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ABSTRACT: The purpose of this study was to analyze the influence of professionalism, work discipline and work environment on 

the performance of members of the Air Force Disopsl or Mabesau Cilangkap Jakarta, either simultaneously or partially. This study 

also wants to analyze which variables of professionalism, work discipline and work environment have a dominant influence on the 

performance of the members of the Air Force Disopsl or Mabesau Cilangkap Jakarta. This type of research is explanatory research. 

The research population consisted of 40 members of the first officer of the Indonesian Air Force in the sub-district headquarters 

in Cilangkap, Jakarta. Considering that the population was not too large, a census study was used, namely all members of the first 

officer at the Disopsl or Mabesau Cilangkap Jakarta would be research respondents. The analysis method uses multiple linear 

regression and hypothesis testing. The results showed that professionalism, work discipline and work environment on the 

performance of members of the first officer of the Indonesian Air Force were employed or Headquarters in Cilangkap Jakarta, 

either simultaneously or partially. Furthermore, this study identifies that professionalism has a dominant effect on the 

performance of members of the Indonesian Air Force in the Disopsl or Cilangkap Jakarta Headquarters. 
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I. INTRODUCTION 

The indonesian air force is one part of the national army which is the core force (main component) of air defense which is required 

to always be ready to guarantee the enforcement of the sovereignty and territorial integrity of the unitary state of the republic of 

indonesia and protect the honor and safety of the nation along with other core defense forces. The indonesian air force as the 

main component of the national defense tool in the field of air dimensions has always put itself in the forefront in supporting the 

national army's duties in military operations of war (omp) and military operations other than war (omsp) together with reserve 

and supporting components. The demand for the readiness of the air force in supporting the national army's duties is contained 

in article 7 paragraph (2) pint b.12 of law no. 34 concerning the national army concerning the main duties of the national army, 

one of which is implementing the mom to carry out natural disaster relief operations, evacuation and the provision of 

humanitarian assistance. The role of the Indonesian air force in carrying out natural disaster relief operations is more in the support 

of air operations to support evacuation and the provision of humanitarian assistance. 

Based on this explanation, in essence, every member of the Indonesian air force in particular has needs that must be met, both 

material and non-material. Therefore, members need reciprocity as remuneration or compensation for the work that has been 

done. An organization, agency or agency is closely related to the human resources in it. Where human resources play an important 

role for all aspects of the organization. According to m. Devita (2017), human resources is a process of planning, organizing, 

directing and supervising the activities of procuring, developing, maintaining, and deploying human resources in order to achieve 

various individual, organizational and societal goals. According to m. Devita (2017), human resource management is a 

management activity that includes utilization, development, research, provision of service limits for humans as individual 

members of organizations or business institutions. Furthermore, according to nawa and kempa (2017), human resources are the 

integrated abilities of the individual's thinking and physical abilities. 

Professionalism has an influence on performance(Alfianto & Suryandari, 2015).Monique and Nasution (2020)also mentioned the 

concept of professionalism is a tool that can be used to measure how professionals see their profession which is reflected in 

attitudes and behavior. Professional is also related to the norms and standards that apply to the profession. This is reinforced by 
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the results of Junaidi's research (2010) which states that the professionalism of teachers and employees has an influence on 

employee performance. In more detail, the results of research conducted by Ni'amah (2012) stated that professionalism has an 

influence on performance. The results of the analysis reveal that professionalism does affect performance. 

According to Sidanti (2015), states that the notion of performance is the willingness of a person or group of people to carry out 

an activity and perfect it in accordance with their responsibilities with the expected results. According to Marifa N (2018), 

performance is real behavior displayed by everyone as work performance produced by members according to their role in the 

agency. From the expert opinion, it can be concluded that performance is a result or achievement of someone who has done it 

with predetermined standards. 

Performance can be affected by work discipline. Work discipline is an internal factor that needs to be considered in efforts to 

improve member performance. Work discipline according to Kalsum et al. (2018), discipline as an ideal condition in supporting 

the implementation of tasks according to the rules in order to support work optimization. According to Suryani and Irawan (2018), 

work discipline is a person's ability to work regularly, diligently continuously and work according to predetermined rules.Factors 

that can affect performance are professionalism, competence, leadership and work environment(Erri et al., 2021). According to 

Sri Wahyuni (2013) factors that influence performance include: work professionalism, ability, work environment, work discipline, 

leadership and personality. Raziq and Maulabakhsh (2015) stated that a good work environment has a positive impact on member 

job satisfaction, a bad work environment can inhibit the abilities and potential of members, so it is important for agencies to be 

able to create a good work environment. Members who are satisfied with the work they are doing will tend to prefer their 

workplace and the work they do, besides that they will also be proud of their workplace. Members who feel job satisfaction in the 

organization will have a positive attitude such as doing their job well, giving good performance and even exceeding their duties. 

 

II. LITERATURE REVIEW 

1. Performance 

A. Definition of Performance 

According to Afandi (2018) Performance is the result of work that can be achieved by a person or group of people in an agency in 

accordance with their respective authorities and responsibilities in an effort to achieve organizational goals illegally, does not 

violate the law and does not conflict with morals and ethics. According toKartika and Sugiarto (2016)employee performance is the 

ability of employees to do something specific expertise.Jufrizen and Sitorus (2021)Performance refers to achieving employee goals 

for the tasks assigned to them. 

