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Abstract: Data analysis method that will be used is Stuctural Equation Modeling analysis. 

In this study data analysis using PLS approach. PLS is a model of SEM 

equations based on components or variants. Population in this research is all 

employees of Agency Personnel, Education and Training Area of Samarinda 

City. The results showed that; Leadership gives a negative influence on 

motivation, leadership does not have a significant effect on motivation, 

Leadership gives a positive influence on performance, leadership gives no 

significant effect on performance, organizational commitment has a positive 

influence on motivation, organizational commitment does not have a significant 

effect on motivation, organizational commitment has a negative influence on 

performance, organizational commitment does not have a significant effect on 

performance, work ability has a positive influence on motivation, work ability 

provides significant influence on motivation, work ability gives a positive 

influence on performance, work ability provides insignificant influence on 

performance, motivation has a positive influence on performance, motivation 

has a significant influence on the performance. 

Keywords:  Leadership, Organizational Commitment, work ability, motivation and 

performance 

 

1. Introduction 

This study focused on employees of the Samarinda City Regional Personnel, Education and 

Training Agency. High employee performance is a demand by the organization, with the 

expectation that overall organizational productivity will increase. Employees are required to be 

able to complete their duties and responsibilities effectively and efficiently. The performance of 

Samarinda City Regional Personnel, Education and Training Agency employees can be 

measured through the effective and efficient completion of their duties and carrying out their 

roles and functions, and these are all linearly related and positively related to organizational 

success. Associated with the actual situation on the ground, the performance of employees at the 

Samarinda City Regional Personnel, Education and Training Agency is still not in accordance 

with the ideal demands of the organization, which can be seen from the still many complaints 

about employee performance, both from internal (dissatisfaction among colleagues) and from 

external (complaints and criticisms of employees served, superiors and even the mass media). 

Achievement of optimal performance at the Samarinda City Regional Staffing, Education 

and Training Agency is expected to be achieved by employees through their knowledge of 

organizational commitment and motivation built by employees together with the organization, 

with leadership in line with organizational goals and employee character that refers to 

improvement as well as the work ability of employees in carrying out their responsibilities, so 

that the Regional Employment, Education and Training Agency of Samarinda City is able to 
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achieve the targeted goals through optimizing employee performance that has not been achieved 

in reality. 

There are negative factors that reduce the performance of employees at the Samarinda City 

Regional Personnel, Education and Training Agency, including the lack of application of 

rewards and punishments within the organization, the weaker sense of engagement in the 

organization, lack of timeliness in completing work, and the lack of examples of leaders or 

colleagues which can be a role model in the world of work. As an organization engaged in the 

service sector that is demanded that everything, including job targets, can be carried out on time. 

Employees of the Samarinda City Regional Civil Service, Education and Training Agency have 

not optimally implemented this, which can be seen from the lack of employee attention to the 

responsibilities given, as well as the habit of delaying work which makes it less than 

maximizing its capabilities. All of that is the cause of declining employee performance.  

 

2. Literature Review 

The effect of leadership on motivation 

Leadership influences employee work motivation, this is supported by previous research 

conducted by Naile, & Selesho (2014), Smat (2005), stating that leadership influences employee 

work motivation. 

Leadership and motivation are important elements that must be possessed not only by 

management in business, but also employees who are part of the organization. Leading is the 

ability to influence others in the group. Being a good leader requires an understanding of what 

motivates others. Success or failure of an organization is determined by leadership, because the 

leader is responsible for the failure of the implementation of work, on the contrary success in 

leading an organization is the success of someone influencing others to move or carry out his 

vision, besides that there is good coordination or cooperation between leaders and subordinates. 

Dessler (2010: 143) states that leadership has a close relationship with motivation because the 

success of a leader in moving others to achieve the goals that have been determined is very 

dependent on authority, besides how to create motivation in employees, colleagues and leaders 

themselves. 

H1: Leadership has a direct and significant effect on employee motivation 

 

The effect of organizational commitment on motivation 

Organizational commitment affects employee work motivation, this is supported by previous 

research conducted by Noerhayati, (2011) stating that organizational commitment influences 

employee work motivation. 

In the process of organizational commitment, they are building values based on 

commonalities. Every member of the organization has the same opportunity, for example for 

promotion, the basis used for promotion is the ability, skills, interests, motivation, performance 

without discrimination, thus motivation has an important relationship with organizational 

commitment, motivation is one aspect of the commitment process organization. In 

organizational psychology literature, organizational commitment and motivation usually 

develop independently to some extent. According to Meyer in Robbins (2007: 89) said that 

commitment is one of the important components of motivation, Meyer believes that 

commitment is considered as an important part of motivation. 

