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Abstract 

PT.I Pamapersadai Nusantara’si performance is still in below target due to their low quality of work results in 

in terms of production achievements caused by inappropriate work implementation and risk assessment of 

hazards due to work supervision.I This non-achievement is the result of their impact of training, which is still 

not effective.I Employees are still found who violate work discipline rules.I Whichi ultimately results ini ai 

lacki of acceptance of employee incentives. The data analysis technique used in this research is multiple 

linear regression analysis, which aims to see the magnitude of the influence of work disciplines training andi 

incentives on the performance of PTi Pamapersadai Nusantarai Easti Kalimantan employees.The research 

results showed that training, work disciplines, and incentives had a significant effect of 53.70%i on 

employees' performance. Meanwhile, I the remaining 46.30%i isi influenced by other factors including 

motivation, I competence, I work environment andi company culture outside this discussion. 
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1. Introduction 

Humani resourcei managementi isi ai seti ofi organizationali activitiesi gearedi towardsi attracting,i 

developing,i andi retainingi ani effectivei workforce.i Managersi havei ai bigi rolei ini directingi thei 

peoplei ini thei organizationi toi achievei thei expectedi goals,i includingi thinkingi abouti howi toi havei 

Humani Resourcei Managementi (HRM)i andi thei companyi alsoi needsi iti toi bei ablei toi worki 

effectivelyi andi efficiently.i Indeed,i iti isi thei generali goali ofi thei MSDMi sectioni toi bei ablei toi 

providei maximumi jobi satisfactioni toi thei company'si managementi whichi isi furtheri ablei toi 

influencei thei companyi valuei bothi ini thei shorti andi longi term.i Meanwhile,i accordingi toi Bintoroi 

andi Daryantoi (2017:15)i statedi thati Humani Resourcei Managementi isi ai sciencei ori wayi ofi 

managingi thei relationshipsi andi rolesi ofi resourcesi (workforce)i ownedi byi individualsi efficientlyi 

andi effectivelyi andi cani bei usedi optimallyi soi thati thei commoni goalsi ofi thei company,i employeesi 
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andi thei communityi arei maximized.i Employeei performancei isi indispensablei toi realizei thei 

company'si visioni andi mission.i Byi managingi humani resourcesi well,i iti willi bei ablei toi encouragei 

employeesi toi makei ai positivei contributioni toi thei company'si productivity.i Goodi employeei 

performancei willi helpi toi meeti thei company'si targets. 

Accordingi toi Kasmiri (2019:182)i performancei isi thei resulti ofi worki andi actionsi achievedi byi 

fulfillingi thei tasksi andi responsibilitiesi giveni withini ai certaini periodi ofi time,i whilei accordingi toi 

Afandii (2021:83–84)i performancei isi thei willingnessi ofi ai personi ori groupi ofi peoplei toi carryi outi 

ori improvei activitiesi ini accordancei withi theiri responsibilitiesi withi expectedi results.i Therei arei 

severali indicatorsi thati cani bei usedi ini performancei appraisalsi accordingi toi Kasmiri (2019:208–

209).i First,i Qualityi (Quality)i isi Performancei measurementi cani bei donei byi lookingi ati thei 

qualityi (quality)i ofi worki producedi byi ai certaini process.i Second,i Quantity,i whichi isi toi measurei 

performance,i cani alsoi bei donei byi lookingi ati thei quantityi (quantity)i producedi byi ai person.i 

Thirdi isi Time,i thati is,i fori certaini typesi ofi work,i therei isi ai deadlinei fori completingi thei work.i Ini 

casei ofi violationi ori non-compliancei withi deadlines,i iti cani bei assumedi thati thei performancei isi 

noti goodi andi vicei versa.i Thei fourthi isi Punctuality,i wherei activitiesi cani bei completedi ori targeti 

resultsi cani bei achievedi withini ai specifiedi periodi ofi time.i Thei factorsi thati affecti performancei 

includei Training,i Disciplinei andi Incentives. 

Trainingi accordingi toi Mondyi ini Larasatii (2018:111)i isi somethingi thati aimsi toi improvei short-

termi performancei ini certaini jobsi (positions)i currentlyi occupiedi byi increasingi thei competencei 

(knowledgei andi skills)i ofi employees.i Thisi meansi thati trainingi fori employeesi isi veryi importanti 

toi bei carriedi outi continuouslyi soi thati thei companyi cani obtaini qualifiedi employeesi whoi arei ablei 

toi carryi outi theiri worki welli andi cani alsoi increasei thei leveli ofi employeei disciplinei ini orderi toi 

achievei companyi goals.i Trainingi fori employeesi isi alsoi ai processi ofi teachingi certaini 

knowledgei andi skillsi asi welli asi attitudesi soi thati employeesi arei morei disciplinedi ini carryingi outi 

theiri responsibilitiesi well.i Trainingi refersi toi thei developmenti ofi worki skillsi thati cani bei usedi 

immediately.i Worki Disciplinei accordingi toi Sinambelai (2018: 335)i isi thei awarenessi andi 

willingnessi ofi employeesi toi obeyi alli applicablei organizationali regulationsi andi sociali norms,i 

thusi worki disciplinei isi alsoi ai tooli usedi byi leadersi toi communicatei withi employeesi soi thati theyi 