Rukmini et al. (2022)that performance is defined as the result of an evaluation of the work done by individuals compared to the 

criteria that have been set together. According to Mangkunegara (2017) The definition of performance (work achievement) is the 

result of work in quality and quantity achieved by an employee in carrying out tasks that are in accordance with the responsibilities 

given to him. According toSapitri and Pancasila (2022)Performance is the level of success of employees in completing their work. 

Member performance is one of the success factors in determining individual task attainment which can lead to determining 

organizational performance(Sugiono and Tobing, 2021). 

According to Mangkunegara (2008) the term performance comes from the word job performance or actual performance (work 

achievement or actual achievement achieved by a person). The definition of performance is the result of work in quality and 

quantity achieved by an employee in carrying out his duties in accordance with the responsibilities given to him Mangkunegara 

(2008). Performance is the result of a process that refers to and is measured over a certain period of time based on predetermined 

conditions or agreements(Sapitri and Pancasasti, 2022). According to Mangkunegara (2008) that the term performance comes 

from the word job performance or actual performance (work achievement or actual achievement achieved by a person), namely 

the work results in quality and quantity achieved by a member in carrying out their duties in accordance with the responsibilities 

given to him. 

According to Sapitri and Pancasila (2022)performance is the result of a process that refers to and is measured over a certain period 

of time based on predetermined conditions or agreements.Bariqi (2018)also argues that the term performance comes from the 

word job performance or actual performance (work achievement or actual achievement), namely the actual work result.Muslims 

et al. (2019)explains that, performance is the result of work that has been achieved by a person from his work behavior in carrying 

out work activities. Performance itself refers to the level of achievement of tasks that make up a member's job. According 

toMuslims et al. (2019)performance is a person's success in carrying out tasks, work results that can be achieved by a person or 

group of people in an organization in accordance with their respective authorities and responsibilities or about how a person is 

expected to function and behave in accordance with the tasks assigned to him as well as the quantity, quality and time spent on 

tasks. 
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According toSapitri and Pancasila (2022)Performance is important for an organization because an organization is formed to 

achieve a certain goal. Organizational work results are obtained from a series of activities carried out by the organization. 

Organizational activities can be in the form of managing organizational resources or the process of implementing work needed to 

achieve organizational goals.Ferawati (2017)said Performance is the quantity and or quality of the work of individuals or groups 

within the organization in carrying out the main tasks and functions that are guided by the norms, standard operating procedures, 

criteria and measures that have been established or that apply in the organization. 

B. Factors Affecting Performance 

According to Priansa (2017) the factors that can affect member performance are as follows: 

1. Individual abilities include talents, interests, and personality factors. Skill level is a raw material possessed by a person in the 

form of knowledge, understanding, ability, intrapersonal skills, and technical skills. Thus it is possible for a member to have good 

performance, if the performance of the member has a good skill level, the member will produce good results too 

2. The effort expended is when working, attendance, motivation. The level of effort is a picture of the motivation shown by 

members to complete the job well. Therefore, if a member has the skill level to do the job he or she will not perform well with 

little effort. This relates to the difference between the level of skill and the level of effort, the level of skill is a reflection of the 

ability to do while the level of effort is a reflection of something done. 

3. Organizational environment. In an organizational environment, agencies/agencies provide facilities for members which include 

training and development, equipment, technology and management. 

Anwar Prabu Mangkunegara (2016) states that: "Factors that influence performance achievement are ability factors and 

motivational factors. Meanwhile, according to Mangkunegara (2016) it is formulated that the factors that can affect performance 

are: 

Human Performance = Ability + Motivation 

Motivation = Attitude + Situation 

Ability = Knowledge + Skill 

From this statement, it is clear that to get a picture of a person's performance, a special assessment of abilities and motivation is 

needed. Among the several factors that affect a person's performance, it turns out that what can be intervened or treated through 

education and training is the capability factor that can be developed. The high or low performance of a member is of course 

determined by the factors that influence it either directly or indirectly. 

C. Performance Indicators 

Measuring the results of the work on the tasks that have been given to members, there must be an assessment of these 

members.Melliana et al. (2013)are as follows : 

1. Quality of work. Demonstrate neatness, accuracy, relevance of work results without ignoring the volume of work. Good quality 

work can avoid error rates in completing work which can be beneficial for the progress of the agency. The indicators are neatness, 

ability, and success. 

2. Working quantity. Shows the large number of types of work carried out at one time so that efficiency and effectiveness can be 

carried out in accordance with agency goals. The indicators are speed and satisfaction. 

3. Responsibility. Shows how big the members are in receiving and carrying out their work, being accountable for work results and 

the facilities and infrastructure used and their work behavior every day. The indicators are work results, decision making, facilities 

and infrastructure. 

4. Cooperation. Willingness of members to participate with other members vertically and horizontally both inside and outside of 

work so that work results will be better. The indicators are cohesiveness and good relations with colleagues and superiors. 

