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Abstract. This study aims to analyze the effect of professionalism, commitment, and work discipline on employee
performance at Sidikalang Regional General Hospital (RSUD Sidikalang), both partially and simultaneously.
This research employed a quantitative approach using a survey method through questionnaires distributed to 80
employees of RSUD Sidikalang as respondents. Data were analyzed using validity and reliability tests, multiple
linear regression analysis, t-test, F-test, and coefficient of determination. The results showed that professionalism
had a positive and significant effect on employee performance, as indicated by a t-count of 2.171, which was
greater than the t-table value of 2.014, with a significance level of 0.035 < 0.05. Commitment had a positive and
significant effect on employee performance, with a t-count of 4.255 > 2.014 and a significance level of 0.000 <
0.05. Commitment was the most dominant variable affecting employee performance, with a regression coefficient
of 0.628 and a Standardized Coefficient Beta of 0.505. Meanwhile, work discipline did not have a significant
partial effect on employee performance, with a t-count of 0.815 < 2.014 and a significance level of 0.419 > 0.05.
Simultaneously, professionalism, commitment, and work discipline had a positive and significant effect on
employee performance, with an F-count of 31.058 > 2.81 and a significance level of 0.000 < 0.05. The Adjusted
R Square value of 0.653 indicates that the three independent variables explained 65.3% of the variation in
employee performance.
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1. INTRODUCTION

In the increasingly advanced era of digitalization, organizations worldwide are facing
new challenges in human resource (HR) management. Rapid technological advancements have
not only transformed the way people work but have also created demands for human resources
that are more adaptive, innovative, and equipped with adequate digital skills. Therefore,
effective human resource management strategies have become increasingly important to ensure
that organizations remain competitive and capable of providing optimal services. One of the
crucial steps in responding to the digital era is to improve employees’ capacity, competence,
and professionalism.

Sidikalang Regional General Hospital is one of the healthcare facilities owned by the
local government and plays an important role in providing healthcare services to the
community. As a public service institution, the hospital is required to provide services that are
fast, accurate, and of high quality. This largely depends on the performance of the employees
working within the organization.

In an effort to improve the quality of healthcare services, Sidikalang Regional General
Hospital requires human resources who are professional, competent, and possess a high level
of work discipline. Employee professionalism can be reflected in their ability to perform tasks

in accordance with operational standards, professional ethics, and responsibilities (Agustina et

Naskah Masuk: 30 Juli 2026; Revisi: 12 September 2026; Diterima: 26 Oktober 2026; Terbit: 30 Oktober 2026


https://doi.org/10.61132/santri.v4i5.2817
https://journal.areai.or.id/index.php/SANTRI
mailto:binasianturi28@gmail.com
mailto:madhannasution3@gmail.com
mailto:binasianturi28@gmail.com

The Effect of Professionalism, Competence, and Work Discipline on Employee Performance at Sidikalang
Regional General Hospital

al., 2023). Employee competence reflects the knowledge, skills, and attitudes possessed to
perform tasks effectively and efficiently. Meanwhile, work discipline indicates the extent to
which employees comply with the rules and regulations applicable in the workplace.

Previous studies have shown that professionalism has a positive and significant effect
on employee performance, as a higher level of professionalism leads to better quality of work
produced (Rahmawati & Hidayat, 2024). In addition, competence has also been proven to have
a significant effect on employee performance, as good abilities and skills can improve work
effectiveness (Pratama & Sari, 2023; Nofriani & Sumihardi, 2022). Work discipline is also an
important factor influencing performance, as a high level of discipline encourages employees
to work more productively and responsibly (Putra & Lestari, 2022; Rosim & Ahsani, 2025).

Furthermore, a study by Siregar & Nasution (2025) stated that the combination of
professionalism, competence, and work discipline simultaneously has a strong effect on
improving employee performance in the public sector. This finding is supported by Dewi &
Saputra (2023), who found that improvements in technology-based competence can enhance
employee performance, particularly in organizations undergoing digital transformation (Sari et
al., 2025).

Employee performance in hospitals is a crucial determinant of the quality of services
provided to patients. Optimal healthcare services are determined not only by adequate facilities
but also by the capabilities and performance of both medical and non-medical personnel
(Adelia et al., 2025). Therefore, improving employee performance is essential for achieving
organizational objectives.

