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Abstract

This study aims to analyze the influence of rewards, punishments, organizational commitment, and
work motivation on employee performance at the Department of Agriculture and Food Security of
Bondowoso Regency. The research method used a quantitative approach with OLS-based multiple
linear regression analysis. A sample of 105 respondents was selected through purposive sampling, with
criteria of a minimum of three years of service and civil servant status. The results showed that rewards,
organizational commitment, and work motivation significantly influenced employee performance,
while punishment had no significant effect. Simultaneous tests showed that all four variables together
contributed significantly to improving employee performance, with work motivation being the
dominant factor. The research discussion confirms that appropriate rewards, commitment to the
organization, and strong motivational drive can increase employee productivity and loyalty.
Conversely, punishment proved less effective because it did not always encourage positive changes in
work behavior. A unique finding of this study was the insignificance of the punishment variable on
performance, indicating that the sanction approach is irrelevant in the context of Bondowoso's public
bureaucracy, and work motivation emerged as the primary determinant of performance improvement..
Keyword: Reward, Punishment, Organizational Commitment, Work Motivation, Employee
Performance

INTRODUCTION

Human resources, in general, are employees whose thinking skills must be used to provide input on
the work and all existing provisions. This activity must also be supported by strong motivation so that
employees are more active in their work and more enthusiastic in carrying out their work because an
employee must be given frequent motivational input to achieve alignment within an employee.
Therefore, to achieve performance goals, employees require motivation to work harder. Considering
the importance of employees in their work, these employees need more serious attention to the tasks
they carry out so that goals are achieved.

This study aims to analyze several variables/instruments related to employee performance at the
Department of Agriculture and Food Security of Bondowoso Regency. This research is interesting
because observations indicate a lack of effective employee performance in carrying out their duties and
functions. This is because not all employees at the Department of Agriculture and Food Security of
Bondowoso Regency receiverewardIn the form of TPP (Employee Income Supplement). Only civil

servants (PNS) receive TPP, while employees with work agreements (P3K) and regional daily field



workers (THLD) do not. This creates a gap between employees, as both civil servants and P3K have
the same workload. Furthermore, regarding sanctions/punishmentThis applies to all employees,
especially those receiving TPP, as employee discipline is strictly enforced. Employees who arrive late
or leave early will be immediately punished by deducting their TPP.

These two factors will also encourage or motivate employees to improve their performance and
commit to remaining at the Department of Agriculture and Food Security of Bondowoso Regency. The
primary factor motivating employees is ensuring their basic needs are met. These needs are generally
met by meeting the appropriate salary and benefits. If employees' needs can be met by working at the
Department of Agriculture and Food Security of Bondowoso Regency, they will certainly have no
desire to move to another department. Therefore, to improve employee performance at the Department
of Agriculture and Food Security of Bondowoso Regency, a suitable job is needed.reward, as well
aspunishmentto provide motivation and commitment to motivation.

Based on the description that has been put forward in the background, this research can be
formulated as follows: (1). Does the variable partially...rewardhas an influence on employee
performance at the Department of Agriculture and Food Security of Bondowoso Regency; (2) Does the
variable partiallypunishmenthas an influence on employee performance at the Department of
Agriculture and Food Security of Bondowoso Regency; (3) Does the organizational commitment
variable partially have an influence on employee performance at the Department of Agriculture and
Food Security of Bondowoso Regency? (4) Does the work motivation variable partially have an
influence on employee performance at the Department of Agriculture and Food Security of Bondowoso
Regency? (5) Does the work motivation variable simultaneously have an influence on employee
performance at the Department of Agriculture and Food Security of Bondowoso Regency?reward,
sanctions, organizational commitment and work motivation have an influence on employee

performance at the Department of Agriculture and Food Security of Bondowoso Regency.

Hypothesis

Regarding this research, a conceptual framework can be described which is how the theory
connects independent variables to dependent variables in order to determine the influence of
the relationship between variables as follows:
The influence of rewards on employee performance

In accordance with the opinion put forward by Oemar (2007) in (Mangkunegara, 2009)
who 1is of the opinion thatrewardis a reward given by the company to employees for the
performance they have provided. This meansrewardgiven by the company to employees as a
form of company appreciation to employees for their dedication or performance. In general,
the provision ofrewardfor employees aims to improve employee performance so that company

goals can be achieved, in addition to that, with the existence ofrewardEmployees feel that their



contributions are appreciated, which encourages increased employee performance. It can be
said that employee performance is influenced by the presence ofrewardwhether from salary,
allowances, bonuses, interpersonal awards in the form of praise, promotions, achievements
(Achievement) in the form of a sense of satisfaction and pride, as well as from autonomy.
Mansyur (2014) stated thatRewardhas a significant impact on employee performance. This is
supported by the results of previous research which stated thatreward influence on
performance. (Koencoro, (2012) Sisworo, Sampeadi and Apriono (2014), Suryadilaga (2016).
Based on the theoretical explanation and previous research, the hypothesis in this study is:
HI1. Partially variablerewardhas a significant influence on the performance of employees at

the Department of Agriculture and Food Security of Bondowoso Regency.
The effect of punishment on employee performance