arei willingi toi changei theiri behavior,i followi andi obeyi thei Company'si regulationsi andi 

implementi them.i Meanwhile,i anotheri opinioni statesi thati worki disciplinei isi ani attitudei ofi 

obediencei toi thei rulesi andi normsi thati applyi ini ai companyi ini orderi toi increasei employeei 

steadfastnessi ini achievingi thei goalsi ofi thei company/organizationi Agustinii (2019: 89).i Iti cani bei 

concludedi thati worki disciplinei isi ai person'si attitudei andi behaviori ini accordancei withi thei 

expectationsi ofi thei company.i Ini addition,i worki disciplinei alsoi helpsi employeesi toi learni toi bei 

responsiblei andi controli theiri worki resultsi ini orderi toi geti incentivei worki resultsi ini returni fori 

servicesi fromi thei company.i Accordingi toi Sopiahi andi Sangadjii (2018: 365)i Incentivesi arei 

directi rewardsi paidi toi employeesi becausei theiri performancei exceedsi thei specifiedi standards.i 

Assumingi thati moneyi cani bei usedi toi encouragei employeesi toi worki eveni harder,i theni thosei 

whoi arei productivei preferi theiri salariesi toi bei paidi basedi oni theiri performance.i Meanwhile,i 

accordingi toi Larasatii (2018: 99)i Incentivesi arei awardsi giveni toi motivatei workersi soi thati theiri 

worki productivityi isi high,i noti fixedi ori ati anyi time. 

Severali studiesi oni thei variablesi ofi Training,i Worki Disciplinei andi Incentivesi havei beeni carriedi 

outi previously,i includingi byi Rachmaniah (2020) and Antika (2023) i wherei thei resultsi ofi thei 

researchi showi thati worki disciplinei affectsi thei performancei ofi employeesi,i buti oni thei otheri 

hand,i researchi conductedi by Orlando (2018) andi Irawan, Kusjono and Suprianto (2021)i 

showedi thati worki disciplinei hadi noi effecti oni employeei performancei.i Researchi conductedi byi 
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Budimani (2016), Atawirudi, Firdaus and Rachmatullailyi researchi (2020) and Hayati (2021) i 

showedi thati trainingi hadi ai significanti effecti oni employeei performancei whilei researchi 

conductedi by S. Wicaksono (2019) and Prasetya, Faizal and Choirunnisak (2021)i showedi 

differenti resultsi thati trainingi didi noti havei ai significanti effecti oni employeei performance.i andi 

researchi byi Novrizal, Hendriani And Syapsan (2024)i whichi statesi thati therei isi ani influencei buti 

noti significanti oni employeei performance at PT. Telkom Witel Ridar.i i Researchi conductedi byi 

Nasib and Martin (2018),  Paramananda and Purbai (2021)i thei resultsi ofi thei studyi showedi thati 

incentivesi hadi ani effecti oni thei performancei ofi employeesi ofi PT.i Bumii Resourcei Tbk,i whilei 

researchi conductedi byi Zuswana (2021)i showedi thati incentivesi hadi noi effecti oni thei 

performancei ofi employeesi.i Thisi madei thei researchi gapi ini thisi study. 

 2. Literature Review 

2.1 Performance 

Performancei isi veryi importanti fori thei progressi ofi ani organizationi ori company,i thei higheri thei 

performancei ofi employees,i thei easieri iti willi bei fori thei organizationi toi achievei organizationali 

goalsi (Kusjonoi &i Ratnasari,i 2019:i 111).i Arifini eti ali (2019:i 72)i arguei thati employeei 

performancei isi thei resulti ofi worki thati hasi beeni achievedi byi ai groupi ofi employeesi ini 

accordancei withi thei dutiesi andi obligationsi giveni toi them.i Activitiesi ori worki processesi thati arei 

ini accordancei withi thei abilityi toi obtaini thei desiredi successi arei thei definitioni ofi employeei 

performancei (Saripuddini &i Handayani,i 2017:i 30).i Rachmawatii (2017:i 26)i arguesi thati 

performancei isi thei reali behaviori showni byi employeesi asi worki achievementsi producedi byi 

employeesi ini accordancei withi theiri rolei ini ani organization.i Basedi oni somei ofi thesei opinions,i iti 

cani bei concludedi thati employeei performancei isi thei resulti ofi thei worki ofi individualsi ori ai groupi 

ofi organizationsi thati arei runi ini accordancei withi thei provisionsi thati havei beeni seti byi thei 

organizationi toi achievei thei goalsi expectedi byi thei organization. 

Factors that affect performance  

Organizationali leadersi arei welli awarei ofi thei differencei ini performancei betweeni onei employeei 

andi another.i Eveni thoughi thei employeei worksi ini thei samei place,i theyi stilli havei differenti 

performance.i Accordingi toi Rismawatii (2020:i 89),i thei factorsi thati affecti performancei arei asi 

follows:i 1).i Ability,i 2).i Motivation,i 3).i Supporti 4).i Existencei ofi worki 5).i Relationshipi withi thei 

organization,i 6).i Disciplinei 7).i Trainingi 8).i Incentive.i i Fromi thei opinioni ofi thisi theory,i iti cani bei 

concludedi thati employeei performancei isi influencedi byi training,i worki disciplinei andi 

incentives.  

