2.813 > t table 1.6554 means that the work discipline variable (X1) has a positive
effect on the employee performance variable (Y). Then the significant value is 0.006
<0.05, which means that the work discipline variable (X1) has a significant effect on the
employee performance variable (Y). Based on the results of the regression analysis, the t-
count value of 6.053 > t-table 1.6554 means that the work involvement variable (X2) has a
positive effect on the employee performance variable (Y). Then the significant value is
0.000 <0.05, which means that the work involvement variable (X2) has a significant effect
on the work productivity variable (). Furthermore, the results of the regression analysis
obtained the value of t count of 2,344 > t table 1, 6554 this means that the work attitude
variable (X3) has a positive effect on the employee performance variable (Y). Then the
significant value is 0.020 <0.05, which means that the work attitude variable (X3) has a
significant effect on the employee performance variable (Y). The results of the regression
analysis obtained that the t value was 2.282 > t table 1.6554. This means that the
commitment variable (X4) has a positive effect on the employee performance variable (Y).
Then the significant value is 0.024 <0.05, which means the commitment variable (X4) has
a significant effect on the employee performance variable (Y). 6554 This means that the
commitment variable (X4) has a positive effect on the employee performance variable (Y).
Then the significant value is 0.024 <0.05, which means the commitment variable (X4) has
a significant effect on the employee performance variable (Y). 6554 This means that the
commitment variable (X4) has a positive effect on the employee performance variable ().
Then the significant value is 0.024 <0.05, which means the commitment variable (X4) has
a significant effect on the employee performance variable (Y).

The F test was conducted to test the independent variables, namely work discipline
(X1), work involvement (X2), work attitude (X3), and commitment (X4) simultaneously
having a significant relationship or not to the dependent variable, namely employee
performance (). As for determining the value of Ftable, the following equation can be
used: df = k; n — k = 4; 147 - 4 = 3; 143. After calculating using this equation, Ftable = (3;
143 - 3), the value of Ftable is 2.43. The results of the F test in this study can be contained
in Table 8:

Table 8.F . Test Results

ANOVAa
Sum of Mean
Model Squares df Square F Sig.
1 Regression 342,662 4 85.666  50.710 .000b
Residual 239,882 142 1,689
Total 582,544 146

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Commitment, Job Involvement, Work Attitude, Work
Discipline

Description: *p< 0.05

Source: Research Results, 2021.
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Table 8 shows the Fcount value of 50.710> Ftable 2.43 with a significance value of
0.000 <0.05. From these results, it can be concluded that work discipline (X1), work
involvement (X2), work attitude (X3), and commitment (X4) simultaneously have a
positive and significant effect on employee performance (Y).

The coefficient of determination was carried out to analyze the contribution of the
influence of the independent variables, namely work discipline (X1), work involvement
(X2), work attitude (X3), and commitment (X4) to the dependent variable, namely
employee performance (Y). The results of the coefficient of determination test can be
contained in Table 9:

Table 9.Coefficient of Determination Test Results
Model Summaryb
Adjusted R Std. Error of
Model R R Square Square the Estimate
1 .767a .588 577 1,300
a. Predictors: (Constant), Commitment, Job Involvement,
Work Attitude, Work Discipline
b. Dependent Variable: Employee Productivity
Description: *p< 0.05
Source :Research Results, 2021.

The value of R Square from the analysis of the coefficient of determination of 0.588
means that work productivity can be explained by the variables of work discipline (X1),
work involvement (X2), work attitude (X3), and commitment (X4) of 58.8%, while the
remaining 41, 2% can be explained by other variables not examined in this study.

3.2. Discussion

The results of the regression analysis obtained the t arithmetic value of 2.813 >t
table 1.6554. This means that the work discipline variable (X1) has a positive effect on the
employee performance variable (Y). Then the significant value is 0.006 <0.05, which
means that the work discipline variable (X1) has a significant effect on the employee
performance variable (). The results of this study are in accordance with the results of
previous studies conducted by Nurjaya Nurjaya, Denok Sunarsi, Aidil Amin Effendy, Arga
Teriyan, Gunartin Gunartin (2021) which stated that work discipline partially had a
positive and significant effect on employee performance.

Based on the results of the regression analysis, the t-count value of 6.053 > t-table
1.6554 means that the work involvement variable (X2) has a positive effect on the
employee performance variable (Y). Then the significant value is 0.000 <0.05, which
means that the work involvement variable (X2) has a significant effect on the employee
performance variable (Y). This research has previously been carried out by Khairul Amar,
Meutia Meutia, Diswandi Diswandi (2021), which describes that work involvement
partially has a positive and significant effect on employee performance.

Furthermore, the results of the regression analysis obtained the t arithmetic value of
2.344 > t table 1.6554. This means that the work attitude variable (X3) has a positive effect
on the employee performance variable (Y). Then the significant value is 0.020 <0.05,
which means that the work attitude variable (X3) has a significant effect on the employee
performance variable (Y). The results of previous research conducted by Jasmin, Wasillah
(2021) explained that work attitudes had a positive and significant effect on employee
performance.
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The results of the regression analysis obtained that the t value was 2.282 > t table
1.6554. This means that the commitment variable (X4) has a positive effect on the
employee performance variable (Y). Then the significant value is 0.024 <0.05, which
means the commitment variable (X4) has a significant effect on the employee performance
variable (Y). The results of previous research conducted by Meutia Meutia, Diswandi
Diswandi (2021), which explains that commitment partially has a positive and significant
effect on employee performance. The value of Fcount is 50.710> Ftable 2.43 with a
significance value of 0.000 <0.05. From these results, it can be concluded that work
discipline (X1), work involvement (X2), work attitude (X3), and commitment (X4)
simultaneously have a positive and significant effect on employee performance ().

1VV. Conclusion

1. Work Discipline has a positive and significant effect on employee performance
inLabuhan Batu District Civil Service Police Unit

2. Work Involvement has a positive and significant effect on employee performance
inLabuhan Batu District Civil Service Police Unit

3. Work Attitude has a positive and significant effect on employee performance inLabuhan
Batu District Civil Service Police Unit

4. Commitment has a positive and significant effect on employee performance in
theLabuhan Batu District Civil Service Police Unit

5. Work Discipline, Work Involvement, Work Attitude and Commitment simultaneously
have a positive and significant effect on employee performance inLabuhan Batu District
Civil Service Police Unit
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