Mangkunegara (2000) is of the opinionpunishmentThis is a threat of punishment aimed at
improving violating employees, maintaining applicable regulations, and providing a lesson to
violators. This lesson can ultimately change the employee's negative attitude to a positive one,
resulting in more profitable and professional performance. In general, the provision of
sanctionspunishmentfor employees aims to improve employee performance so that company
goals can be achieved, in addition to that, with the existence ofpunishmentEmployees will feel
more responsible for the work assigned to them, thus spurring their performance to improve.
H2: Partially variablepunishmenthas a significant influence on employee performance at the

Department of Agriculture and Food Security of Bondowoso Regency
The Influence of Organizational Commitment on Employee Performance

According to Kharis (2015) organizational commitment is a condition where an employee
sides with a particular organization and its goals and desires to maintain membership in the
organization. So high job involvement means siding with a particular job of an individual.
According to Moorhead and Griffin (2015) organizational commitment is an attitude that
reflects the extent to which an individual recognizes and is bound to his organization. An
individual who has a high commitment is likely to see himself as a true member of the
organization. According to Kreitner and Kinicki (2014) organizational commitment is an
agreement to do something for oneself, another individual, a group or an organization. Luthans
(2011) The definition of organizational commitment according to Mowday, Porter and Steers
consists of three factors, namely: a strong desire to remain a member of the organization, a
strong willingness to strive for the organization and a strong belief and acceptance of the values

and goals of the organization.



Robbins and Judge (2011) define organizational commitment as a state in which employees
identify with a particular company and its goals, and intend to maintain their membership in
that company. In other words, organizational commitment relates to employees' strong desire
to share and sacrifice for the company. Organizational commitment is valuable for the entire
organization, not just for their jobs or work groups. Employee commitment itself is relative to
the individual in identifying their involvement in the organization itself (Wibawa, 2015).

H3: Partially, the organizational commitment variable has a significant influence on employee
performance at the Department of Agriculture and Food Security of Bondowoso
Regency.

The Influence of Work Motivation on Employee Performance

Motivation is the provision of driving force that creates a passion for work for someone so
that they are willing to work with all their efforts to achieve satisfaction, Hasibuan (2007: 95).
Ishak and Hendri (2003: 12) stated that "motivation is a fundamental thing that drives every
motive to work". Motivation is often interpreted as a driving factor for a person's behavior.
Two things related to performance are the willingness or motivation of employees to work,
which gives rise to employee effort and the employee's ability to carry it out. According to
Gomez (2003: 177) that performance is a function of motivation and ability or can be written
with the formula P = f (M x A) where P = performance, m = motivation, a = ability. Ability is
inherent in a person and is innate since birth and is manifested in his actions at work, while
motivation is a very important aspect to drive creativity and one's ability in doing a job, as well
as always being enthusiastic in carrying out the job. Based on the explanation of the theory and
previous research, the hypothesis in this study is:

H4: Partially, the work motivation variable has a significant influence on employee

performance at the Department of Agriculture and Food Security, Bondowoso Regency.

Influence Reward, Punishment, Organizational Commitment and Work Motivation on

Employee Performance

According to Mangkunegara, (2012)rewardis a reward given by the company to employees
for the performance they have provided. This meansrewardgiven by the company to employees
as a form of company appreciation to employees for their dedication or performance. In
general, the provision ofrewardfor employees aims to improve employee performance so that
company goals can be achieved, in addition to that, with the existence ofrewardEmployees feel
that their contributions are appreciated, thus spurring employee performance to increase.

Furthermore, Mangkunegara (2014) argues thatpunishmentThis is a threat of punishment

aimed at improving employee violators, maintaining applicable regulations, and teaching them



a lesson. This lesson can ultimately change the employee's negative attitudes into positive ones,
resulting in more profitable and professional performance. It can be said that employees who
are undisciplined in carrying out their work will receive disciplinary
action.punishment/punishment. In general, the provision ofpunishmentfor employees aims to
improve employee performance so that company goals can be achieved, in addition to that,
with the existence ofpunishmentEmployees will feel more responsible for the work assigned
to them, thus spurring their performance to improve. Based on the theoretical explanation
above, it can be concluded thatreward and punishmentWork discipline and employee
performance are inextricably linked. Therefore, the following hypotheses can be formulated in
this study:
HS: Simultaneously reward, punishment, organizational commitment and work motivation
have a significant influence on employee performance at the Bondowoso Agriculture and

Food Security Service

RESEARCH METHODS

This research uses a quantitative analysis method withordinary least square (OLS) to
understand the relationship between variables in a study. To facilitate research, it is necessary
to create a conceptual research framework that describes the relationship between independent
variables in this case, rewards, sanctions, organizational commitment, and work motivation
and the dependent variable, namely employee performance.

