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Abstract. The development of science and technology in the last decade is amazing. This study 
aims to determine and analyze the factors of discipline, work environment, coordination and 
employee welfare that have a partial effect on employee performance at the Department of 
Manpower and Transmigration of West Kutai Regency and to find out how factors influence 
simultaneously on employee performance at the Department of Manpower. and Transmigration of 
West Kutai Regency. The design of this study was conducted using a qualitative and quantitative 
descriptive approach. This type of research is a survey, namely analyzing the facts and data needed 
to support the research discussion, in solving and answering the main problems proposed, namely: 
analyzing the performance of employees at the Manpower and Transmigration Office of West Kutai 
Regency. Based on the results of the analysis described previously, it shows that the level of 
employee performance at the Manpower and Transmigration Office of West Kutai Regency is 
significantly influenced by discipline factors, work environment, coordination, and employee 
welfare. Meanwhile, the independent variable that has the most dominant influence is the welfare 
variable. 
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INTRODUCTION 
 

The development of science and 
technology in the last decade is amazing 
(Lee et al., 2022). The smooth 
implementation of government tasks 
(Nashar, 2022) and national development is 
highly dependent on the perfection of the 
state apparatus (Bhimani et al., 2022), 
especially civil servants. Therefore, in order 
to achieve the goal of national 
development, namely to create a civil 
society that is law-abiding (Syahsudarmi, 
2022), modern civilized, democratic, 
prosperous, just and with high morals 
(Xiangdong, 2022), civil servants are 
needed who are able to carry out services 
fairly and equitably to the community 
(Xiangdong, 2022). The fundamental 
problem that must be resolved (Lionardo, 
2022) and developed is to strengthen the 
professionalism of civil servants in balance 
with the needs of the organization 
(Mikkelsen et al., 2022). Work environment 
factors directly affect the work attitude of 
employees and determine employee 
performance (Rojikinnor et al., 2022), which 
includes lighting, temperature, ventilation, 
rest time, security and sound (Alterazi et al., 
2022). Another factor that needs to be 
observed is employee welfare which is the 
overall income or compensation received 
by an employee who is still related to his 
position or profession as an employee such 
as: basic salary, allowances, incentives, 
honorariums, leave money, official vehicles, 
official housing. , and health care coverage. 
This study aims to determine and analyze 
the factors of discipline, work environment, 
coordination and employee welfare that 

have a partial effect on employee 
performance at the Department of 
Manpower and Transmigration of West 
Kutai Regency, to find out how factors 
influence simultaneously on employee 
performance at the Department of 
Manpower. and Transmigration of West 
Kutai Regency. This research is useful as 
information, comparison and study 
material for the Manpower and 
Transmigration Office of West Kutai 
Regency in improving the performance of 
its employees, as input and reference for 
other government agencies, especially in 
efforts to improve the performance of 
human resources and organizational 
performance and as a contribution to the 
world of science (Mahapatro, 2022). 
knowledge and is expected to be able to 
enrich the repertoire of knowledge in 
measuring the quality of human resources, 
especially in the management of the 
apparatus in the regions. 

 

METHODS 
 

The design of this study was conducted 
using a qualitative and quantitative 
descriptive approach. This type of research 
is a survey, namely analyzing the facts and 
data needed to support the research 
discussion, in solving and answering the 
main problems proposed, namely: 
analyzing the performance of employees at 
the Manpower and Transmigration Office 
of West Kutai Regency. The location of this 
research is the Department of Manpower 
and Transmigration of West Kutai Regency. 
The location selection was based on 
considerations as the author's work unit, so 
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that it was considered easier to collect 
research data, both primary data including 
interviews with informants and secondary 
data collection. Meanwhile, the time 
needed to conduct this research is 
approximately from January 2021 and 
August 2021. 

 
RESULTS AND DISCUSSION 
 

Based on the results of the analysis 
described previously, it shows that the level 
of employee performance at the 
Department of Manpower and 
Transmigration of West Kutai Regency is 
significantly influenced by discipline 
factors, work environment, coordination, 
and employee welfare. Meanwhile, the 
independent variable that has the most 
dominant influence is the welfare variable. 

Based on the results of the t-test, it 
shows that the discipline variable has a 
positive and significant effect on employee 
performance at the Manpower and 
Transmigration Office of West Kutai 
Regency. This indicates that there is a 
unidirectional relationship between 
discipline and employee performance, in 
the sense that if there is an increase in work 
discipline, employee performance will also 
increase. The discipline variable has a 
positive and significant effect on employee 
performance and ranks second from the 
independent variables that have been 
tested. The influence of the discipline 
variable on employee performance is 
largely determined by the four discipline 
indicators used, namely: 1) obeying the 
rules, 2) complying with the work rules that 
have been set, 3) being diligent in carrying 
out the main tasks, and 4) not neglecting 

the duties that are assigned to him. his 
responsibility. Based on the results of the t-
test, it shows that the work environment 
variable has a positive and significant effect 
on employee performance at the 
Manpower and Transmigration Office of 
West Kutai Regency. This indicates that 
there is a unidirectional relationship 
between the work environment and 
employee performance, in the sense that if 
there is an increase in the work 
environment, the employee's performance 
will also increase.  

Based on this analysis, it can be 
concluded that the work environment 
variable is an important factor in improving 
employee performance, so it is necessary to 
strive to make improvements to the 
indicators of these variables in particular to 
further improve the establishment of 
harmony between employees so that they 
can work well together so that the 
performance of employees at the 
Department of Manpower and 
Transmigration of West Kutai Regency can 
be increased in the future. Based on the 
results of the partial test (t-test) for the 
coordination variable has a significant 
effect on employee performance. This 
proves that coordination has a significant 
effect on the performance of the 
employees of the Manpower and 
Transmigration Office of West Kutai 
Regency.  

The results of the study indicate that 
the welfare variable has a direct 
relationship with performance, in the sense 
that if there is an increase in welfare, the 
employee's performance is expected to 
increase. Partial analysis also shows that 
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there is an influence between the welfare 
variable and the performance of the 
employees of the Manpower and 
Transmigration Office of West Kutai 
Regency. 

Based on the results of the t-test 
proves that the welfare of employees has a 
significant effect on the performance of the 
employees of the Department of 
Manpower and Transmigration of West 
Kutai Regency, because the provision of 
welfare will motivate and encourage 
employees to work better. This illustrates 
that welfare is one of the variables that 
need attention in order to spur the level of 
employee performance. Increasing 
employee performance is closely related to 
improving welfare within an organization 
so that the goals that have been set can be 
achieved optimally, especially in terms of 
output.  

The increase in employee 
performance also has an impact on 
employees where they can increase their 
productivity so that by themselves they can 
improve their standard of living due to 
achieving these results. This study has 
proven research conducted by Anshar 
(2002) that the welfare variable has a 
significant effect on employee 
performance. 

CONCLUSIONS 
 

The conclusion shows that the test 
results simultaneously (together) show that 
discipline, work environment, coordination, 
and employee welfare together have a 
positive and significant effect on the 
performance of the Manpower and 
Transmigration Office of West Kutai 

Regency. Thus, the test criteria 
simultaneously reject Ho and accept Ha 
and the results of partial (individual) 
analysis indicate that the welfare variable 
has a dominant influence in improving 
employee performance at the Manpower 
and Transmigration Office of West Kutai 
Regency, because it has the highest 
regression coefficient among the 
regression coefficients used other. 
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