However, based on preliminary observations, several problems related to employee
performance still exist at Sidikalang Regional General Hospital. Some employees continue to
experience difficulties in adapting to technological developments and digital-based service
systems. In addition, delays in completing tasks, suboptimal patient services, and low levels of
work discipline have also been observed, including arriving late and leaving work before the
scheduled working hours.

These conditions indicate a gap between organizational expectations and the realities
in the field. Therefore, further research is needed to examine the factors influencing employee
performance, particularly professionalism, competence, and work discipline. By understanding
the effects of these three factors, it is expected that appropriate strategies can be formulated to

improve employee performance at Sidikalang Regional General Hospital.
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2. RESEARCH METHOD

This study employed a quantitative research approach in which numerical data were
collected, analyzed, and interpreted using statistical methods. The type of research used in this
study is a quantitative research methodology. According to Sugiyono (2008), quantitative
research is considered a traditional method because it has been used for a long period of time
and has therefore become well established as a research method. This method is referred to as
quantitative because the research data are presented in the form of numerical data and analyzed
using statistical techniques. In this study, the researcher selected the research object based on
data obtained from the relevant institution, particularly data from Sidikalang Regional General
Hospital.
Research Location

The research location refers to the place where the researcher conducts the study to
obtain an accurate representation of the actual conditions of the research object and to collect
reliable data. In this study, the researcher sought to examine the actual conditions of the
research object at Sidikalang Regional General Hospital, located at Jalan Rumah Sakit No. 19,
Batang Beruh Village, Sidikalang District, Dairi Regency, North Sumatra Province, Postal
Code 22212, North Sumatra, Indonesia. The location was selected because it provides access
to relevant data and information related to the research problems to be investigated.
Research Period

The research was conducted from February to March, beginning on the date the
research permit was issued, with the research process lasting approximately one (1) month.
Subsequently, data processing was carried out for one month, including data organization,
compilation, and processing activities, as well as direct guidance and supervision throughout
the research process.
Population

The population refers to the entire group of subjects that will be studied by a researcher.
For example, a total of 86 people may be considered a population because they are involved in
a particular study. Another definition states that, literally, a population refers to all variables
related to the research topic. A research sample is a portion of the population that has
characteristics similar to those of the population. The sample is also commonly referred to as
a representative subset. The values obtained from the sample are referred to as statistics.
Sample

A sample is a portion of the characteristics possessed by a population, as explained by

Arikunto (2020). According to Nawawi (2020), a sample can simply be defined as a part of the
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population that serves as the primary source of data in a study. The study population consisted

of 409 employees of Sidikalang Regional General Hospital, from which 80 respondents were

included in the study.

Table 1. Operationalization of Research Variables.

No Variable

Operational Definition

Indicators

1  Professionalism

2 Competence

3 Work Discipline

4 Employee
Performance

According to Sedarmayanti (2010:96),
professionalism is a foundation that enables
bureaucracy to function as an effective instrument of
government and serves as a measure of the
competence of personnel in carrying out their duties

properly.

According to Wibowo (2012), competence refers to
the ability to perform work or tasks based on skills
and knowledge, supported by work attitudes in
accordance with the requirements of the job.
Competence reflects specific knowledge, skills, and
attitudes within a profession that characterize
expertise and distinguish one professional from
another.

According to Mangkuprawira (2018:122), employee
discipline is an individual characteristic demonstrated
through conscious compliance with the rules and

regulations applicable within a particular organization.

According to Mathis and Jackson (2018:65),
performance basically refers to the actions performed
or not performed by employees. Employee
performance is a crucial aspect of improving
productivity. Therefore, in an effort to improve
employee performance, organizations must be able to
identify the factors that influence such performance.

1. Employee integrity
and ethics

2. Commitment

3. Compliance

4. Ability

5. Communication and
teamwork

1. Motives or drives
2. Characteristics

3. Self-concept

4. Knowledge

5. Skills

1. Consistent attendance
2. Compliance with work
regulations

3. Compliance with work
standards

4. High level of alertness
5. Performing work
ethically

1. Quality

2. Productivity

3. Timeliness

4. Ability to innovate

5. Teamwork

Validity and Reliability Tests

In conducting research, the implementation of validity and reliability tests cannot be

separated from the research process. Both concepts are crucial to the success of a study because

they determine whether the research instrument is valid and reliable. Validity and reliability

tests are measurement instruments used to assess the quality of research instruments.