This research was conducted for 3 months, namely from February to April 2023. The
location of this research was at the Department of Agriculture and Food Security of Bondowoso
Regency.

Population is a generalization area consisting of objects/subjects that have certain qualities
and characteristics determined by the researcher to be studied and then conclusions drawn
(Sugiyono, 2013). The population in this study was 209 employees of the Department of
Agriculture and Food Security of Bondowoso Regency.

A sample is a portion of the population and its characteristics. If the population is large and
researchers cannot study everything in the population, for example due to limited funds, time,
and energy, then researchers can use samples taken from that population. What is learned by
the sample, the conclusions will be applicable to the population (Sugiyono, 2013:91). The error
rate, in social research the maximum error rate is 5% (0.05). According to Roscoe (1975)
quoted by Sekaran (2006), provides a general reference for determining sample size. A sample

size of more than 30 and less than 500 is appropriate for most studies. According to Arikunto



(2008:116), "Determining sample size if less than 100 is better to take all so that the research

is a population study. If the number of subjects is large, it can be taken between 10-15% or 20-

55% or more depending on the number of:

1. The researcher's ability is seen from time, energy and funds.

2. The narrow area of observation of each subject, because this concerns the amount of funds.

3. The size of the risk borne by the researcher for researchers with large risks, of course if
the sample is large the results will be better.

Referring to the opinion above, the number of samples used in this study is 30% of the
population, namely: 50% x 209 = 104.5 rounded up to 105 employees as respondents. This
study uses the sampling technique, namely:nonprobability sampling with technique purposive
sampling. According to Sugiyono (2016) that: "purposive samplingis a technique for taking
samples of data sources with certain considerations.” Reasons for using this
techniquePurposive Samplingis because not all samples have the criteria that match the
phenomenon being studied. Therefore, the author chose the techniquePurposive
Samplingwhich establishes certain considerations or criteria that must be met by the samples
used in this research. The criteria for determining respondents are as follows:

1. Respondents who have worked at the Department of Agriculture and Food Security of

Bondowoso Regency for at least 3 yearsThis is because employees with this length of

service fully understand the work culture, motivation, and discipline of employees.

2.  Employees with civil servant status.

Validity Test

Validity testing is the degree to which data can be trusted to be true and consistent with
reality. Sugiyono (2016) states that "Valid means the instrument can be used to measure what
it 1s supposed to measure." Validity indicates the degree of accuracy between the data that
actually occurs on the object and the data that the researcher can collect. Validity testing of the
questionnaire is conducted to measure how accurately an instrument functions as a measuring
tool. The decision-making requirements are as follows:
1. If reoun Trable, then the statement items from the questionnaire are valid.
2. If reount < Tible, then the statement items from the questionnaire are invalid.
3. rupeobtained from df=n — 2 with a significance level of 95% or a: 5%, where:

df : degree of freedom

n : number of samples



Validity testing in this study used the SPSS 22 programfor windows 7. CorrelationProduct
Moment according to Sanusi (2011:77) with the following formula:

Information:

r: Correlation Coefficient

n: Number of Samples

x: Score Item

y: Total Item Score

Reliability Test
Arikunto (2013:221) states that "Reliability refers to the understanding that an instrument
is sufficiently trustworthy to be used as a data collection tool because the instrument is good."
Reliability testing is a measuring tool for measuring a questionnaire which is an indicator of a
variable. A questionnaire is said to be reliable.reliable or reliable if a person's answers to
questions are consistent or stable over time. SPSS provides facilities for measuring reliability
with statistical tests.Cronbach Alpha (o). A variable is said to bereliableif it gives a value of a
> 0.60, if the value of a < 0.60 then it is notreliable. Sunyoto (2012:36) states that
"mathematically the magnitude of reliability". It is formulated as follows:
Information:
a: Reliability coefficient
r: Correlation between items
k: Number of items
1. When the result of the coefficient Alpha> significance level 60% or 0.60 then the
questionnairereliable.
2. When the result of the coefficient Alpha< significance level 60% or 0.60 then the

questionnaire is notreliable.