5. Initiative from within members of the agency to carry out work and nature of work without waiting for orders from superiors 

or showing responsibility in work that is already the responsibility of a member. The indicator is independence. 

2. Professionalism 

A. Definition of Professionalism 

Wirjayanti (2014) says that: Professionals are people who are relied upon and trusted because they are experts, skilled, 

knowledgeable, responsible, diligent, full of discipline, and serious in carrying out their job duties. All of that makes the term 

professionalism synonymous with ability, knowledge or education and independence. Meanwhile according toDarman 

(2019)Professionalism is the attitude and behavior shown by a person towards his profession that can motivate, cooperate and 

interact professionally with co-workers. 

http://www.ijefm.co.in/
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From some of the definitions above, it can be concluded that professionalism is a responsible attitude in carrying out work that 

requires expertise, abilities and skills in carrying out tasks according to their respective levels. So that it is carried out with high 

quality, at the right time, and carefully. Therefore professionalism is an important means to achieve goals, then the development 

of professionalism is a very important part of management. Every management requires professionalism from every member of 

the organization. 

B. Characteristics of Professionalism 

According to Mertin Jr. (in Fitri Wirjayanti, 2014), the characteristics of professionalism in accordance with the demands of good 

governance include: 

1. Equality is equal treatment of the services provided. This is based on the type of rational bureaucratic behavior that consistently 

provides quality services to all parties regardless of political affiliation and social status. 

2. Justice is that equal treatment of society is not enough, apart from that it is also fair treatment. For a pluralistic society 

sometimes it requires fair treatment and equal treatment. 

3. Loyalty is loyalty to the legal constitution, leaders, subordinates, and colleagues. The various types of loyalty are bound to each 

other and no absolute loyalty is given to one particular type of loyalty ignoring the others. 

4. Accountability in such a form that every government apparatus must be ready to accept responsibility for whatever is done. 

 

C. Way Towards Professionalism 

The building of a culture of professionalism, namely first through the "educational process". In the education process, there are 

several elements (educational subsystems) that need attention: 

1. Understanding (through campaigns, upgrading, etc.), 

2. The system approach (in stages) in the process of understanding above, 

3. How to carry out ethical "activities" in accordance with the spirit of "Pancasila" 

4. The development of "professionalism ethics", if it has been formulated, needs to be socialized from an early age, 

5. Implementation through the application of sanctions by the established "Professional Association", 

6. Everything needs to be supported by government policies in the education system which will be developed to prepare 

Indonesian human resources to face global competition 

7. Exemplary in an effort to build a value system to become a rule, example is the key to success. examining the external-internal 

factors that affect/are affected by the problems that arise, propose several hypotheses to the conclusion of a systematic and 

methodical problem solving. This applies and is ingrained in every approach taken by a professional in solving problems in 

work/profession. 

3. Work Discipline 

A. Definition of Work Discipline 

Hasibuan (2016) states that work discipline is an attitude of willingness and willingness of a person to comply with and comply 

with applicable regulatory norms. Hasibuan continued that discipline is a person's awareness and willingness to comply with all 

applicable agency regulations and social norms. Meanwhile, Sinambela (2017) states that work discipline is an activity carried out 

by someone who gets positive value from his activity, and also the willingness of the person who arises with his own awareness 

to follow the rules that apply in an organization or agency. 

The goals of work discipline include the following below according to Sutrisno (2016): 

1. The members' high sense of concern for the achievement of agency goals 

2. The high enthusiasm and enthusiasm for work and the initiative of the members to carry out the work 

3. Great sense of responsibility to members to carry out their duties as well as possible 

4. The development of a sense of belonging and a high sense of solidarity among members 

5. Increased work efficiency and productivity of members 

Based on the purpose of work discipline, the work discipline of members must be upheld in an organization. Without good work 

discipline, it is difficult for an organization to realize its goals. 

B. Indicators of Work Discipline 

Sinambela (2017) describes the dimensions and indicators in work discipline, namely: 

1. Goals and abilities influence the level of discipline of members. 

2. The role model of the leader plays a very important role in determining the discipline of members because the leader is used 

as an example and role model by his subordinates. 
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3. Remuneration (salary and welfare) also influences member discipline because remuneration will give members satisfaction and 

love for the institution. 

4. Justice contributes to the realization of member discipline because ego and human nature always feel that they are important 

and ask to be treated the same as other humans. 

5. Waskat (attached supervision) is the real and most effective action in realizing the discipline of agency members. 

6. Legal sanctions play an important role in maintaining member discipline. 

7. The firmness of the leadership in taking action will affect the discipline of agency members. 

8. Harmonious human relations among members help create good discipline in an institution. 

C. Factors Influencing Discipline 

Sutrisno (2016) suggests the factors that influence work discipline are: 

1. The size of the compensation. Members will comply with all applicable regulations, if they feel that they are guaranteed 

remuneration commensurate with their efforts that have been contributed to the agency. 

2. Whether there is exemplary leadership in the agency. Exemplary leadership is very important because in an organizational 

environment, all members will always pay attention to how leaders can uphold self-discipline and how they can control themselves 

from words, actions and attitudes that can harm the disciplinary rules that have been established. 

