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Abstrak 

Penelitian ini bertujuan untuk menganalisis pengaruh motivasi kerja, etos kerja, dan kepuasan kerja terhadap 
kinerja pegawai pada Kantor Kecamatan Kragilan Kabupaten Serang. Penelitian ini menggunakan 
pendekatan kuantitatif dengan desain ex post facto. Data penelitian dikumpulkan melalui penyebaran 
kuesioner kepada seluruh pegawai yang berjumlah 60 orang dengan menggunakan teknik sampling jenuh. 
Data dianalisis menggunakan analisis regresi linier berganda dengan bantuan perangkat lunak SPSS. Hasil 
penelitian menunjukkan bahwa motivasi kerja, etos kerja, dan kepuasan kerja berpengaruh positif dan 
signifikan terhadap kinerja pegawai. Di antara ketiga variabel tersebut, kepuasan kerja memiliki pengaruh 
yang paling dominan terhadap kinerja pegawai. Secara simultan, ketiga variabel tersebut memberikan 
kontribusi yang signifikan dalam menjelaskan variasi kinerja pegawai. Temuan penelitian ini menunjukkan 
bahwa peningkatan kinerja pegawai dalam organisasi sektor publik dapat dicapai melalui peningkatan 
motivasi kerja, penguatan etos kerja, serta peningkatan kepuasan kerja pegawai. Penelitian ini memberikan 
kontribusi empiris bagi pengembangan manajemen sumber daya manusia, khususnya dalam meningkatkan 
kinerja pegawai pada organisasi pemerintahan. 
Kata kunci: Etos, Motivasi, Kepuasan, Kinerja 

 
Abstract 

This study aims to analyze the effect of work motivation, work ethic, and job satisfaction on employee performance at the 
Kragilan District Office, Serang Regency. This research employed a quantitative approach with an ex post facto design. Data 
were collected through questionnaires distributed to all employees, totaling 60 respondents, using a census sampling technique. 
The data were analyzed using multiple linear regression with the assistance of SPSS software. The results show that work 
motivation, work ethic, and job satisfaction have a positive and significant effect on employee performance. Among these 
variables, job satisfaction has the most dominant effect on employee performance. Simultaneously, the three variables 
significantly contribute to explaining variations in employee performance. The findings indicate that improving employee 
performance in public sector organizations can be achieved through enhancing work motivation, strengthening work ethic, and 
increasing job satisfaction. This study contributes empirically to the development of human resource management, particularly 
in improving employee performance in government institutions. 
Keywords: Ethic, Motivation, Satisfaction, Performance  

 
INTRODUCTION 

An organization's ability to accomplish its goals is largely dependent on the performance 
of its workforce. In the context of public organizations, employee performance is not only related 
to work productivity, but also to the quality of service provided to the community. Employee 
performance reflects the level of achievement of work performed by individuals in accordance 
with the duties and responsibilities assigned by the organization (Alkadri, 2024) (Novianti, N., et 
al, 2023). High-performing workers are able to do tasks quickly and effectively and contribute 
positively to the organization's overall success. In human resource management, employee 
performance is influenced by various factors, both individual and organizational. Psychological 
factors such as work motivation, work ethics, and job satisfaction are often important determinants 
in determining employee performance levels  (Novianti, N., et al, 2023) (Shodiq, M. J., et al, 2025). 
Work motivation is an internal or external drive that encourages individuals to perform a job 
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enthusiastically to achieve organizational goals (Siagian, C., 2024). Workers that are highly 
motivated at work typically put more effort into doing their jobs, which results in higher 
performance. Work ethics are a significant factor that affects employee performance and the 
organization's overall success in addition to work motivation. Work ethic reflects an individual's 
mental attitude and values towards their work. Individuals with a strong work ethic typically 
demonstrate discipline, responsibility, hard work, and a strong commitment to their work (Safitri, 
I. et al, 2025). These values can encourage individuals to work optimally, thereby improving 
organizational performance. Job happiness is another element that is crucial to raising employee 
performance. Job satisfaction is an emotional condition that describes a person's feelings towards 
their work (Hasibuan, 2017). Employees who are satisfied with their work tend to have a positive 
attitude towards the organization, high loyalty, and better work productivity. Conversely, 
employees who are dissatisfied with their work have the potential to show low performance, high 
absenteeism, and low commitment to the organization. The phenomenon of employee 
performance issues also occurs at the Kragilan Subdistrict Office in Serang Regency. Initial field 
observations revealed a few signs of a deterioration in worker performance, including tardiness, 
inefficient use of working hours, and lack of discipline in finishing assignments. In addition, there 
were employees who left work before the end of working hours and did not show sufficient 
responsibility for the tasks assigned to them. These conditions indicate that employee performance 
is still not optimal and requires attention from the organization. These performance issues are 
thought to be influenced by several internal factors, such as low work motivation, a lack of work 
ethics, and suboptimal job satisfaction. The pre-survey results show that some employees do not 
have strong motivation to carry out their duties. This can be seen from the employees' lack of 
enthusiasm for work and lack of initiative to improve the quality of their work. In addition, the 
work ethic of employees is also not yet optimal, as reflected in low discipline and responsibility 
towards work. Another factor that also affects employee performance is job satisfaction, where 
some employees feel dissatisfied with their working conditions, whether related to workload, work 
facilities, or the existing work environment.  