Classical Assumption Test

Widardjono (2010:75) states that "There are five classical assumption tests:
multicollinearity, heteroscedasticity, autocorrelation, linearity, and normality." In this study,
the researcher did not use the two classical assumption tests, namely autocorrelation and
linearity. The researcher only used three classical assumptions: normality, heteroscedasticity,
and multicollinearity. The following are the results of the classical assumption tests and an

explanation of the three classical assumptions used:



Normality Test
Ghozali (2018:161) states that "The normality test aims to determine whether each variable

is normally distributed or not." The normality test is necessary because it is necessary to

conduct tests on other variables by assuming that the residual values follow a normal

distribution. Testing whether data is normally distributed or not can be determined using a

normal plot graph. Looking at the histogram of the residuals, the normality test in this study

uses the methodKolmogorov-Smirnovlf the significance value is less than 0.05, the data is not

normally distributed. Basis for decision making (Ghozali, 2018:163):

1. Ifthe data is spread around the diagonal line and follows the direction of the diagonal line
or the histogram graph shows a normal distribution pattern, then the regression model
meets the assumption of normality.

2. Ifthe data is spread far from the diagonal and does not follow the direction of the diagonal
line or the histogram graph does not show a normal distribution pattern, then the regression

model does not meet the normality assumption.

Heteroscedasticity Test
Ghozali (2018) stated that "The heteroscedasticity test aims to test whether there is
inequality of variance in one observation against another observation in the regression model."
If the variance of the residuals of one observation remains constant, it is called
homoscedasticity and if it is different, it is called heteroscedasticity. According to Ghozali
(2018:105) a good regression model is a model that is homoscedastic or does not experience
heteroscedasticity. If the p value > 0.05 is not significant, it means there is no
heteroscedasticity, meaning the regression model passes the heteroscedasticity test. The
heteroscedasticity test in this study uses a Plot Graph between the predicted value of the
dependent variable, namely ZPRED, and its residual SRESID. The heteroscedasticity test is
carried out with the help ofsoftwareSPSS 22 for Windows 7. The basis for heteroscedasticity
test analysis according to Ghozali (2018:138) is:
1. Ifthere is a certain pattern, such as the existing points form a certain regular pattern (wavy,
widening then narrowing) then it indicates that heteroscedasticity has occurred.
2. If there is no clear pattern, such as dots spread above and below the number 0 on the Y-

axis, then heteroscedasticity does not occur.

Multicollinearity Test



Ghozali (2018) stated that "The multicollinearity test aims to test whether the regression
model finds a correlation between independent variables (independent)”. A good regression
model should not have any correlation between independent variables. If independent variables
are correlated with each other, then these variables are not orthogonal. Orthogonal variables
are independent variables that have a correlation value between each independent variable
equal to zero. Detecting the presence or absence of multicollinearity in a regression model is
as follows:

1. The R value produced by an empirical regression model estimate is very high, but
individually many of the independent variables do not significantly influence the
dependent variable.

2. Analyze the correlation matrix of independent variables. If there is a high correlation
between variables (usually above 0.90), this indicates multicollinearity. The absence of a
high correlation between independent variables does not necessarily indicate the absence
of multicollinearity. Multicollinearity can be caused by the combined effect of two or more
independent variables.

3. Multicollinearity can also be seen from (1) the valuetoleranceand his opponent
(2)varianceinflation factor(VIF). These two measures indicate how much of each
independent variable is explained by the other variables. In simple terms, each independent
variable becomes a dependent variable anddigressagainst other independent
variables.Tolerance measure the variability of the selected independent variable that is
explained by other independent variables. If the valuetolerance low is equal to high VIF
value (because VIF = 1/Tolerance). Mark cut offThe value commonly used to indicate the
presence of multicollinearity is theTolerance <0.10 or equal to the VIF value>10. Each
researcher must determine the level of collinearity that can still be tolerated. For example,
the valueTolerance = 0.10 is the same as the collinearity level of 0.95. Although
multicollinearity can be detected with the valueToleranceand VIF, but we still do not know

which independent variables are correlated with each other.

Multiple Linear Regression Analysis

This analysis is used to determine how much influence the independent variable, namely
Awards (X) has.1), Sanctions/punishments (X>), Organizational commitment (X3), and work
motivation (X4) on the dependent variable, namely employee performance (Y) at the
Department of Agriculture and Food Security of Bondowoso Regency. This research used the

SPSS 22.0 computer program for regression analysis.for Windows 7. According to Sanusi



(2011:135) to determine the influence of independent variables on dependent variables, the
multiple linear regression analysis formula is used as follows:

Y =a+ b1 Xi +b2Xs + bsX3 + by X4+ and

Information:

AND : Employee performance
X : Award

X2 : Sanctions/punishment

X3 : Organizational commitment
X4 : Work motivation

a : Constant

b1 ba b3 bs : Regression Coefficient

and : Error

Partial Test (t-Test)

The t-test is used to partially see how the independent variable (X) influences the
dependent variable (Y), in order to test the established hypothesis of whether it has an influence
or not (Sugiyono, 2016:184). In this study, the t-test used the SPSS 22 computer program.for
Windows 7:

Information:

t: t-test value

r: Correlation efficiency value
n: Number of Samples

a. The testing criteria are as follows:

1) Ho: bi=b>=bs=bs=0, meaning that partially the independent variables (Rewards,
Sanctions/Punishments, Organizational Commitment, and Work Motivation) do not have
a partial influence on the dependent variable (Employee Performance).