3. Whether there are definite rules that can be used as a guide. Discipline development will not be carried out in agencies, if there 

are no definite written rules to be used as a common guide. 

4. Courage of leaders in taking action. With action against disciplinary violations, in accordance with existing sanctions, all 

members will feel protected, and in their hearts promise not to do the same thing. 

5. Whether there is leadership oversight. In every activity carried out by the agency there needs to be supervision, which will direct 

members so that they can carry out the work properly and in accordance with what has been determined. 

6. Whether there is attention to the members. Members are human beings who have different characters from one another. A 

member is not only satisfied with receiving high compensation, challenging work, but also they still need great attention from 

their own leadership. 

7. Creating positive habits that support the establishment of discipline. 

4. Work Environment 

A. Definition of Work Environment 

According toSaleh and Utomo (2018)that the work environment is everything that surrounds the workers and which can affect 

him in carrying out the tasks assigned. WhereasArianto (2013); Haryanto et al. (2018)Mentioning the work environment is 

something that exists in the environment of workers who can influence themselves in carrying out tasks such as temperature, 

humidity, ventilation, lighting, noise, cleanliness of the workplace and adequate at least work equipment. The work environment 

is everything that is around the workers/members that can affect the job satisfaction of members in carrying out their work so 

that maximum work results will be obtained, where in the work environment there are work facilities that support members in 

completing tasks assigned to members to improve work members in an agency. The work environment is divided into two types, 

namely the physical work environment and the psychological work environment. 

 

B. Factors Affecting the Work Environment 

According to Irawan (2017) things that can affect the formation of working environment conditions that are associated with the 

abilities of members, include the following: 

1) Color. To increase the work efficiency of the members of the color is one of the important factors, especially the color that can 

affect their mental state. The joy and peace of the members at work will always be maintained when the room or work 

environment uses the right wall color and tools. 2) Cleanliness of the Work Environment. Indirectly the work environment can 

affect someone at work. Members will feel more comfortable doing their jobs if the work environment can be kept clean. 3) 

Information. The lighting in question is not only lighting that comes from lamps or electricity at night. But also lighting from the 

sun during the day. 4) Air Exchange. Members' physical fitness will increase when the room provides enough air exchange. The 

health of members will be guaranteed if the room is sufficiently ventilated. 5) Assurance Against Security. The existence of security 

guarantees for members is enough to give members peace of mind at work. 6) Noise. The concentration of members will be 

disrupted if the work environment is very noisy. 7) Spatial Planning. A good room arrangement will further encourage the comfort 

of members in working. 
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III. RESEARCH METHODS 

A. Research Design 

The research design is quantitative research, namely research that has a hypothesis, which requires statistical tools to prove the 

hypothesis. This type of research is causal comparative using three independent variables and one dependent variable. The results 

of the influence between the variables studied will be explained in more depth so that this type of research is explanatory / 

explanation. 

According toHaryanto et al. (2018)explanatory research is research that aims to find out and explain the relationship between two 

or more variables, looking for the effect of a causal relationship between the independent variables (variables that influence) and 

the dependent variable (variables that are influenced) through hypotheses. 

B. Research variables 

1. Variable Classification 

In this study there are independent variables and dependent variables. As for these variables: 

a. Dependent variable : Performance (Y) 

b. Free Variables  :Professionalism (X1) 

    Work Discipline (X2) 

    Work Environment (X3) 

2. Conceptual Variables 

a. Performance (Y) 

Anwar Prabu Mangkunegara (2008), that the performance of member organizations greatly determines the achievement of 

agency goals through existing human resources. With organizational performance indicators of quality of work, quantity of work, 

responsibility, cooperation and initiative of each member, these indicators also measure the organizational performance of the 

agency. 

b. Professionalism (X1) 

According toDarman (2019)Professionalism is the attitude and behavior shown by a person towards his profession that can 

motivate, cooperate and interact professionally with co-workers. 

c. Work Discipline (X2) 

According to Sinambela (2017) states that work discipline is an activity carried out by someone who gets positive value from his 

activity, and also the willingness of the person who arises with his own awareness to follow the regulations that apply in an 

organization or agency. 

d. Work Environment (X3) 

According to Nitisemito (2018) the work environment is everything that surrounds workers and that can affect them in carrying 

out the tasks assigned. 

2. Test Research Instruments 

a. Validity test 

The instrument is said to be valid if the instrument is able to measure what is desired and can capture data from the variables that 

are written correctly. The level of instrument validity indicates the extent to which the data collected does not deviate from the 

description of what is intended (Arikunto, 2010). In this study, the validity test was carried out using the Pearson's product moment 

correlation approach, namely correlating the item scores of α = 0.05 (5%), meaning that the questionnaire has high validity or 

validity, namely the questions in the questionnaire can measure the measuring function as desired by Ghozali (2011). 