Previous studies have shown that work motivation, work ethic, and job satisfaction have 
an influence on employee performance. Research (Osman, I. R., & Rosidin, 2024) found that work 
motivation and work ethic have a positive effect on employee performance in government 
agencies. Research (Jumady, E., et al, 2022) also shows that work ethic and job satisfaction have a 
significant influence on employee performance. In addition, research by   (Riyanto, S., et al, 2021) 
(Sabrina, R., & Ikhsan, 2023) shows that work motivation and job satisfaction simultaneously have 
a significant effect on employee performance. However, there are still differences in research 
results regarding the role of these variables on employee performance. Some studies show that 
work motivation has a dominant influence on employee performance, while others show that job 
satisfaction is a more decisive factor in improving employee performance (Syah et al., 2026)   
(Astuti et al., 2025) (Pratama, et al, 2024). These differences in findings indicate a research gap that 
needs to be further explored, particularly in the context of public sector organizations at the local 
government level. 

Based on these phenomena and research gaps, this study is important to analyze the role 
of work motivation, work ethic, and job satisfaction on employee performance at the Kragilan 
Subdistrict Office in Serang Regency. This study is expected to contribute to the development of 
human resource management studies, particularly those related to factors that influence employee 
performance in the public sector. Based on this background, the research questions in this study 
are: Does work motivation affect employee performance? Does work ethics affect employee 
performance? Does job satisfaction affect employee performance? Do work motivation, work 
ethic, and job satisfaction simultaneously affect employee performance? 
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RESEARCH METHOD 
This study utilizes a quantitative approach with an ex post facto research design. The 

quantitative approach is employed because this study aims to examine the relationship and 
influence between variables through statistical analysis (Lim, 2025) (Kotronoulas et al., 2023). The 
ex post facto method was used because the variables studied had already occurred previously and 
the researcher did not manipulate these variables but only observed and analysed the relationship 
between variables based on data obtained in the field. This study focused on analysing the role of 
work motivation, work ethics, and job satisfaction on employee performance at the Kragilan 
Subdistrict Office in Serang Regency. 

Data collection in this study was conducted using several techniques, namely: 
Questionnaires were used as the main instrument for collecting data from respondents. Each 
research variable's indicators were used to build the questionnaire's questions. A Likert scale of 
five points for strongly agree, four points for agree, three points for disagree, two points for 
severely disagree, and one point for very disagree was used in the questionnaire (Kotronoulas et 
al., 2023).  Observation was conducted to obtain a direct picture of the working conditions of 
employees and phenomena related to the research variables at the Kragilan Sub-District Office in 
Serang Regency. Documentation Study The documentation study was conducted by collecting 
secondary data related to organizational structure, number of employees, and other information 
relevant to the research. Sample and Population Every employee in the Kragilan Subdistrict Office 
in Serang Regency made up the study's population. 60 employees make up the study's population. 
Saturation sampling, often known as census sampling, is a sampling strategy that uses every 
member of the community as a study sample. As a result, the study's sample size is 60 respondents, 
all of whom work in Serang Regency's Kragilan Subdistrict Office. 