2) Ha: bi#bo#bs#bs# 0, meaning that partially the independent variables (Rewards,
Sanctions/Punishments, Organizational Commitment, and Work Motivation) have a
partial influence on the dependent variable (Employee Performance).

b. The basis for decision making according to Sanusi (2011:138) is to use significant
probability figures, namely:

1) When teoun™ trable OF -teount< -tmbleand the significant value t < significance level 5%
(0.05), then Horejected and Haaccepted. This means that there is a significant influence of

each independent variable on the dependent variable partially.



2) When teount< ttable OF -teount™ -twbieand the significant value t > significance level 5%
(0.05), then Hoaccepted and Harejected. This means that there is no significant influence
of each independent variable on the dependent variable partially.

c. Looking for tuble: df =n —k (0/2)

Where: df:degree of freedom
n: number of samples
k: number of independent variables and dependent variables

a: 5% (0.05)

Simultaneous Test (F Test)

The F test is carried out to see simultaneously or together how variable X influences
variable Y. In the F test in this study, the SPSS 22 computer program was used.for Windows
7. The F test formula quoted from (Sugiyono, 2016:192) is as follows:

Information:

Fh: F valuecount

R?: Coefficient of Determination

n: Number of Samples

K: Number of Independent Variables and Dependent Variables

a. The testing criteria are as follows:

1) Ho: bi=b,=bs=bs=0, meaning that the independent variables (Rewards,
Sanctions/Punishments, Organizational Commitment, and Work Motivation) do not have
a simultaneous influence on the dependent variable (Employee Performance).

2) H..at least one coefficient of b1# 0, meaning that the independent variables (Rewards,
Sanctions/Punishments, Organizational Commitment, and Work Motivation) have a joint
(simultaneous) influence on the dependent variable (Employee Performance).

b.  The basis for decision making according to Sanusi (2011:143) is to use probability figures

as follows:

1) If Feoune> Fubleand the Sig value < 0.05, then Horejected and Haaccepted, meaning that
simultaneously the independent variables have a significant influence on the dependent
variable.

2) If Feount< Fravieand the Sig value > 0.05, then Hoaccepted and Harejected, meaning that
simultaneously the independent variables do not have a significant influence on the
dependent variable.

c. Looking for Fuple: dfi =K —1



db=n-K
Where: df:degree of freedom
n: number of samples

K: number of independent variables and dependent variables

Coefficient of Determination (R)?)

Coefficient of determination (R?) is used to measure how well the regression line fits the
actual data (goodness of fit) the coefficient of determination measures the percentage of total
variation in the dependent variable Y explained by the independent variable in the regression
line (Widarjono, 2010:19). According to Widarjono (2010:20) the equation for the coefficient
of determination is as follows:

Information:

R? = Coefficient of determination

RSS = Residual Sum of Square

TSS = Total Sum of Square

Where when:

R?= 0, means the influence of variable X on variable Y is weak

R2= 1, means the influence of variable X on variable Y is strong

Table 1
Interpretation of Correlation Coefficient r Value
No. Coefficient Interval Relationship Level
1. 0,80 — 1,000 Very strong
2. 0,60 - 0,799 Strong
3. 0,40 — 0,599 Strong Enough
4. 0,20-0,399 Low
5. 0,00 -0,199 Very Low
RESULT AND DISCUSSION

Results



Based on the research data collected for both the dependent variable (Y) and the
independent variable (X).4) which was processed using the SPSS 25 programfor Windows 13,

then it can be seen in the following table:



Table 2

Summary of Multiple Linear Regression Analysis Results

Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
Std.
Model B Error Beta t Say. Tolerance VIF
1 (Constant) 10,419E- 0,040 0,000 10,000
16
Reward 0,243 0,063 0,243 3,868 0,000 0,411 2,433
Punishment 0,027 0,074 0,027 0,360 0,720 0,296 3,383
Commitment 0,253 0,083 0,253 3,045 0,003 0,235 4,253
Motivation 0,493 0,065 0,493 7,525 0,000 0,380 2,633
Source: Data Appendix 5

Based on the table above, the multiple linear regression equation can be obtained as follows:

Y =10,419E-16+ 0.234X1 + 0.027X2 + 0.253X3 + 0.493X3

Based on the multiple linear regression equation, it shows the meaning and can be

explained that:

a.