To measure the validity using product moment correlation analysis (pearson correlation). The validity of research questions can 

be tested by looking for the significance of the correlation coefficient (r) of each question item to the total questions as a whole 

compared to the degree of confidence at the level α = 0.05 

𝑟 =
𝑛(∑𝑋𝑌) − (∑𝑋)(∑𝑌)

√𝑛(∑𝑥2) − (∑ 𝑥) 2√𝑛(∑𝑌2) − (∑𝑦) 2

 

Where: 

r =Product moment correlation coefficient 

X = Item score 

Y = Totalscore 

n =Number of respondents 
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If the sig. (2- research question items are able to measure company 

problems/valid. The r table value with an error rate of 5% and the number of observations of 40 units of analysis is 0.304 

b. Reliability Test 

The reliability test is used to test the extent to which the instrument can give relatively similar results and can be re-measured on 

the same subject. A good measuring tool does not vary in measurement, meaning that even if this tool is used many times it will 

give almost the same results (Arikunto, 2010). In this study, the reliability test was carried out using the Alpha Cronbach approach. 

The criterion is if Cronbach's Alpha value > 0.60 it is said that the questionnaire has high reliability Ghozali (2011). 

A measuring instrument is called reliable if the respondent is consistent in filling out the measuring instrument or the list of 

questions asked. Reliability indicates the extent to which measurement results remain consistent. Furthermore, to measure or 

test whether the questionnaire used to collect research data can be trusted or reliable, a reliability test is used using the Cronbach 

Alpha reliability coefficient. 

𝑟 =
𝑘

𝑘 − 1
(
1 − ∑i2

2
) 

𝑟 = reliability coefficient 

K =Number of questions 

 i2 = Variant of the number of item scores 

2 =Variants of total item scores 

If the Cronbach's Alpha value is > 0.6, then the research question items are still reliable. 

3. Classical Assumptions 

The regression coefficient in the regression model will be estimated using the Ordinary Least Square (OLS) method. The best 

estimate will be obtained if the average value of the estimation results will be the same as the actual value, that is, the estimation 

results are unbiased. Gujarati (2005) states that the best estimation results will be obtained if they are BLUE (Best Linear Unbiased 

Estimation). Examination or testing whether the results of the estimated regression coefficient have obtained the best results is 

carried out by examining and testing some of the classical assumptions required in the OLS. In this study, the classical assumption 

test will be measured based on multicollinearity, heteroscedasticity, autocorrelation, and normality tests (Ghozali, 2011). The 

description of each test is as follows: 

a. Multicollinearity Test 

Multicollinearity test according to Ghozali (2011) was conducted to test whether the regression model found a correlation 

between independent variables. A good model should not have a correlation between the independent variables. To find out 

whether there is multicollinearity is to look at the VIF (Variance Inflation Factor) value. If the value is <10.0, it means that there is 

no multicollinearity (Ghozali, 2011). 

b. Heteroscedasticity Test 

The heteroscedasticity test according to Ghozali (2011) was carried out to test whether in the regression model there is an 

inequality of variance from the residuals of one observation to another. A good model should not have heteroscedasticity, that is, 

the variance from one residual observation to another is different. To determine whether there is heteroscedasticity, the 

scatterplot method is used (Ghozali, 2011). If the plot graph shows irregularity, then there is no heteroscedasticity. 

c. Autocorrelation Test 

The autocorrelation test according to Ghozali (2011) was carried out to find out whether there is a correlation between the 

confounding errors in the t period and the interfering errors in the t-1 period. To detect it, the Durbin Watson method is used, 

where if the value is between +2 and -2, there is no autocorrelation. 

d. Normality test 

The normality test according to Ghozali (2011) aims to test whether in the regression model, the confounding or residual variables 

have a normal distribution. A good regression model is having normal or close to normal data distribution. One way to test whether 

the data distribution is normal or not is by looking at the normal probability plot which compares the cumulative distributive of 

the actual data with the cumulative distribution of the normal distribution. If the data distribution is normal, then the data that 

describes the actual data will follow the diagonal line. (Ghozali, 2011). 

 

IV. RESEARCH RESULTS AND DISCUSSION 

1. Evaluation of the Validity and Reliability of Research Instruments 

The statement items that have been answered by the respondent need to be tested, with the intention to find out whether it is  

true that the respondent understands the item asked by the researcher. To determine the level of understanding / validity of the 
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respondent on the questionnaire items, a validity test is carried out. In addition, researchers also want to know the level of  

consistency of respondents' answers to what has been asked. To find out the consistency of the respondents in answering the 

questionnaire items, a reliability test was carried out. Below are the results of testing the validity and reliability using the SPSS 

25.0 program, summarized in the following table? 

a. Validity Test Results 

The results of the validity test on the 14 statement items that measure the variables of knowledge, abilities, information 

technology and organizational performance are as follows: 

 

Table 1. Validity Test Results 

Variable Items Correlation 
coefficient 

r. Table Sig. Information 

Professionalism (X1) X1.1 .778** 0.223 .000 VALID 

X1.2 .811** 0.223 .000 VALID 

X1.3 .774** 0.223 .000 VALID 

X1.4 .774** 0.223 .000 VALID 

Work discipline 
(X2) 

X2.1 .470** 0.223 .000 VALID 

X2.2 .510** 0.223 .000 VALID 

X2.3 .709** 0.223 .000 VALID 

Work environment(X3) X3.1 .795** 0.223 .000 VALID 

X3.2 . 807** 0.223 .000 VALID 

Performance 
(Y) 