This study uses one dependent variable and three independent variables. 1. Dependent 
Variable Employee Performance (Y) Employee performance is the level of achievement of 
employees in carrying out the tasks and responsibilities assigned by the organisation. Employee 
performance is measured using several indicators, namely: Work enthusiasm; Self-development; 
Work attitude; Work process. 2. Independent Variables, a. Work Motivation (X1) Work motivation 
is an internal or external drive that influences individuals to work optimally in achieving 
organisational goals. Work motivation indicators include Salary; Work relationships; Recognition 
or appreciation; Achievement. b. Work Ethic (X2) Work ethic is a mental attitude that reflects 
work values such as discipline, responsibility, and commitment to work. Work ethic indicators 
include Hard work; Honesty; Responsibility; Diligence and perseverance. c. Job Satisfaction (X3) 
Job satisfaction is an individual's positive feelings towards their work, which are influenced by 
various aspects of the job. Job satisfaction indicators include Salary; Working environment; 
Interaction with colleagues; Fair compensation. 

The Statistical Package for the Social Sciences (SPSS) 28 program was used to analyse the 
data. The following stages of data analysis were employed: 1. Test of validity to ascertain if each 
questionnaire item could reliably assess the research variables, a validity test was carried out. 
Pearson Product Moment correlation was used for the validity test; an item was deemed legitimate 
if the computed r value was greater than r table. 2. Test of Reliability The consistency of the 
research instrument in measuring the study variables was assessed using the reliability test. 
Cronbach's Alpha was used for the reliability test; if Cronbach’s Alpha value was more than 0.70, 
the instrument was deemed reliable. 3. The Test of Classical Assumptions Regression analysis was 
preceded by traditional assumption testing, which comprised: To find out if the residual data was 
regularly distributed, use the normality test. To find out if there was a correlation between 
independent variables, use the multicollinearity test. To find out if the regression model has 
residual variance inequality, use the heteroscedasticity test. 4. Analysis of Multiple Linear 
Regression The impact of independent variables on dependent variables was ascertained using 

https://jurnal.erapublikasi.id/index.php/JMAE/index
https://doi.org/10.59066/jmae.v5i1.2209


   Jurnal Manajemen, Akuntansi, Ekonomi 
  Vol. 5 No.1 Tahun 2026  

e:ISSN: 2828-7770, p-ISSN: 2985-573x, Hal 297-305 
Veravayoda, Surajiyo, Yulpa Rabeta, Herman Paleni 

Available Online at: https://jurnal.erapublikasi.id/index.php/JMAE/index 
 

 
300 

DOI: https://doi.org/10.59066/jmae.v5i1.2209   

multiple linear regression analysis. This study's regression model was: 

𝑌 = 𝑎 + 𝑏1𝑋1 + 𝑏2𝑋2 + 𝑏3𝑋3 + 𝑒 
Explanation: 
Y = Employee Performance 
a = Constant 
b1, b2, b3 = Regression Coefficients 
X1 = Work Motivation 
X2 = Work Ethic 
X3 = Job Satisfaction 
e = Error Term 
5. The t-test, a partial test, is used in hypothesis testing to ascertain the partial impact of each 
independent variable on the dependent variable. To ascertain the overall impact of independent 
factors on the dependent variable, use the F-test (simultaneous test). To ascertain the degree to 
which independent factors can account for the dependent variable, use the coefficient of 
determination (R2). 

 
RESEARCH RESULTS AND DISCUSSION 
Results 

This study, Descriptive Statistics of Respondents, involved 60 respondents who were all 
employees at the Kragilan Subdistrict Office in Serang Regency. The respondents in this study had 
diverse characteristics based on age, length of service, and job position at the agency. Respondent 
data was collected through the distribution of questionnaires that had been compiled based on the 
research variable indicators. The use of saturated sampling techniques allowed the entire 
population of employees to be included as research respondents so that the research results could 
describe the organizational conditions more comprehensively. Descriptive Analysis of Research 
Variables was used to obtain an overview of the respondents' perceptions of the research variables, 
which consisted of motivation, ethics, satisfaction, and performance. 
 