The constant value is 10,419E-16 Thus, the constant value shows the value of the
employee performance variable of the Department of Agriculture and Food Security
of Bondowoso Regency. 10,419E-16 meaning if the variablereward, commitment,
organizational commitment and work motivation are assumed to be equal to zero or
constant, then employee performance is quite good because it has a positive value.
The magnitude of the variable coefficientrewardis as big as0,234 which mean eaeh
nerease-in-the-vartablereward when the reward increases, it will improve the ASN's
performance inereaset with the assumption that the wvariables punishment,
organizational commitment and work motivation do not change.

The magnitude of the variable coefficientpunishmentis as big as0,027 which means
when the punishment is increased each-inerease-in-the-variablepunishmentsthen it will
improve ASN performance assuming that the reward variables, organizational
commitment and work motivation do not change.

The coefficient of the Organizational Commitment variable is0,253 which means that
if the organizational commitment variable is increased, it will increase ASN
performance, assuming that the reward, punishment, and work motivation variables do

not change.



Simultaneous Statistical Test (F-test)

Simultaneous test or F test is a joint test to test the significant influence of variables.reward,
punishment, Organizational commitment and employee work motivation on the performance
of employees of the Department of Agriculture and Food Security of Bondowoso Regency.

Then the results of F-test can be seen in the following table:

Table 3
F Test
Model Sum of Squares df Mean Square F Say.
1 Regression 87,069 4 21,767 128,561  0,000°
Residual 16,931 100 0,169
Total 104,000 104

a. Dependent Variable: Kinerja
b. Predictors: (Constant), Motivation, Punishment, Reward, Commitment

Source: Data Appendix 5

Based on statistical testing using the F test method, where the significance level obtained
is 0.000 < 0.05. Because the valuep-value smaller than o (0.000 < 0.05) then Ho= no
effectreward, punishment, Organizational commitment and work motivation simultaneously
on the performance of employees of the Department of Agriculture and Food Security of
Bondowoso Regency. rejected. This means that the variablereward, punishment,
Organizational commitment and work motivation have a simultaneous influence on the
performance of employees of the Department of Agriculture and Food Security of Bondowoso

Regency.

Partial Statistical Test (t-test)

This test is to see to what extent the partial (individual) influence of variable X (reward,
punishment, organizational commitment and work motivation) on variable Y (performance).
Based on the results of processing using SPSS version25 for Windows 13 then the results of

the t-test are obtained, the results of which are summarized in the following table:



Table 4
Recapitulation of t-Test Results

Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
Std.
Model B Error Beta t Say. Tolerance VIF
1 (Constant) 10,419E- 0,040 0,000 10,000
16
Reward 0,243 0,063 0,243 3,868 0,000 0,411 2,433
Punishment 0,027 0,074 0,027 0,360 0,720 0,296 3,383
Commitment 0,253 0,083 0,253 3,045 0,003 0,235 4,253
Motivation 0,493 0,065 0,493 7,525 0,000 0,380 2,633

Source: Data Appendix 5

a.

Reward
Values for variablesrewardof 3.868, with a significance value of 0.000 < 0.05. Because the
valuep-value smaller than a (0.000 < 0.05), meaning the variablerewardhas a partial effect
on the performance of employees of the Department of Agriculture and Food Security of
Bondowoso Regency.

Punishment
Values for variablespunishmentthis is as big as0,360, with a significant value of 0.720 >
0.05. Because the valuep-value greater than o (0.720 > 0.05). This means that the
variablepunishmentdoes not have a partial effect on the performance of employees of the
Department of Agriculture and Food Security of Bondowoso Regency.

Organizational commitment
t valuecountfor variablespunishmentThis is 3.045, with a significance value of 0.003 < 0.05.
Because the valuep-value smaller than a (0.003 < 0.05) meaning that the organizational
commitment variable has a significant partial effect on employees of the Department of
Agriculture and Food Security of Bondowoso Regency.

Work motivation
Values for variablespunishmentThis is 7.525 with a significance value of 0.000 < 0.05.
Because the valuep-value smaller than a (0.000 < 0.05) meaning that the work motivation
variable has a partial influence on employees of the Department of Agriculture and Food

Security of Bondowoso Regency



Coefficient of Determination (R?)