Performance Indicators  

Mangkunegarai (2018:75) .1).i Qualityi ofi Work,i 2).I Quantity of Work,i 3).i Implementationi ofi 

Duties,i 4).i Responsibility,i while according toi Afandii (2018:89)i which are included ini their 

indicators of employee performance are:i 1).I Quantity of work results, I 2).i Qualityi ofi worki results,i 

3).i Efficiencyi ini carryingi outi tasks,i 4).i Initiative,i 5)i Thoroughness,i 6).i Leadership,i 7)i Honesty,i 

8).i Creativity. 

2.2 Training 

Accordingi toi Larasatii (2018:i 110),i trainingi isi ai short-termi educationi thati usesi systematici andi 

organizedi proceduresi soi thati non-manageriali workersi learni technicali knowledgei andi skillsi fori 

ai specifici purpose.i Accordingi toi Simamorai ini Larasatii (2018:i 111),i statedi thati thei trainingi wasi 

directedi toi helpi employeesi performi theiri currenti jobsi better,i andi accordingi toi Mondyi alsoi ini 
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Larasatii (2018:i 111),i statedi thati trainingi aimsi toi improvei short-termi performancei ini certaini 

jobsi (positions)i currentlyi occupiedi byi improvingi thei competenciesi (knowledgei andi skills)i ofi 

employees. 

Fromi thei opinionsi ofi severali experts,i iti cani bei concludedi thati trainingi isi ai processi toi acquirei 

skillsi regardingi work,i throughi ai seriesi ofi systematici proceduresi ori carriedi outi byi ani experti whoi 

aimsi toi improvei thei resultsi ofi jobi skillsi andi knowledgei toi employees. 

Training Indicators  

In order for the training program to succeed well and improve the employability of employees, 

the training must be carried out in the right ways and must consider several training indicators. 

Mangkunegara (2018: 216) mentioned the trainingi indicatorsi including:i 1).i Typei ofi Training,i 

2).i Trainingi Objectivesi 3).i Trainingi materialsi 4).i Trainingi methodi 5).i Participanti 

Qualifications. 

2.3 Work Discipline 

Accordingi toi Singodimedjoi (2019:86),i worki disciplinei isi ani attitudei ofi willingnessi andi 

willingnessi ofi employeesi toi complyi andi obeyi thei normsi thati applyi aroundi themi andi employeei 

disciplinei greatlyi affectsi thei goalsi ofi thei agency.i Sinambelai (2018:335)i statesi thati worki 

disciplinei isi thei awarenessi andi willingnessi ofi employeesi toi obeyi alli applicablei organizationali 

regulationsi andi sociali norms,i thusi worki disciplinei isi alsoi ai tooli usedi byi leadersi toi 

communicatei withi employeesi soi thati theyi arei willingi toi changei theiri behavior,i followi andi obeyi 

thei Company'si regulationsi andi implementi them. 

Accordingi toi Afandii (2018:i 11)i Worki disciplinei isi ai codei ofi conducti ori regulationi madei byi thei 

managementi ofi ani organization,i ratifiedi byi thei boardi ofi commissionersi ori capitali owners,i 

agreedi uponi byi thei labori unioni andi knowni byi thei Manpoweri Office,i andi theni peoplei whoi arei 

membersi ofi thei organizationi arei subjecti toi thei existingi rulesi withi ai sensei ofi pleasure,i soi thati 

theyi arei createdi andi formedi throughi ai processi andi ai seriesi ofi behaviorsi thati showi thei valuesi ofi 

obedience,i i compliance,i order,i andi order.i Becausei iti hasi becomei onei withi him,i thei attitudei ori 

actioni thati isi donei isi noi longeri ori noti felti asi ai burdeni ati all,i andi eveni oni thei contraryi willi 

burdeni himi ifi hei doesi noti acti asi usual. 

Iti cani bei concludedi thati worki disciplinei isi ani attitudei ofi obediencei toi thei rulesi andi normsi thati 

applyi ini ai companyi ini orderi toi increasei employeei steadfastnessi ini achievingi thei 

company/organization'si goals. 

Worki Disciplinei Indicatorsi  

Accordingi toi Agustinii (2019:i 104)i thei indicatorsi ofi disciplinei arei asi follows:i 1).i Attendancei 

level,i 2).i Worki procedures,i 3).i Obediencei toi superiors,i 4).i Awarenessi ati work,i 5).i 

Responsibility 

2.4 Incentive 

Accordingi toi Sopiahi andi Sangadjii (2018:i 365)i Incentivesi arei directi rewardsi paidi toi employeesi 

becausei theiri performancei exceedsi thei specifiedi standards.i Assumingi thati moneyi cani bei usedi 

toi motivatei employeesi toi worki eveni harder,i productivei peoplei preferi toi bei paidi basedi oni theiri 

performance.i Meanwhile,i accordingi toi Srii Larasatii (2018:i 99)i Incentivesi arei awardsi giveni toi 

motivatei workersi soi thati theiri worki productivityi isi high,i noti fixedi ori ati anyi time.i Accordingi toi 

Suwatnoi (2017:i 234)i Incentivesi arei somethingi thati stimulatesi interesti ini working.i Thisi 
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understandingi isi ai goodi opinioni ifi appliedi toi ani organization,i becausei thei performancei andi 

productivityi ofi thei organizationi willi increasei duei toi employeesi whoi worki optimally.i Soi iti cani 

be concluded that incentives are rewards beyond the salary given to employees who have high 

work performance or work above the standards that have been determined by the organization 

as a reward for services or in other words the incentives paid to each employee must be in 

accordance with the results of work performance based on the principle of fairness and 

decentness and meet their needs,  So that employees feel satisfied with the remuneration 

provided by the organization, with the form of rewards given in the form of finance or money 

so that they can improve the welfare of themselves and their families for the results of an 

employee's work. 