H2: Organizational commitment has a direct and significant effect on employee motivation 

 

The effect of work ability on motivation 

Work ability affects employee work motivation, this is supported by previous research 

conducted by Runi, et al. (2017), Nasir, et al. (2017), states that work ability influences 

employee work motivation. 

https://www.onlinejournal.in/
https://www.onlinejournal.in/
https://www.onlinejournal.in/ijir/
https://www.onlinejournal.in/v3i92017/
https://www.onlinejournal.in/v3i92017/
https://jurnal.stie-aas.ac.id/index.php/IJEBAR


 
International Journal of Economics, Business and Accounting Research (IJEBAR)  

Peer Reviewed – International Journal 

Vol-4, Issue-2, 2020 (IJEBAR) 

E-ISSN: 2614-1280 P-ISSN 2622-4771 

https://jurnal.stie-aas.ac.id/index.php/IJEBAR  

 

International Journal of Economics, Business and Accounting Research (IJEBAR) Page 183 
 

Motivation is an activity that results in, channeling and maintaining human behavior. 

Motivation is an important subject, because through motivation a work ability of employees will 

be created. Leaders need to understand the behavior of certain people in order to influence it to 

work to fit what the organization wants. According to Herzberg (2009: 7) one of the factors that 

can increase employee motivation is the ability possessed by employees. According to Dessler 

(2010: 214) ability will determine how a person can do work, talent will play a role in helping to 

carry out work if there is conformity to the type of work, as well as perceptions, self-concepts, 

values, interests, emotions, needs and personality. All that will affect the motivation 

(motivation) of someone in carrying out their work. Thus the study of performance also requires 

a discussion of motivation, because a person's behavior in carrying out work can not be 

separated from the impetus behind it. 

H3: Work ability has a direct and significant effect on employee motivation\ 

 

The influence of leadership on performance 

Leadership affects employee performance, this is supported by previous research conducted by 

Hurduzeu (2015), Melmambessy, (2008), Roslinawati, (2011), Runi, et al. (2017), Harwiki 

(2013), states that leadership influences employee performance. 

According to Challagalla & Shervani (2006: 96) the role of leadership is the leader 

(manager) oriented towards increasing ability to focus on developing employee skills to 

improve the quality of employee performance. These findings suggest that leaders (managers) 

must carefully match the applicable controls with the desired results. Overall, these results 

indicate that information and the effect of reinforcement are variable, which suggests the need 

to differentiate between the information available and the actual reinforcement assumed to 

employees. They also show that activity control and skill control have different effects and 

illustrate the sharp distinction between the two types of behavioral control. Furthermore, 

according to Challagalla & Shervani (2006: 101) the role of leadership control (supervisor) has 

a direct and indirect positive effect on employee performance. 

H4: Leadership has a direct and significant effect on employee performance 

 

Effect of organizational commitment on performance  

Organizational commitment influences employee performance, this is supported by previous 

research conducted by Noerhayati, (2011), Roslinawati, (2011), Runi, et al. (2017), states that 

organizational commitment influences employee performance. 

Organizational commitment is identification (trust in organizational values), involvement 

(willingness to do their best for the sake of the organization) and loyalty (the desire to remain a 

member of the organization concerned) expressed by an employee of the organization. 

Furthermore Steers stated that organizational commitment is a condition where employees are 

very interested in the goals, values and goals of the organization. Commitment to the 

organization means more than formal membership, because it includes an attitude of liking the 

organization and a willingness to strive for a high level of effort for the interests of the 

organization for the achievement of objectives. Organizational commitment has an important 

role in shaping the character of the organization, through organizational commitment employees 

will have competitiveness that is measured through the performance that has been achieved. 

According to Robbins (2007: 89) found the influence of organizational commitment to 

performance, commitment is seen as a value orientation to the organization that shows 

individuals are very concerned about and prioritize their work and organization. Individuals will 

try to give all their business in order to help the organization achieve its goals. 

H5: Organizational commitment has a direct and significant effect on employee performance 
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Effect of work ability on performance 

Work ability affects employee performance, this is supported by previous research conducted by 

Nasir, et al. (2017), Runi, et al. (2017) states that work ability influences employee 

performance. 

Ability is a key requirement in performance. The ability possessed by someone to carry out 

the work given to him well (Wibowo, 2010: 104). According Wiryawan (2009: 7) states that 

ability is an internal factor of employees that can directly influence employee performance. 