Validity Test

The validity test is used to assess the extent to which a questionnaire is truly capable of

measuring what it is intended to measure. An instrument is considered valid when the items

contained in the questionnaire are able to represent and reveal the aspects or variables intended

to be measured (Ghozali, 2020). In other words, each item in the questionnaire must be

appropriately related to the construct that is the focus of the study. The validity test is conducted
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by correlating the score of each questionnaire item with the total score of the corresponding
construct or variable. The hypotheses proposed are as follows:

Ho: There is no positive correlation between the questionnaire item score and the total construct
score.

H.: There is a positive correlation between the questionnaire item score and the total construct
score.

Operationally, the validity test is conducted by comparing the calculated r value with
the critical r value at a 5% significance level with degrees of freedom (df) = n — 2, where n
represents the number of samples. A questionnaire item is declared valid if the calculated r
value > the critical r value. Conversely, if the calculated r value < the critical r value, the
questionnaire item is declared invalid (Ghozali, 2020).

Reliability Test

The reliability test is used to assess the consistency of a measurement instrument,
namely the extent to which a questionnaire produces relatively stable responses when
administered under similar conditions. A questionnaire is considered reliable when
respondents’ answers to the statement items demonstrate consistency over time (Ghozali,
2020). Thus, reliability indicates the degree of dependability of an instrument in measuring the
same construct.

In this study, the reliability test was conducted using the one-shot method, in which
measurement is performed only once, with the assistance of SPSS software through the
Cronbach’s Alpha (a) statistical test. A construct or variable is declared reliable if the obtained
Cronbach’s Alpha value is greater than 0.60 (Ghozali, 2020).

Data Analysis

Data analysis refers to the process of examining, categorizing, organizing, interpreting,
and validating data in order to obtain meaningful information and draw appropriate conclusions
(Dewi, 2024).

Multiple Linear Regression Analysis

Regression analysis is used to determine the influence of independent variables on a
dependent variable. In this study, multiple linear regression analysis was used to examine the
relationships between Professionalism (X1), Commitment (X2), and Work Discipline (X3) as
independent variables and Employee Performance () as the dependent variable. The multiple
linear regression equation used in this study is as follows:

Y =bot biXi+baXot baXat € i (1)
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Where:

Y = Dependent variable (employee performance)
bo = Constant

b1, bz, bs = Regression coefficients

Xi = Professionalism

Xa = Commitment

X3 = Work Discipline

e = Error term

Simultaneous Test (F-Test)

The F-test is used to determine whether the independent variables simultaneously have
a significant effect on the dependent variable. Statistical calculations are performed using SPSS
with a significance level of a = 0.05. The decision-making criteria are based on the significance
probability value. If the significance probability is greater than 0.05, Ho is accepted and H, is
rejected. Conversely, if the significance probability is less than 0.05, Ho is rejected and H, is
accepted.

Partial Test (t-Test)

The t-test is used to determine whether each independent variable individually has a
significant effect on the dependent variable. In this study, the t-test was employed to examine
the individual statistical relationships between Professionalism (X1), Commitment (X2), Work
Discipline (X3), and Employee Performance (). The statistical test is conducted using SPSS
with a significance level of a = 0.05. The decision-making criteria are based on the significance
value (Sig.). If the significance value is less than 0.05, the null hypothesis (Ho) is rejected and
the alternative hypothesis (H,) is accepted. Conversely, if the significance value is greater than
0.05, Ho is accepted and H, is rejected.

Coefficient of Determination (R?)

The coefficient of determination (R2?) aims to measure the ability of the regression
model to explain the variation in the dependent variable (Ghozali, 2020). The coefficient of
determination ranges from zero to one. A value of R2Z closer to one indicates that the
independent variables provide a greater proportion of the information needed to explain the
variation in the dependent variable. Conversely, a value of R2 closer to zero indicates that the
ability of the independent variables to explain the variation in the dependent variable is
relatively limited.
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Operationally, the validity test was conducted by comparing the calculated r value with

the table r value at a 5% significance level with degrees of freedom (df) = n — 2, where n

represents the number of samples. A questionnaire item is declared valid if the calculated r

value > the table r value. Conversely, if the calculated r value < the table r value, the

questionnaire item is declared invalid.

Table 2. Results of the Questionnaire Validity Test.