Incentive Indicators  

According to Hasibuan (2016: 184) the incentive indicators are: 1). Social security, 2). 

Bonuses, 3). Promotions, 4). Promotions 

2.5 Framework of Thought 

 

 

 

 

 

 

 

 

 

 

Picture 1 Framework of Thought 

Source: Author's Thoughts (2023). 

3. Research Methodology 

The approach used in this study is an associative approach with causal relationships and aims 

to prove. The associative approach is an approach that asks about the relationship between two 

or more variables (Sugiyono, 2019: 51). In this case, it asks about the relationship between 

discipline training, incentives for employee performance and is grouped into causal research, 

causal research where there are independent variables and dependent variables (Sugiyono, 

2019: 52). Where this study aims to see the influence of training, work discipline and incentives 

on employee performance. This study aims to prove, which means that the data obtained is 

used to prove that there is doubt about information, theories, policies, and actions to employees 

at PT Pamapersada Nusantara. 
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Table 1. Variable Operationalization 

 
 

Research 

Variables 

 

Variable Definition 

 

Indicators 

 

 

 

Performance 

(Y) 

It is the result of the work of the company PT 

Pamapersada Nusantara in terms of quality, 

quantity, efficiency and initiative of the work 

function during a certain period of time produced 

by an employee in order to achieve the goals set by 

the mining company. 

 

a) Quality of work  

b) Work quantity  

c) Work efficiency  

d) Initiative 

 

 

 

Training (X1) 

It is an overall activity to provide training to 

employees to obtain the objectives of the training 

in order to improve, as well as develop training 

methods and practices to increase productivity, 

attitude and work ethic at PT Pamapersada 

Nusatara at a certain level of skill and expertise in 

accordance with the level and qualifications of the 

position or job. 

 

a) Training Objectives 

Training Materials  

b) Training Methods 

Participant Qualifications 

 

 

Work 

Discipline 

(X2) 

It is the awareness and willingness of PT 

Pamapersada Nusantara employees to carry out 

and obey the company's way of working and not 

violate the norms that apply regularly, diligently 

and continuously. 

 

a) Attendance Level 

Obedience Work  

b) Procedures to Superiors 

Effective Use of Time 

 

Incentive (X3) 

 

It is a form of compensation given by the company 

PT Pamapersada Nusantara to employees as a 

reward for their hard work to achieve targets while 

working. 

 

a) Bonuses 

b) Awarding 

c) advancement 

d) Promotion 

     Source: The Authors thoughts (2023). 

Accordingi toi Sugiyonoi (2019:81),i thei samplei isi parti ofi thei numberi andi characteristicsi 

possessedi byi thei population.i Thei samplingi techniquei ini thisi studyi usesi clusteri sampling.i 

Clusteri randomi samplingi isi ai regionali samplingi techniquei usedi toi determinei thei samplei ifi thei 

objecti toi bei studiedi isi veryi wide,i fori examplei thei populationi ofi ai country,i provincei ori district.i 

Thei numberi ofi employeei samplesi ini thisi studyi isi calculatedi fromi thei totali populationi ofi 1574i 

employeesi usingi thei Slovini formulai asi follows: 

𝒏 =
𝑵

𝟏 + 𝑵𝒆𝟐
𝒏 

ni isi thei samplei size,i Ni =i populationi size,i e=i errori ratei ini percenti ori tolerancei fori inaccuracyi ini 

determiningi thei numberi ofi employees.i Fromi thei Slovini Formulai abovei withi ani errori ratei ofi 

5%,i thei numberi ofi employeesi isi obtainedi asi follows: 

 

𝒏 =
𝟏𝟓𝟕𝟒

𝟏 + 𝟏𝟓𝟕𝟒 (𝟓 %)𝟐
= 𝟑𝟏𝟗 𝑬𝒎𝒑𝒍𝒐𝒚𝒆𝒆 
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To measure the accuracy (validity) and reliability (reliability) of a questionnaire data, a research 

measurement tool is needed. The research measuring tool must be carried out with several tests, 

namely: validity test, reliability test, hypothesis test, T statistical test, and statistical test F. 

Analysisi techniquei isi ai methodi ori modeli ofi analysisi techniquei usedi toi testi thei relationshipi ori 

chancei betweeni independenti andi dependenti variables.i Thei datai analysisi techniquei usedi isi 

multiplei regression.i Multiplei regressioni isi ai solutioni ifi thei independenti variablei (predictori 

variable)i isi morei thani onei (Muhyiddini eti al.,i 2017).i Multiplei regressioni toi measurei thei 

relationshipi betweeni thei independenti variablesi ofi Training,i Worki Disciplinei andi Incentives, 

against the dependent variable of Employee Performance (Y). 