According to Hatta (2011: 18) states that an important factor in the success of an organization's 

performance is the existence of employees who have the ability to work. 

H6: Work ability has a direct and significant effect on employee performance. 

 

The effect of motivation on performance  

Work motivation affects employee performance, this is supported by previous research 

conducted by Nasir, et al. (2017), Harwiki (2013), Runi, et al. (2017), Roslinawati, (2011), 

Noerhayati, (2011), stated that work motivation influences employee performance. 

Motivation is an expertise in directing employees to organizational goals so they want to 

work and try so that the desires of employees and organizational goals can be achieved. 

Someone's motivation to do a job because of a necessity of life that must be met. This need can 

be in the form of economic needs, namely to obtain money, while non-economic needs can be 

interpreted as the need to obtain more advanced rewards and desires. With all these needs, a 

person is required to be more active and active in working, to achieve this it requires motivation 

to do work, because it can encourage someone to work and always eager to continue their 

business. Therefore, if employees who have high work motivation usually have high 

performance as well. Rivai (2004: 43) shows that the stronger work motivation, employee 

performance will be higher. This means that any increase in employee motivation will provide a 

significant increase in improving employee performance in carrying out their work. 

H7: Motivation has a direct and significant effect on employee performance 

 

3. Research Method 

In this study involving all Civil Servants in the Environment Agency, Education and Training 

District of Samarinda City. The sampling technique in this study is nonprobability sampling. 

The greater the number of samples, the better. The sample of this study was employees of the 

Samarinda City Regional Personnel, Education and Training Agency. For sampling, the author 

uses population research techniques or census methods in which the entire population is 

sampled with as many as 56 Civil Servants in the Samarinda City Regional Personnel, 

Education and Training Agency. 

Analysis of the data used by the author is the Structural Equation Model (SEM). 

Hypothesis testing is done by multivariate analysis carried out through the SmartPLS program. 

Data analysis through partial Least Square (PLS) is done through two stages, namely: a) 

Assessing the outer model or measurement model, b) Assessing the inner model or structural 

model. 

 

4. Results and Discussion 

Results 

Through the original sample estimate indicators that provide the dominant influence on each 

exogenous and endogenous variables in the study with the following information: 

1) The dominant indicator that gives influence to leadership is indicator X1.2 with a coefficient 

value of 0.970. 

2) The dominant indicator that gives effect to organizational commitment is the indicator X2.1 

with a coefficient value of 0.929. 
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3) The dominant indicator that gives effect to work ability is indicator X3.3 with a coefficient 

value of 0.811. 

4) The dominant indicator that gives effect to work motivation is indicator Y1.3 with a 

coefficient value of 0.816. 

5) The dominant indicator that gives effect to performance is the indicator Y2.3 with a 

coefficient value of 0.793. 

Examination of the model can be seen from the value of R2 (R-square). This means that the 

model can explain phenomena or variations in work motivation can be explained by leadership 

variables, organizational commitment and work ability by 57.90 percent (0.579 x 100%) while 

the rest is explained by variations of other variables outside of the research model by 42.10 

percent (100% - 57.90%). The phenomenon or variation in performance can be explained by 

leadership variables, organizational commitment, work ability and work motivation by 55.80 

percent (0.558 x 100%) while the rest is explained by other variable variations outside of the 

research model by 44.20 percent (100% - 55 , 80%). The smartPLS program is done by t-test on 

each track. The test results can be seen in the table below:  

Table: Results For Inner Weights 

Variabel  
Original 

sample 

Mean of 

subsamples 

Standard 

deviation 

T-

Statistik 
P-Values 

Leadership  

Motivation 
-0,006 0,001 0,101 0,059 0,953 

Leadership  

Performance 
0,065 0,078 0,107 0,609 0,543 

Organizational 

commitment  

Motivation 

0,157 0,162 0,090 1,737 0,080 

Organizational 

commitment  

Performance 

-0,047 -0,034 0,130 0,362 0,717 

Work ability  

Motivation 
0,706 0,714 0,084 8,398 0,000 

Work ability  

Performance 
0,045 0,052 0,157 0,284 0,777 

Motivation  

Performance 
0,704 0,698 0,141 5,014 0,000 

 

Discussion 

Based on the table, it can be seen the positive influence and the level of significance of each 

variable, if T-Statistic> 1.96 means that exogenous variables have a significant influence on 

endogenous variables and if T-Statistic <1.96, exogenous variables give insignificant influence 

on endogenous variables with an explanation as following: 

1) Leadership gives a negative influence on motivation with a value of -0.006, it can also be 

seen that leadership gives no significant effect on motivation because it has a t-statistic 

(0.059 <1.96), so the results of this study are not in line with the hypothesis that leadership 

has a positive effect and significant on motivation. 