Y1.1 .812** 0.223 .000 VALID 

Y1.2 .414** 0.223 .000 VALID 

Y1.3 .577** 0.223 .000 VALID 

Y1.4 .387** 0.223 .000 VALID 

Y1.5 .806** 0.223 .000 VALID 

Source: data processed in 2022 

 

The test results above show that the r-count value for the 14 statement items obtains a value below the r-table value (0.233) or 

the probability value (sig. 2-tailed) for the 14 questionnaire items produces a probability value below the number 0.05. The 

comparison shows that the respondents understand the 14 items in the questionnaire submitted by the researcher. Thus all the 

questionnaire items in this study were declared valid. 

b. Reliability Test Results 

In addition to the validity test, each item of the research questionnaire/instrument for each variable is expected to be answered 

consistently/reliably. A variable is said to be reliable if the Cronbach's Alpha value obtained from the calculation results exceeds 

or is greater than the specified cut-off of 0.6 

 

Table 2. Reliability Test Results 

Variable Alpha Cronbach R table information 

Professionalism (X1) 0.820 0.6 Reliable 

Work discipline (X2) 0.724 0.6 Reliable 

Work environment (X3) 0.736 0.6 Reliable 

Member Performance (Y) 0.737 0.6 Reliable 

                     Source: data processed in 2022 

 

The test results above show that Cronbach's Alpha values for the four variables studied which represent the 18 items in the 

research questionnaire produce values that are still below the cut-off number (0.6). This comparison shows that the respondents 

were consistent in answering the 14 questionnaire items submitted by the researcher. Thus all the items in the questionnaire in 

this study were declared reliable. 

2. Analysis of Research Results 

a. Multicollinearity Test Results 
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Multicollinearity is a condition where in a regression equation there is a very high correlation between independent variables. To 

find out the symptoms of multicollinearity, it can be seen from the VIF value. The VIF value must be less than 10 to be said to be 

free of multicollinearity symptoms. 

 

Table 3. Variance Inflation Factor Value 

Free/Independent Variable Collinearity Statistics 

tolerance VIF 

1 X1- Professionalism .272 3,670 

2 X2 – Work discipline .236 4,229 

3 X3 – Work environment .733 1,365 

                     Source: data processed in 2022 

 

Based on the VIF calculation above, it can be seen that all independent variables, namely knowledge, abilities and information 

technology, have a value below 10 so that there are no symptoms of multicollinearity. 

b. Autocorrelation Test Results 

Autocorrelation in a regression model can be determined by serial correlation test models using the Durbin Watson (DW) method. 

A regression model equation can be said to have no autocorrelation symptoms if the Durbin Watson value is between -2 and 2 or 

-2 < DW < 2. Based on the calculation results it can be seen that the Durbin Watson value is 1.709 so that it is greater than -2 and 

smaller of 2. It means that it can be concluded that there is no autocorrelation in the regression model. 

c. Heteroscedasticity Test Results 

The heteroscedasticity test can be shown by looking at the results of the scatterplot, if the distribution of the scatterplot is spread 

out, it means that the regression equation is free of heteroscedasticity. 

3. Discussion of Research Results 

Fitri Wirjayanti, 2014 defines work professionalism, namely professionalism is needed in the organization and requires 

professional human resources, will create good skills and commitment from the people who work in the organization while at the 

same time fostering the image of the organization. According to the respondents' perceptions, it was found that the 

professionalism of members can affect performance. The results of the analysis of the description of professionalism found that 

the professionalism of members of the Disopslatau Mabesau Cilangkap Jakarta affects the performance of members, so 

professionalism is needed with other fellow members. The results of the study are similar to Ina's research (2019) concerning the 

effect of Work Motivation and Discipline on the Performance of Members of PDAM Tirtanadi, Tuasan Medan Branch, shows 

simultaneously that there is a positive and significant influence jointly between work motivation and work discipline on member 

performance. The results of the study show that there is a positive and significant influence simultaneously between work 

motivation and work discipline on member performance. 

According to Singodimejo and Edy Sutrisno (2016: 94) describe the dimensions of work discipline regarding what rules may and 

what may not be done by members in agencies. This research is measured by obeying the rules of time, obeying agency regulations 

and obeying the rules of behavior at work. According to Retno (2016) the research results show that motivation and work discipline 

have a positive and significant effect on the performance of members at the Office of the South Sulawesi Provincial Education 

Office in Makassar City. The results of the analysis of the description of work discipline found that the work discipline of members 

of the Disopsl or Mabesau Cilangkap Jakarta affects the performance of members so that they are not disturbed while on duty. 

According toFerawati (2017)factors that influence the work environment are physical environmental factors and psychological 

environmental factors. The results of the analysis of the description of the work environment found that the work environment 

of members of the Disopsl or Mabesau Cilangkap Jakarta affects the performance of members in the work environment. Rido 

(2018) research results that the work environment greatly influences the performance of members. As the working environment 

of members increases, it can produce very good performance. Some explanations about the results of this study compared with 

the results of previous studies can be concluded that members who have roles and functions carry out service work, especially 

services to the community, quality, quantity, responsibility and initiative of members are needed in carrying out their duties. 