Y= a + bₗ Xₗ + b₂ X₂ + b₃ X₃ + e, where 

Y         = Employee Performance 

a         = Konstanta 

bₗ b₂ b₃ = Koefisien Regresi Variabel Xₗ X₂ X₃ 

Xₗ       = Training 

X₂       = Work Discipline 

X₃       = Insentive 

e         = Error Term 

Multiplei Lineari Regressioni Analysisi isi usedi toi predicti howi thei valuei ofi thei dependenti variablei 

changesi wheni thei valuei ofi thei independenti variablei isi increased/decreasedi (Sugiyono,i 2019).i 

Next,i ai determinationi coefficienti testi (adjustedi R²)i isi needed.i Accordingi toi Ghozalii (2016),i thei 

determinationi coefficienti testi isi appliedi toi measurei thei model'si abilityi toi describei thei variationi 

ofi thei boundi variable.i Thei valuei ofi thei determinationi coefficienti isi ini thei rangei ofi zeroi (0)i andi 

(1),i thei highi numberi showsi thei betteri thei modeli isi madei andi vicei versa.i Ini thisi research,i thei 

analysis of the determination coefficient was applied to see the ability of free variation, namely 

Training, Work Discipline and Incentives, to describe the variation of the bound variable, 

namely Employee Performance. 

4. Research Results and Discussion 

4.1 Employee Characteristics 

This research was conducted on employees of PT Pamapersada Nusantara in Bontang, East 

Kalimantan.  The research was based on the results of distributing questionnaires to 319 

employees, 304 men (95.3%) and 15 women (4.7%). The age characteristics of employees aged 

18-25 years are 30.7%; 31.7% aged 26-35 years; age 36-45 years as much as 26.0%; and over 

46 years old as much as 11.6%. The educational characteristics of SMK/SLTA employees were 

77.1%, D1 was 0.3%, D3 was 13.5%, S1 was 8.8%, S2 was 0.3%. A Characteristics of 0-5 

years of service are 26.0%, 6-15 years are 34.2%, 16-25 years are 29.5% and above 26 years 

10.3%. 

4.2. Data Analysis Results 

4.2.1. Multiple Regression Analysis 

Multiplei lineari regressioni analysisi isi ai lineari relationshipi betweeni twoi ori morei independenti 

variablesi andi dependenti variables.i Thisi analysisi cani bei usedi toi seei thei influencei ofi 1i ori morei 

independenti variablesi oni 1i relatedi variable,i wherei thei independenti variablesi arei thei Trainingi 
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(X1),i Worki Disciplinei (X2)i andi Incentivei (X3)i variablesi oni thei Employeei Performancei 

variablei (Y).i Withi thei resultsi ofi thei SPSSi test,i therei arei testi resultsi ini thei followingi table: 

Table 2 Multiple Regression Analysis Result 

   Coefficients    

  Unstandardized 

Coefficients 

Standardized 

Coefficients 

Beta 

  

Model  B Std. Error t Sig. 

1 (Constant) 1.430 .124  11.492 .000 

 Training .129 .021 .231 6.034 .000 

 Discipline .288 .021 .425 10.884 .000 

 Incentive .297 .024 .480 12.288 .000 
a. Dependent Variable : Performance 

   Source : Output Result, 2024. 

Ini Tablei 2,i thei outputi valuei isi obtainedi whichi explainsi thei influencei betweeni independenti andi 

dependenti variables,i thei outputi valuei isi includedi ini thei equationi ofi thei Multiplei Lineari 

Regressioni Model,i theni thei followingi resultsi arei obtained: 

Y= 1,430 + 0,129 X1+ 0,228 X2 + 0,297 X3 

Fromi thei multiple linear regression equation,i iti cani bei explainedi asi follows: 

1. Thei value of their constant (a)i is 1.430.i Thisi means thati if thei valuei ofi Training,i 

Disciplinei andi Incentivei isi 0i (zero)i theni thei Performance Leveli isi worthi 1,430 

2. The value of the regression coefficient of their Training variables (bl) I was positive,i 

which was 0.129.i Thisi means that for every increase ini Trainingi by 1i (one)i unit,i the 

Performancei willi increase by 0.129i units assuming that other independent variables 

are fixed. 

3. Thei valuei ofi thei regressioni coefficienti ofi thei Disciplinei variablei (b₂)i wasi positive,i 

whichi wasi 0.228.i Thisi meansi thati fori everyi increasei ini Disciplinei byi 1i (one)i unit,i thei 

Performancei willi increasei byi 0.228i unitsi assumingi otheri independenti variablesi 

remainThei valuei ofi thei regressioni coefficienti ofi thei Disciplinei variablei (b₂)i wasi 

positive,i whichi wasi 0.228.i Thisi meansi thati fori everyi increasei ini Disciplinei byi 1i (one)i 

unit,i thei Performancei willi increasei byi 0.228i unitsi assumingi otheri independenti 

variablesi remain. 

4. Thei valuei ofi thei regressioni coefficienti ofi thei Incentivei variablei (b₃)i isi positive,i whichi 

isi 0.297.i Thisi meansi thati fori everyi increasei ini Incentivesi byi 1i (one)i unit,i thei 

Performancei willi increasei byi 0.297i unitsi assumingi otheri independenti variablesi remain. 