The coefficient of determination is used to determine the ability of an independent variable
to explain a dependent variable. The magnitude of determination can be seen in the R Square
and is expressed as a percentage. The following is a measure of the variable's
contribution:reward (), punishment(), Organizational commitment (), and work motivation (),
on employee performance (Y) which are presented in the following table:

Table 5

Results of the Determination Coefficient Test ()

Model Summary”

Model R R Square Adjusted R Square Std. Error of the Estimate Durbin-Watson
1 0,915° 0,837 0,831 0,41147754 10,646
a. Predictors: (Constant), Motivation,Punishment, Leadership, Commitment

b. Dependent Variable: Employee performance
Source: Data Processed

Results of the influence analysisreward (), punishment(), organizational commitment (),
and work motivation (), on employee performance (Y) as in the table above, shows the value
of the coefficient of determination orAdjusted R squareshows a value of 0.831, from these
results it means that all independent variables (reward, punishment, Work commitment and
motivation) has a contribution of 83.1% to the dependent variable (performance) with a very
strong level of determination, and the remaining 16.9% is influenced by other factors outside

of this research.

Discussion
The Influence of Rewards on Employee Performance

Based on the second hypothesisrewardhas an effect on employee performance. After
hypothesis testing, the results obtained stated thatrewardhas a significant influence on the
performance of employees of the Department of Agriculture and Food Security of Bondowoso
Regency. Its truth is proven or H»accepted. This could be due to aspects related torewardhas
been able to improve employee performance. These aspects include salary, benefits,
bonuses/incentives, interpersonal recognition, and promotional awards.

Based on the descriptive results of the overall answer results for the variable
indicatorsrewardMost of them stated that they agreed with the questions/statements
regardingrewardat the Department of Agriculture and Food Security of Bondowoso Regency.

The most dominant indicator is the variablerewardis interpersonal appreciation (Xi4) that is,



respondents felt they had received interpersonal appreciation from their superiors. This
indicates that the superiors/leaders of the employees of the Department of Agriculture and Food
Security in Bondowoso Regency who were respondents in this study often provided verbal
appreciation for work completed. This form of appreciation, in the form of thanks, recognition,
or praise for subordinates, will certainly have a positive impact that can influence employee
performance.

In general, givingrewardfor employees aims to improve employee performance so that
company goals can be achieved, in addition to that, with the existence ofrewardEmployees
feel that their contributions are appreciated, which in turn encourages increased employee
performance. It can be said that employee performance is influenced by the presence
ofrewardwhether from salary, allowances, bonuses, interpersonal awards in the form of
praise, promotions, achievements (Achievement) in the form of a sense of satisfaction and
pride, as well as from autonomy. Mansyur (2014) stated thatRewardhas a significant impact
on employee performance.

In addition to the expert opinions that have been discussed, the results of this study are
supported by empirical evidence conducted by (Koencoro, (2012) Sisworo, Sampeadi and
Apriono (2014), Suryadilaga (2016) which states thatRewardhas an influence on employee

performance.

Influence Punishment On Employee Performance

Based on the second hypothesispunishmenthas an impact on employee performance. After
testing and data analysis, the results obtained stated thatpunishmenthas no significant effect on
the performance of employees of the Department of Agriculture and Food Security of
Bondowoso Regency., is it true or Horejected. This could be due to aspects related
topunishmenthas been able to improve the performance of employees at the Bondowoso
Regency Agriculture and Food Security Service. These aspects include minimizing errors,
imposing harsher penalties, providing explanations, and promptly administering penalties.

Based on the descriptive results, it shows that the overall answer to the
variablepunishmentMost of the employees of the Department of Agriculture and Food Security
of Bondowoso Regency stated that they agreed with the four variable indicators.punishmentat
the Department of Agriculture and Food Security of Bondowoso Regency. The most dominant
indicator agreed upon by respondents was that respondents felt that for every violation that
occurred, the sanctions given were always expedited (X2.4) This statement implies that every

mistake that is directly sanctioned or warned also demonstrates the leadership function of



monitoring and evaluation. This ensures that employees feel that their work results and
incorrect actions are immediately addressed and that they can be followed up with
improvements in their work attitudes and behaviors. This action will undoubtedly serve as a
lesson and experience for employees, preventing them from repeating the same mistakes.

In accordance with H Mangkunegara's (2000) opinion punishmentThis is a threat of
punishment aimed at improving violating employees, maintaining applicable regulations, and
providing a lesson to violators. This lesson can ultimately change the employee's negative
attitude to a positive one, resulting in more profitable and professional performance. In general,
the provision of sanctionspunishmentfor employees aims to improve employee performance so
that company goals can be achieved, in addition to that, with the existence
ofpunishmentEmployees will feel more responsible for the work assigned to them, thus
spurring better performance. The results of this study agree with those of Rizal, M. F., &
Widyasunu, P. (2019)punishment(X2) partially does not have a significant influence on
employee performance.