2) Leadership has a positive influence on performance with a value of 0.065, it can also be 

seen that leadership has no significant effect on performance because it has a t-statistic 

(0.609 <1.96), so the results of this study are not in line with the hypothesis that leadership 

has a positive and significant effect on performance. 

3) Organizational commitment gives a positive influence on motivation with a value of 0.157, 

it can also be seen that organizational commitment does not have a significant effect on 
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motivation because it has a t-statistic (1.737 <1.96), so the results of this study are not in 

line with the hypothesis that states organizational commitment influences positive and 

significant to motivation. 

4) Organizational commitment gives a negative influence on performance with a value of -

0.047, it can also be seen that organizational commitment does not have a significant effect 

on performance because it has a t-statistic (0.362 <1.96), so the results of this study are not 

in line with the hypothesis stating organizational commitment a positive and significant 

effect on performance. 

5) Work ability has a positive influence on motivation with a value of 0.706, it can also be 

seen that work ability has a significant effect on motivation because it has a t-statistic 

(8.339> 1.96), so the results of this study are in line with the hypothesis that work ability 

has a positive effect and significant on motivation. 

6) Work ability gives a positive influence on performance with a value of 0.045, it can also be 

seen that work ability gives no significant effect on performance because it has a t-statistic 

(0.284 <1.96), so the results of this study are not in line with the hypothesis that the work 

ability has an effect positive and significant impact on performance. 

7) Motivation gives a positive influence on performance with a value of 0.704, it can also be 

seen that motivation has a significant effect on performance because it has a t-statistic 

(5.014> 1.96), so the results of this study are in line with the hypothesis that motivation has 

a positive and significant effect on performance. 

 

5. Conclusions 

Based on the results of the analysis and discussion it can be concluded as follows: 

1) Leadership has a negative influence on motivation, it can also be seen that leadership has an 

insignificant influence on the motivation of Samarinda City's Civil Service, Education and 

Training Employees. 

2) Leadership has a positive influence on performance, it can also be seen that leadership has an 

insignificant influence on the performance of Samarinda City's Civil Service, Education and 

Training Employees. 

3) Organizational commitment gives a positive influence on motivation, it can also be seen that 

organizational commitment does not have a significant effect on the motivation of 

Samarinda City Staffing, Education and Training Employees. 

4) Organizational commitment gives a negative influence on performance, it can also be seen 

that organizational commitment does not have a significant effect on the performance of 

Employees of Samarinda City's Civil Service, Education and Training Agency. 

5) Work ability has a positive influence on motivation, it can also be seen that work ability has a 

significant influence on the motivation of Samarinda City Staffing, Education and Training 

Employees. 

6) Work ability has a positive influence on performance, it can also be seen that work ability has 

insignificant effect on the performance of Employees of Samarinda City's Civil Service, 

Education and Training Agency. 

7) Motivation provides a positive influence on performance, it can also be seen that motivation 

has a significant influence on the performance of Employees in the Samarinda City 

Employee, Education and Training Agency. 

Based on the conclusions above, the suggestions in this study are as follows: 

1) From the results of the study note that the leadership variable does not significantly influence 

motivation, therefore, there needs to be a leadership approach in providing motivation to 

employees to improve performance, leadership variables in an organization are very 

important because leaders have the ability to influence others (subordinates) so arises work 

enthusiasm for achieving the goals or objectives of the organization. Not just influencing 
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subordinates, but at the same time fostering participation and concern for subordinates to the 

organization where he works. 

2) Motivation and leadership variables have no less important role in terms of improving 

employee performance so that this needs to be considered and maintained by the relevant 

organizations namely the Employment Agency, Education and Training City of Samarinda 

through meeting the needs of employees that become dimensions for motivation variables 

and Samarinda City Regional Personnel, Education and Training Agency employee 

leadership. 

3) Based on the observations of researchers in the field there is still a lack of supervision 

conducted by the leadership of subordinates on the tasks assigned as employee 

responsibilities due to the location that are far apart because of the wide coverage area so 

that the leadership has difficulty making observations making unfinished work in accordance 

with the provisions. Therefore, supervision is needed by the leadership by delegating 

supervisory tasks to those who are able to supervise so that employee performance increases 

followed by increased motivation given by the organization to employees of the Samarinda 

City Regional Staffing, Education and Training Agency. 
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