4.2.2. Simultaneous Test (Uji F) 

Testi Fi wasi carriedi outi toi determinei thei simultaneousi influencei ofi training,i worki disciplinei andi 

incentivesi togetheri oni thei performancei ofi PTi Pamapersadai Nusantarai employees.i Thei resultsi 

ofi thei Fi testi cani bei seeni ini thei followingi table: 
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Table 3 Test F Result 

 

 

 

 

 

 Source : 

SPSS Output Result, 2024 

Tablei 3i showsi thati thei Fi valuei isi calculatedi asi 121.876,i theni withi ai significanti valuei ofi Fi ati thei 

reali leveli (α)i ofi 5%i ori 0.05i andi dfi =i ni –i ki –i 1i =i 319–3–1i =i 315i soi thati thei Fi valuei ofi thei tablei isi 

2.633i soi thati thei Fi calculationi isi 121.876i >i thei tablei isi 2.633i withi ai significanti Fi ofi 0.000i <i αi 

0.05,i theni Hoi isi rejectedi andi Hai isi accepted.i Thisi meansi thati therei isi ai significanti influencei 

togetheri ofi thei variablesi ofi Training,i Worki Disciplinei andi Incentivesi oni thei Performancei ofi 

Employeesi ofi PT.i Pamapersadai Nusantara.4.2.3.i Ujii Parsiali (Ujii t) 

Thei analysisi ofi thei partiali testi ori t-testi wasi carriedi outi toi determinei significantlyi thei partiali rolei 

betweeni thei independenti variablei andi thei dependenti variablei byi assumingi thati otheri 

independenti variablesi werei consideredi constanti withi ai significancei leveli ofi 95%,i thei 

calculatedi t-valuei ofi eachi regressioni coefficienti wasi theni comparedi withi thei t-valuei ofi thei 

table.i Thei valuei ofi ttablei withi ai reali leveli (α)i ofi 0.05,i dbi =i n-i ki (319–2)i =i 317i isi 1.6496.i Thei 

followingi arei thei resultsi ofi thei t-testi ini thisi study: 

Table 4 Test t Result 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 1.430 .124  11.492 .000 

Training .129 .021 .231 6.034 .000 

Discipline .228 .021 .425 10.884 .000 

Incentive .297 .024 .480 12.288 .000 

a. Dependent Variable Performance 

 Sumber : SPSS Output Result, 2024. 

 

 The results of the t-test in Table 4 can be explained as follows: 

1. Thei t-testi ofi thei Trainingi variablei (bl)i obtainedi ai tcounti valuei ofi 6.034i >i ti tablei 1.6496i 

andi ai Sigi ti valuei ofi 0.000i <i ɑi (0.05).i Soi thati H0i isi rejectedi andi Hai isi accepted,i iti meansi 

thati therei isi ai significanti influencei ofi thei Trainingi variablei oni thei Employeei 

Performancei ofi PTi Pamapersadai Nusantara,i Easti Kalimantan. 

2. Thei t-testi ofi thei Disciplinei variablei (b₂)i obtainedi ai t-counti valuei ofi 10.884i >i ttablei 

1.6496i andi ai Sigi ti valuei ofi 0.000i <i ɑi (0.05).i Soi H0i isi rejectedi andi Hai isi accepted.i i Thisi 

meansi thati therei isi ai significanti influencei ofi Worki Disciplinei oni thei Employeei 

ANOVAa 

Model 

Sum of 

Squares Df Mean Square F Sig. 

1 Regression 11.192 3 3.731 121.876 .000b 

Residual 9.642 315 .031   

Total 20.834 318    

a. Dependent Variable: Performance 

b. Predictors: (Constant), insentive, training, discipline 
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Performancei ofi PTi Pamapersadai Nusantara,i Easti Kalimantan.i  

3. Thei t-testi ofi thei Incentivei variablei (b₃)i obtainedi ai t-counti valuei ofi 12.288i >i ttablei 

1.6496i andi ai Sigi ti valuei ofi 0.000i <i ɑi (0.05)i soi thati H0i wasi rejectedi andi Hai wasi 

accepted. This means that there is a significant influence of the Incentive variable on 

the Employee Performance of PT Pamapersada Nusantara, East Kalimantan. 

4.2.4. The Determination Coefficient (R²) 

Thei determinationi coefficienti showsi thei extenti toi whichi thei contributioni ofi thei freei variablei ini 

thei regressioni modeli isi ablei toi explaini thei variationi ofi itsi boundi variable.i Thei coefficienti ofi 

determinationi cani bei seeni throughi thei valuei ofi thei R-squarei (R²)i ini thei Modeli Summaryi table.i 

Thei followingi isi ai Summaryi Modeli ofi thei Outputi Resultsi ofi thisi research:  

Tabel 5 Koefisien Determinasi 

Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .733a .537 .533 .17496 

a. Predictors: (Constant), insentive, training, Discipline 

   Source : SPSS Output Result, 2024. 

  

Thei Ri Squarei valuei ofi 0.537i meansi thati thei percentagei contributioni ofi thei influencei ofi thei 

variablesi ofi Training,i Worki Disciplinei andi Incentivesi oni thei performancei ofi employeesi ofi PT.i 

Pamapersadai Nusantarai Easti Kalimantani isi 53.70%,i whilei thei remainingi 46.30%i isi influencedi 

byi otheri variablesi thati arei noti includedi ini thisi study.  