Table 1. Descriptive Statistics of Research Variables 

Variable Mean Score Category 

Work Motivation 4.02 High 

Work Ethic 3.95 High 

Job Satisfaction 4.10 High 

Employee Performance 4.05 High 

 
Based on Table 1, all research variables are in the high category. This shows that, in general, 

employees at the Kragilan Subdistrict Office have relatively good levels of work motivation, work 
ethic, job satisfaction, and performance. High work motivation indicates that employees have a 
strong drive to carry out their duties. In addition, a high work ethic is reflected in the discipline, 
responsibility, and commitment of employees to their work. High job satisfaction also indicates 
that employees are reasonably satisfied with their working conditions, working relationships, and 
compensation system.  In this study, the impact of independent variables on dependent variables 
was ascertained using multiple linear regression analysis.  
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Table 2. Multiple Linear Regression Results 

Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 3.221 .297  2.096 .924 
Work Motivation .452 .085 .244 4.805 .000 
Work Ethic .208 .079 .150 2.649 .010 
Work Ethic .824 .049 .882 16.893 .000 

 
The regression analysis results show that all independent variables have a positive effect 

on employee performance. Job satisfaction has the greatest effect on employee performance 

compared to other variables. Regression equation  𝑌 = 3.221 + 0.452𝑋1 + 0.208𝑋2 + 0.824𝑋3 
Explanation The regression analysis results show that organisational culture, work environment, 
and training have a positive effect on employee job satisfaction.  F test (simultaneous) To 
determine the combined effect of organisational culture, work environment, and training variables 
on job satisfaction. 

 
Table 3. F Test Results 

Model Calculated F Sig 

Regression 45.621 0.000 

 
Explanation, the significance value of 0.000 is less than 0.05, so it can be concluded that 

organisational culture, work environment, and training simultaneously have a significant effect on 
employee job satisfaction. The coefficient of determination is shown in the following table:  

 
Table 4. Coefficient of Determination 

Model R R² 

Regression Model 0.926 0.857 

 
The coefficient of determination value shows that 85.7% of employee performance 

variation can be explained by work motivation, work ethic, and job satisfaction, while the rest is 
influenced by other factors outside the research model. 
 
Discussion 

The results of the study indicate that work motivation, work ethic, and job satisfaction play 
an important role in improving employee performance in public sector organizations. These 
findings indicate that psychological factors and employee work behavior are the main determinants 
in determining organizational performance effectiveness. The research findings show that job 
satisfaction is the most dominant factor influencing employee performance. This indicates that 
employees' emotional state towards their work plays an important role in determining their 
productivity and work quality. Employees who are satisfied with their work tend to have a positive 
work attitude, high loyalty, and stronger commitment to the organization. These findings are in 
line with the theory of job satisfaction, which states that job satisfaction is an emotional condition 
that reflects a person's feelings towards their work (Kotronoulas et al., 2023). Employees who are 
satisfied with their jobs will be more motivated to work optimally, thereby improving 
organizational performance. In addition to job satisfaction, work motivation has also been proven 
to have a significant influence on employee performance. This shows that the internal and external 
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drives of employees can affect the level of effort they put into completing their work. Employees 
with high work motivation tend to show greater enthusiasm, focus more on organizational goals, 
and be more responsible in carrying out their duties. These findings are in line with the work 
motivation theory proposed by (Jasiński & Derbis, 2023), which states that motivation is the force 
that drives a person to exert maximum effort in achieving organizational goals. Previous studies 
have also shown that work motivation has a positive influence on employee performance (Osman, 
I. R., & Rosidin, 2024) (Kusumawati & Wahyuni, 2019) (Maryati & Fernado, 2018). Furthermore, 
work ethics have also been proven to have an influence on employee performance, although its 
influence is not as great as job satisfaction. This shows that work values such as discipline, 
responsibility, and hard work remain important factors in determining employee performance. 
According to  (Udin et al., 2022), work ethics are a mental attitude that reflects a person's 
commitment to their work. Individuals with a strong work ethic view their work as a moral 
responsibility, so they will strive to complete their work as well as possible. These findings are also 
supported by research (Qasim et al., 2022), which shows that work ethics have a significant 
influence on employee performance in public organizations. Thus, strengthening work ethic values 
within an organization can be an important strategy for improving employee performance. 