 

CONCLUSIONS  

This study explains the influence of professionalism, work discipline and work environment on the performance of members of 

the Disopsl or Mabesau Cilangkap Jakarta, where the results of the research conclusions are presented below: 
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1. Work professionalism is well received by members of the Disopsl or Mabesau Cilangkap Jakarta, the respondents respond 

positively. The work discipline of members obeying the rules of time found that the accuracy of working hours can lead to work 

discipline. The work environment of members can be found that physical and physical environmental factors can improve the 

work environment of members at work. The performance of members of the Disopslatau Mabesau Cilangkap Jakarta found that 

the quality of work and quantity of work were able to complete the work on time in accordance with the rules and regulations in 

force. 2. The results of the study show that professionalism, work discipline, and work environment affect the performance of 

members of the Disopsl or Mabesau Cilangkap Jakarta. Professionalism, 

3. The professionalism of members' work is the most dominant measured symptom and has the most influence on member 

performance. Thus the increase in the performance of members of the Disopsl or Mabesau Cilangkap Jakarta is greatly influenced 

by the quality of work, the quantity of work and the work environment. 

 

REFERENCES 

1) Abdul Raziq, & Raheela Maulabakhsh. (2015). Impact of Working Environment on Job Satisfaction. Procedia Economics 

and Finance, 717-725. 

2) Adi Irawan Setiyanto. (2017). The Effect of Job Satisfaction and Organizational Commitment on Turnover Intention. 

Journal of Accounting, Economics and Business Management. Vol.5, No.1, 105-110. 

3) Afandi, P., 2018. HUMAN RESOURCES MANAGEMENT; Theory, Concept and Indicators, 1st edition. ed. Zanafa, 

Pekanbaru. 

4) AA Anwar Prabu Mangkunegara. 2016. Company Human Resource Management. Bandung : PT. Rosdakarya youth 

5) AA Anwar Prabu Mangkunegara. 2017. Corporate Human Resource Management, Bandung: Rosdakarya Youth 

6) Alfianto, S., & Suryandari, D. (2015). The Influence of Professionalism, Organizational Commitment and Audit Structure 

on Auditor Performance. Accounting Analysis Journal, 4(1). 

7) Anwar, M., Qadri, MN, & Kalsum, U. (2018). The Influence of Transformational Leadership, Work Discipline and Work 

Morale on Member Performance in the Hubdam VII / Wirabuana Unit. Journal of Economic and Business, 1(79), 46–64. 

8) Arianto, AND (2013). THE INFLUENCE OF DISCIPLINE, WORK ENVIRONMENT AND WORK CULTURE ON TEACHING 

PERFORMANCE. Economic Journal; Vol 9, No 2: October 2013DO - 10.21831/Economia.V9i2.1809 . 

https://journal.uny.ac.id/index.php/economia/article/view/1809 

9) Arikunto, Suharsimi. 2010. Research Procedures A Practice Approach. Yogyakarta: Literacy Development 

10) Bariqi, MD (2018). Training and Development of Human Resources. Journal of Management and Business Studies, 5(2), 

64–69. https://doi.org/10.21107/JSMB.V5I2.6654 

11) Darmawan, D. (2019). Professionalism, Achievement Motivation, Organizational Commitment and Its Influence on 

Entrepreneurial Intentions. EQUITY (Journal of Economics and Finance), 3(3), 344–364. 

12) Donni Junni Priansa. (2017). Consumer Behavior in Contemporary Business. Bandung: Alphabet 

13) Edy, Sutrisno, (2016), Human Resource Management, Kencana Prenada Media Group, Jakarta. 

14) Erri, D., Lestari, A., & Asymar, H. (2021). THE INFLUENCE OF LEADERSHIP STYLE ON EMPLOYEE PERFORMANCE AT PT 

MELZER GLOBAL SEJAHTERA, JAKARTA. Journal of Research Innovation, 1(9 SE-Articles).  

https://doi.org/10.47492/jip.v1i9.348 

15) Ferawati, A. (2017). THE EFFECT OF WORK ENVIRONMENT AND WORK DISCIPLINE ON EMPLOYEE PERFORMANCE. Agora, 

5(1). https://publication.petra.ac.id/index.php/management-business/article/view/5321 

16) Fitri Wirjayanti. 2014, Analysis of the Professionalism of Social Service employees in the city of Pekanbaru, thesis, Riau: 

Faculty of Economics and Social Sciences, Sultan Syarif Kasim State Islamic University 

17) Ghozali, I. (2007). Multivanate Analysis with the SPSSI Program. 2nd edition 

18) Haryanto, N., Gunardi, S., & Dar, D. (2018). The Influence of the Work Environment and Qualifications of Maintenance 

Personnel on the Operational Readiness of the 101 Education Squadron, 2017 Yogyakarta Air Force Base Adisutjipto. Air 

Defense Strategy, 4(2). https://doi.org/10.33172/JSPU.V4I2.246 

19) Hasibuan, Malayu SP 2016. Human Resource Management. Revised Edition. Jakarta: PT Bumi Aksara Publisher. 