4.3. Discussion 

4.3.1. The Effect of Training, Discipline and Incentives on Employee Performance of PT 

Pamapersada Nusantara 

Based on the results of the simultaneous analysis, there is a significant influence of training, 

work discipline and incentives on the performance of PT Pamapersada Nusantara employees. 

This can also be interpreted that the things that must be considered to improve employee 

performance are by improving employee abilities and knowledge through training, improving 

employee discipline and employee incentive policies so that they can directly affect the 

achievement of employee performance.  

This is in accordance with the theory put forward by Rismawati (2020:89) which states that 

performance can be influenced by Training, Employee Discipline and Incentive policies. This 

is very important so that employees can provide good results to the Company through high 

performance achievements. 

The results of this study are in line with the research conducted by Hariyanto (2019) with 

research that resulted in the conclusion that training has a significant effect on the performance 

of PT Kaltim Prima Coal employees. Similar to the research conducted by Alpian (2019) where 

the results of the research prove that training has a significant effect on employee performance 

at PT Aneka Tambang. 

The results of this study answer why the quality of work results is still low with the achievement 
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of 94.44% of the target is supported because there is still work carried out not in accordance 

with the work plan and the occurrence of operational obstacles whose risk assessment is still 

lacking in terms of work supervision. So it requires more resources than planned to complete 

it. In the end, it results in the level of employee work efficiency in carrying out their duties. 

Based on the findings of the study, 67.4% of employees stated that they strongly agree and 

agree with the statement that employees prioritize neatness and in doing every job, this shows 

that most employees strongly agree to prioritize neatness in doing work because a neat work 

environment will make conditions comfortable and improve performance in the place. A total 

of 66.1% of employees who stated that they strongly agreed in the statement Before starting 

work, employees first check the work plan, this shows that the majority of employees agree to 

do the work by first checking the work plan so that the work carried out on that day is in 

accordance with the plan that has been set. There were 6.9% of employees who stated that they 

strongly disagree and disagree with the statement of employees taking the initiative to convey 

creative ideas for efficiency in the process of carrying out work, this shows that there are still 

employees who do not dare to convey creative ideas because the employees are new employees 

and do not have the courage to convey improvements to their superiors. There were 5.6% who 

expressed their strong disagreement and disagreement with the statement of the employee 

taking the initiative to report to the boss if there are obstacles or risks of danger at work, this 

shows that there are employees who do not agree to report the danger condition to the boss 

because the employee is a new employee who has not dared to convey the risk of danger to his 

superior. 

4.3.2. The Effect of Training on Employee Performance of PT Pamapersada Nusantara 

The results of the analysis through hypothesis testing The t-test showed that partially the 

training had a significant effect on the performance of PT Pamapersada Nusantara employees. 

The influence of the slop is positive, this gives the understanding that training can train the 

physical level of employees, especially if it has to do with work, this gives the understanding 

that employees can maintain health stamina, especially physical training in doing work. This 

research is in line with Edwin B. Flippo (2018:111), which states that training is an effort to 

improve the knowledge and skills of an employee to implement certain work activities so as to 

produce qualified performance.  

Employees must be able to train physically where they can know where their shortcomings are 

so that they can become an advantage to get better performance level results in the future in 

order to provide support for the work performance obtained.  This research is in line with 

research conducted by Wahyu (2016) with the results of the study showing that training has a 

significant influence on employee performance.  

Based on the findings of the research on the Training variable about the trainees according to 

their skill background, there were 61.9% of employees who answered yes and strongly agreed. 

This employee's answer shows that the training that has been carried out so far is felt by 

employees to be very in accordance with the knowledge needs of employees. As many as 61.8% 

of employees who stated that they strongly agreed and agreed with the statement about the 

training material in accordance with the needs, so that they were able to support the work done 

by the employees, this explained that the employees felt that the material provided during the 

training was in accordance with the needs to support the implementation of the work. However, 

there were 19.1% of employees who expressed their disagreement and disagreement with the 

statement about the complete material provided and could be easily understood by the 
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employee, this shows that at the time of the training the employee felt that the material provided 

was still incomplete and difficult for the employee to understand and 17.9% of the employees 

strongly disagreed and did not agree with the statement about the training material provided in 

accordance with the employee's skills and competencies in completing work in their field, this 

explains that what employees feel is that the training material provided is still not in accordance 

with the skills to complete work in their field. 

4.3.3. The Effect of Discipline on Employee Performance of PT Pamapersada Nusantara 

Thei resultsi ofi thei analysisi showi thati therei isi ai partiali influencei ofi thei worki environmenti oni thei 

performancei ofi PTi Pamapersadai Nusantarai employees.i Thei influencei isi positive,i whichi meansi 

thati toi improvei worki discipline,i employeesi musti carryi outi andi takei advantagei ofi thei seti 

workingi hoursi suchi asi noti arrivingi latei andi noti procrastinatingi oni thei worki given.i  

Thisi researchi isi ini linei withi thei theoryi ofi Slameti (2017:112)i worki disciplinei isi ai person'si 

abilityi toi worki regularly,i diligentlyi andi worki ini accordancei withi thei applicablei standardi 

operatingi proceduresi byi noti violatingi thei applicablei rules.i Anotheri opinioni accordingi toi 