The novelty of this research lies in the integration of three main variables, namely work 
motivation, work ethic, and job satisfaction, in explaining employee performance in sub-district 
level government organizations. Most previous studies have been conducted in the private sector 
or business organizations, while this study provides empirical contributions in the context of public 
sector organizations at the local government level. Furthermore, this study shows that job 
satisfaction is a dominant factor in influencing employee performance in government 
organizations, which has important implications for public sector human resource management. 
These findings indicate that improving the quality of the work environment, fair reward systems, 
and harmonious working relationships can be important strategies in improving employee 
performance in government agencies. 
  
CONCLUSION 

This research aims to analyse the role of work motivation, work ethic, and job satisfaction 
on employee performance at the Kragilan Subdistrict Office in Serang Regency. Based on the 
results of the data analysis, it can be concluded that work motivation, work ethic, and job 
satisfaction have a positive and significant influence on employee performance. The research 
findings show that job satisfaction is the most dominant factor influencing employee performance, 
followed by work motivation and work ethic. This indicates that the psychological condition of 
employees towards their work, such as their level of satisfaction with the work environment, work 
relationships, and reward systems, plays an important role in improving the quality of employee 
performance. Simultaneously, work motivation, work ethic, and job satisfaction contribute 
strongly to explaining variations in employee performance. This shows that improving employee 
performance in public sector organizations is not only influenced by one factor but is the result of 
a combination of various interrelated psychological and behavioral factors. From a theoretical 
perspective, this study contributes to enriching human resource management studies, particularly 
in understanding the role of work motivation, work ethic, and job satisfaction in improving 
employee performance in public sector organizations. This study also provides empirical evidence 
that job satisfaction can be a major determinant in improving employee performance in local 
government agencies. 

However, this study has several limitations. First, this study was only conducted in one 
government agency, so the results cannot be generalized to other public sector organizations. 
Second, the limited number of respondents may affect the level of generalization of the study 
results. Third, this study only used three independent variables, while there are still various other 
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factors that could potentially affect employee performance, such as leadership style, organizational 
culture, work environment, and organizational commitment. Based on these limitations, further 
research is recommended to expand the research object to various government agencies or other 
public sector organizations so that the results of the study can have a broader level of 
generalization. Subsequent studies could also add other relevant variables, such as leadership, 
organizational culture, and work environment, to make the research model more comprehensive. 
In addition, the use of a mixed methods approach could also be considered to gain a deeper 
understanding of the factors that influence employee performance in public sector organizations. 
Thus, this study is expected to provide practical contributions to government agencies in designing 
more effective human resource management policies to improve employee performance and the 
quality of public services. 

 
RECOMMENDATIONS  

Based on the results of the research conducted, several recommendations can be made as 
follows. Practical Recommendations: For the Kragilan Subdistrict Office in Serang Regency, the 
results of this study indicate that work motivation, work ethic, and job satisfaction play an 
important role in improving employee performance. Therefore, the organization is advised to 
continue to improve employee motivation through fair rewards, career development opportunities, 
and the creation of a conducive working environment. These efforts are expected to increase 
employee morale and commitment in carrying out their duties and responsibilities. In addition, the 
organization also needs to strengthen a work culture that emphasizes work ethic values such as 
discipline, responsibility, and hard work. Strengthening work ethics can be done through discipline 
training, increased work supervision, and setting a good example from the organization’s leaders. 
Furthermore, improving employee satisfaction should also be a key focus for organizations. This 
can be achieved by creating a comfortable working environment, improving the organization’s 
internal communication system, and ensuring fairness in the provision of compensation and 
rewards to employees. With increased job satisfaction, it is hoped that employee performance will 
also improve optimally. 

For future researchers Recommendations for Future Research This study still has several 
limitations, opening opportunities for further research. Future studies are recommended to expand 
the research object to various government agencies or other public sector organizations so that 
the research results can have a broader level of generalization. In addition, future studies can add 
other variables that have the potential to affect employee performance, such as leadership style, 
organizational culture, work environment, and organizational commitment. The addition of these 
variables is expected to provide a more comprehensive picture of the factors that influence 
employee performance. Future research can also use a more diverse methodological approach, 
such as a mixed methods approach, combining quantitative and qualitative methods to provide a 
deeper understanding of the dynamics of employee performance in public sector organizations. 
With more extensive and comprehensive follow-up research, it is hoped that studies on factors 
affecting employee performance can continue to develop and make a greater contribution to the 
development of human resource management science and the improvement of public sector 
organizational performance. 
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