Apart from the expert opinions that have been discussed, the results of this study contradict
the empirical evidence conducted by (Mas'ud et al., 2017),Azwar, M. R., Meutia, M., &

Budiastra, K. (2022).which states thatpunishmenthas an influence on employee performance.

The Influence of Organizational Commitment on Employee Performance

Based on the third hypothesis, organizational commitment influences employee
performance. After testing and data analysis, the results showed that organizational
commitment significantly influences employee performance at the Department of Agriculture
and Food Security of Bondowoso Regency. The proposed hypothesis was not proven or HO
Acceptable. This could be due to aspects of organizational commitment related to the
performance of employees at the Bondowoso Regency Agriculture and Food Security Service.
These aspects include employee willingness, loyalty, and pride.

Based on the descriptive results of the study, the overall responses to the organizational
commitment variable of employees of the Department of Agriculture and Food Security of
Bondowoso Regency, the majority stated that they agreed with all organizational commitment
indicators. The most dominant indicator chosen by respondents was that respondents felt they
would continue their careers at the Department of Agriculture and Food Security of Bondowoso
Regency (X3.2) refers to an employee's desire and awareness to remain part of the organization
due to certain factors. Generally, the most important factor influencing this desire is the type

of employment that does not allow for transfer within the organization. The type of



employment at the Department of Agriculture and Food Security of Bondowoso Regency is
functional, which is difficult and has a small chance of becoming a structural employee.
According to Robbins and Judge (2011), Organizational Commitment is defined as a state
in which employees side with a particular company and its goals, and intend to maintain their
membership in that company. In other words, organizational commitment is related to
employees' high desire to share and sacrifice for the company. Organizational commitment is
valuable for the entire organization, and not just for work or work groups. Employee
commitment itself is relative to the individual in identifying his or her involvement in the
organization itself (Wibawa, 2015). The results of this study are supported by empirical
evidence conducted by Sasanti et al., (2020), Sasanti, M. N., Indrawati, M., & Muninghar, M.
(2020). (Luh et al., 2018), Rosalina, D., & Tanjung, M. S. B. (2020). which states that

organizational commitment has an influence on employee performance.

The Influence of Work Motivation on Employee Performance

Based on the fourth hypothesis, work motivation influences employee performance. After
testing and data analysis, the results showed that work motivation significantly influences
employee performance at the Department of Agriculture and Food Security of Bondowoso
Regency. This was proven true or HO.;accepted. This could be due to the existence of aspects
of work motivation related to the performance of employees of the Department of Agriculture
and Food Security of Bondowoso Regency. These aspects are as follows: physiological needs,
safety needs, social needs, self-esteem needs, and self-actualization needs.

Based on the overall results of the responses to the work motivation variable at the
Bondowoso Regency Agriculture and Food Security Service, the majority agreed with all
work motivation indicators. The most dominant indicator chosen by respondents was that
they felt they had received awards and recognition and were not treated arbitrarily (X4.4)
This statement is clearly rarely encountered in the field, considering that arbitrary actions
are no longer the culture of any organization. A work culture that can motivate employees
is the provision of awards and recognition for the work achieved by employees of the
Bondowoso Regency Agriculture and Food Security Service.

Ishak and Hendri (2003:12) state that "motivation is a fundamental factor that drives
every motive to work." Motivation is often interpreted as a driving factor in a person's
behavior. Two things related to performance are the willingness or motivation of employees
to work, which generates employee effort and the employee's ability to carry it out. In

addition to the expert opinions discussed, the results of this study are supported by empirical



evidence conducted by Sasanti et al., (2020), (Lesmana, 2016), (Luh et al., 2018), Rosalina,
D., & Tanjung, M. S. B. (2020), which states that work motivation has an influence on

employee performance.

CONCLUSION

Based on the research findings presented in research, the following conclusions can be drawn:
partially, reward, organizational commitment, and work motivation each have a positive and significant
impact on employee performance, while punishment does not show a significant effect. Simultaneously,
the variables of reward, punishment, organizational commitment, and work motivation collectively
exert a positive and significant influence on employee performance. These results highlight the
importance of a comprehensive approach to performance enhancement, emphasizing motivational and
organizational factors.

In light of these findings, it is recommended that the leadership of the Agriculture and Food
Security Service of Bondowoso Regency prioritize efforts to improve employee motivation, such as
ensuring that salaries and benefits are aligned with workload and basic needs. Given that punishment
has the least and insignificant impact, it is advisable to evaluate the sanctioning process, including clear
communication of disciplinary actions and preventive measures for recurring violations. Future research
should consider additional factors influencing employee performance, such as work discipline,
competence, and job satisfaction, and expand the scope to include different organizational settings or

broader populations.
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