Rachmani (2019:168)i isi thati disciplinei isi ani efforti toi controli thei selfi ofi ani individuali ori societyi 

ini developingi compliancei andi obediencei toi rulesi andi regulationsi basedi oni encouragementi andi 

awarenessi thati arisesi fromi thei hearti ofi ai worker.i  

Thei resultsi ofi thisi studyi arei ini linei withi researchi conductedi byi Prasetyai Budi,i Abduli Azizi andi 

Zulkiflii (2020)i whoi explainedi thati thei existencei ofi worki disciplinei isi ai qualityi thati helpsi ai 

personi toi achievei hisi targeti Withouti discipline,i ai personi willi havei difficultyi ini achievingi whati 

hei wants.i Disciplinei helpsi ai personi toi focusi andi sticki toi thei plani thati hasi beeni set,i soi thati hei 

cani achievei thei desiredi resultsi whichi greatlyi affectsi thei performancei ofi employees. 

Based on the findings of the research on the Discipline variable, there are 67.4% of employees 

who strongly agree and agree with the statement that employees have never been absent from 

work for no reason, this explains that employees have reflected the level of attendance at work, 

so if there is an absence, immediately report it to the superior. As many as 67.7% of employees 

stated that they strongly agreed and agreed with the statement that employees completed their 

work on time according to the target. This explains that employees have reflected in discipline 

to complete work in accordance with the specified targets and time and 11.6% of employees 

who stated that they strongly disagree and disagree with the statement that employees always 

work in accordance with the SOP that has been set with the effective use of time, this explains 

that there are still many employees who work not in accordance with the SOP that has been set 

even though the SOP was made to carry out work with 12.9% of employees who strongly 

disagree and disagree with the statement that employees do not postpone work according to the 

plan priority scale, this shows that employees are still postponing work and working not 

according to the plan priority scale. 

4.3.4 The Effect of Incentives on Employee Performance of PT Pamapersada Nusantara 

Thei resultsi ofi thei analysisi showi thati partiallyi incentivesi havei ai significanti effecti oni thei 

performancei ofi PTi Pamapersadai Nusantarai employees.i i Thesei resultsi supporti thei theoryi puti 

forwardi byi Rismawatii (2020:89)i thati incentivesi arei onei ofi thei factorsi thati cani affecti employeei 

performance.i Iti isi alsoi ini linei withi Hasibuan'si opinioni ini Renyi (2016:70)i thati incentivesi arei 

stimulantsi giveni toi certaini employeesi basedi oni theiri worki performancei soi thati employeesi arei 

encouragedi toi improvei theiri worki performance.i  

Thei resultsi ofi previousi researchi conductedi byi Ahmad,i Sucii Lestarii andi Tiarai (2016)i alsoi foundi 
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thati incentivesi affecti performancei basedi oni compensationi providedi byi companiesi toi facei 

increasinglyi fiercei competitioni ini thei worldi ofi worki soi thati thei employeei isi muchi morei activei 

ini worki andi cani improvei thei qualityi ofi hisi work.i Eveni thoughi ini thisi study,i therei arei stilli 

employeesi who do not agree with the provision of incentives given as a condition for promotion 

only.  

Based on the findings of the research on the statement (number 6 incentive) 64.6% of 

employees stated that they strongly agreed and agreed with the Incentive statement as an award 

for achieving performance targets without any violation of rules, this explains that employees 

feel that the incentives that have been provided by the company so far are in accordance with 

the achievement of employee performance targets. 

Based on the findings of the research on Incentives, there are 59.9% of employees who strongly 

agree and agree with the statement of awards for outstanding employees given promotions, this 

explains that employees feel that the awards and promotions given to employees are in 

accordance with the results of good work performance and are given to outstanding employees. 

As many as 4.7% of employees stated that they strongly disagreed and agreed with the 

statement that the amount of incentives received was in accordance with the award for 

employee achievement, this explained that employees felt that the incentives provided by the 

company were still not in accordance with employee awards and achievements because there 

were still employees who received incentives and awards whose amount was not in accordance 

with work performance. In the statement Employee work performance affects the assessment 

for employee promotion, there are 3.4% of employees who stated that they strongly disagree 

and disagree which explains that employees feel that employee work performance still has no 

effect on the assessment for employee promotion. This means that there are still employees 

who get promotions even though their work performance is still not good. There were 4.4% of 

employees who expressed their disagreement and disagreement with the statement that 

outstanding employees were given the opportunity to work across departments for the next 

career path, this explained that employees felt unwilling to be transferred to cross-departmental 

promotions because for certain job levels special skills are needed to move across departments. 

5. Conclusion 

Basedi oni thei resultsi ofi thei researchi thati hasi beeni presentedi ini thei previousi chapter,i iti cani bei 

concludedi asi follows:i 1).i Therei isi ai significanti influencei ofi training,i worki disciplinei andi 

incentivesi oni thei performancei ofi PTi Pamapersadai Nusantarai employees.i 2).i Therei isi ai 

significanti influencei ofi trainingi oni thei performancei ofi PTi Pamapersadai Nusantarai employees.i 

3).i Therei isi ai significanti influencei ofi disciplinei oni thei performancei ofi PTi Pamapersadai 

Nusantarai employees.i 4).i Therei isi ai significanti influencei ofi incentivesi oni thei performancei ofi 

PTi Pamapersadai Nusantarai employees 
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