20) Jufrizen, J., & Sitorus, TS (2021). The Effect of Work Motivation and Job Satisfaction on Performance with Work Discipline 

as Intervening Variables. National Seminar on Educational Technology in Social and Humanities, 1(1 SE-Articles), 844–

859. https://doi.org/10.53695/syntesa.v1i1.419 

21) Kartika, LN, & Sugiarto, A. (2016). The Effect of Competency Level on the Performance of Office Administration 

Employees. Journal of Economics and Business, 17(1 SE-Articles), 73–90. https://doi.org/10.24914/jeb.v17i1.240 

http://www.ijefm.co.in/


The Effect of Professionalism, Work Discipline and Work Environment on Performance Members of the Air Force 
Soldiers in the Air Force Base Cilangka Jakarta 

JEFMS, Volume 06 Issue 09 September 2023                               www.Ijefm.co.in                                                  Page 4172 

22) Marifa, N., Kasim, KT, & Lukiana, N. (2018). The Influence of Training and Work Motivation on Employee Performance CV. 

Lasting Prosperous Together in Lumajang Regency. Journal of Management Research, 1(2), 196–205. 

23) Melliana, A., Melliana, A., & Zain, I. (2013). Statistical Analysis of Factors Influencing the Human Development Index in 

Regencies/Cities of East Java Province Using Panel Regression. Journal of Science and Arts ITS, 2(2), D237–D242. 

https://doi.org/10.12962/j23373520.v2i2.4844 

24) Monique, E., & Nasution, S. (2020). THE INFLUENCE OF PROFESSIONALISM, AUDITOR INDEPENDENCE, PROFESSIONAL 

ETHICS, AND LEADERSHIP STYLE ON AUDITOR PERFORMANCE. EKOMBIS REVIEW: Scientific Journal of Economics and 

Business, 8(2 SE-Articles). https://doi.org/10.37676/ekombis.v8i2.1083 

25) Muslim, A., Ansori, BI, Usman, M., Akbar, SA, Rafsanjani, Kes Munawir, M., Viena, V., Yoestara, M., Zulfan, M., & Putri, Z. 

(2019). THE INFLUENCE OF WORK DISCIPLINE AND MOTIVATION ON EMPLOYEE PERFORMANCE. USM National Seminar 

Proceedings, 2(1), 134–147. https://doi.org/10.5281/ZENODO.1036809 

26) M. Devita. (2017). Factors Affecting Employee Performance at Restaurant Alpha Hotel Pekanbaru. Journal of 

Management, 4(2), 15. 

27) Nawa, Fendra and Kempa, Sesilya. 2017. Effect of Compensation and Work Discipline on Employee Performance at PT. 

PLN (PERSERO) East Nusa Tenggara Region. Journal of AGORA Vol. 5 (3) p. 3. 

28) Rukmini, M., Nuwa, CAW, Qosim, N., Suhartanta, S., Abdurohim, A., Ristiyana, R., MS, MZ, Santoso, A., Santoso, R., 

Sharon, SS, Luju, E ., Sofyanty, D., & Samosir, MS (2022). Implementation of Regional Financial Management (Governance 

Towards Good Governance). In S. Kelvin (Ed.), Eureka Media Aksara. Eureka Media Script. 

29) Saleh, AR, & Utomo, H. (2018). THE INFLUENCE OF WORK DISCIPLINE, WORK MOTIVATION, WORK ETHOS AND WORK 

ENVIRONMENT ON THE WORK PRODUCTIVITY OF EMPLOYEES IN THE PRODUCTION SECTION AT PT. INKO JAVA 

SEMARANG. Among Makarti, 11(1). https://doi.org/10.52353/AMA.V11I1.160 

30) Sapitri, D., & Pancasasti, R. (2022). Moderation Effects of Organizational Culture for Improving Employee Performance. 

Technomedia Journal, 6(February 2), 252–262. https://doi.org/10.33050/TMJ.V6I2.1756 

31) Sidanti, Heny. 2015. The Influence of the Work Environment, Work Discipline and Work Motivation on the Performance 

of Civil Servants at the Secretariat of the DPRD Madiun Regency. JIBEKA Journal Volume 9 Number 1: 44 - 53. 

32) Sinambela, Lijan Poltak. 2017. Human Resource Management. Jakarta: Earth Script 

33) Sugiono, E., & Tobing, GL (2021). Analysis of the Influence of Leadership, Organizational Culture and Communication on 

Job Satisfaction and Their Impact on Employee Performance. Journal of Strategy Management and Business Applications, 

4(2 SE-Research Articles). https://doi.org/10.36407/jmsab.v4i2.413 

34) Suryani, A., & Irawan, A. (2018). The Influence of Leadership Style, Office Facilities, and Work Discipline on the 

Performance of Semarang City Trade Service Employees. Economic Education Analysis Journal, 7(1), 265–278. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

There is an Open Access article, distributed under the term of the Creative Commons Attribution 

– Non  Commercial 4.0 International (CC BY-NC 4.0 

(https://creativecommons.or/licenses/by-nc/4.0/), which permits remixing, adapting and 

building upon the work for non-commercial use, provided the original work is properly cited. 

http://www.ijefm.co.in/