No. Pernyataan Rhitung Rtabel Keterangan
Profesionalisme (X1)
1 Statement 1 0,874 0.281 Valid
2 Statement 2 0,752 0.281 Valid
3 Statement 3 0,783 0.281 Valid
4 Statement 4 0,789 0.281 Valid
5 Statement 5 0,714 0.281 Valid
Komitmen (X2)
1 Statement 1 0,820 0.281 Valid
2 Statement 2 0,738 0.281 Valid
3 Statement 3 0,739 0.281 Valid
4 Statement 4 0,748 0.281 Valid
5 Statement 5 0,657 0.281 Valid
Disiplin Kerja (X3)
1 Statement 1 0,819 0.281 Valid
2 Statement 2 0,790 0.281 Valid
3 Statement 3 0,816 0.281 Valid
4 Statement 4 0,624 0.281 Valid
5 Statement 5 0,659 0.281 Valid

Reliability Test

In this study, the reliability test was conducted using the one-shot method, in which the

measurement was performed only once, with the assistance of SPSS software through the

Cronbach’s Alpha (a) statistical test. A construct or variable is declared reliable if the obtained

Cronbach’s Alpha value is greater than 0.60
Table 3. Results of the Reliability Test of Research Variables.

Item Pertanyaan

Cronbach'sAlpha N Ofltem Keterangan

Professionalism (X1) 0,863 5 Reliabel
Commitment (X2) 0,794 5 Reliabel
Work Discipline (X3) 0,798 5 Reliabel
Employee Performance (Y) 0,870 5 Reliabel

Table 4. Reliability Statistics for Professionalism (X1).

Reliability Statistics

Cronbach's Alpha N of Items
.863 5
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Table 5. Reliability Statistics for Commitment (X2).

Reliability Statistics
Cronbach's Alpha N of Items
794 5

Table 6. Reliability Statistics for Work Discipline (X3).

Reliability Statistics
Cronbach's Alpha N of Items
.798 5

Table 7. Reliability Statistics for Employee Performance ().

Reliability Statistics
Cronbach's Alpha N of Items
870 5

Based on the results of data processing using SPSS for Windows version 26, the

reliability test results showed that the Professionalism variable (X1) had a Cronbach’s Alpha
value of 0.863 > 0.60, the Commitment variable (X2) had a value of 0.794 > 0.60, the Work
Discipline variable (X3) had a value of 0.798 > 0.60, and the Employee Performance variable
(Y) had a value of 0.870 > 0.60. Each variable consisted of five questionnaire items
administered to the respondents. Therefore, it can be concluded that all statement items for
each variable were reliable and demonstrated consistent measurement results over time.
Partial Test (t-Test)

Partial hypothesis testing is intended to determine whether or not each independent
variable has a partial effect on the dependent variable. The results of the hypothesis testing are
presented as follows:

Table 8. Results of the t-Test

Coefficients?

Unstandardized Coefficients Standardized Coefficients

Model B Std. Error Beta t Sig.

1 (Constant) -.981 2.338 -420 677
Professionalism .306 141 .303 2171 035
Commitment .628 .148 .505 4.255 .000
Work Discipline 116 142 103 .815 419

a. Dependent Variable: Employee Performance
Source: Processed Data (2026).

Based on the t-test results presented in the table above, the magnitude of the partial

(individual) effect of each independent variable on the dependent variable is described as
follows:
Testing the Significance of Professionalism (X1) on Employee Performance (Y)

The calculated t value for the professionalism coefficient is 2.171. Meanwhile, the t
table value can be determined using the t-test table at a = 0.05. Since a two-tailed hypothesis
is used, the significance level is divided by 2, resulting in 0.025. The degrees of freedom for

the partial t-test were determined based on the number of valid observations and the number of
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predictors included in the regression model. The corresponding critical t-value was then
determined using a two-tailed significance level of 0.05. However, based on the stated
calculation in the research, the t table value used is 1.990. The Professionalism variable has a
significance value of 0.035 < 0.05, indicating a statistically significant effect. Furthermore, the
calculated t value is greater than the t table value (2.171 > 1.990). Therefore, H, is accepted
and Ho is rejected. It can be concluded that professionalism partially has a significant effect on
employee performance.

Testing the Significance of Commitment (X2) on Employee Performance (Y)

The calculated t value for the commitment coefficient is 4.255. Meanwhile, the t table
value is 1.990 at a significance level of a = 0.05 using a two-tailed hypothesis. The
Commitment variable has a significance value of 0.000 < 0.05, indicating a statistically
significant effect. Furthermore, the calculated t value is greater than the t table value (4.255 >
1.990). Therefore, H, is accepted and Ho is rejected. It can be concluded that commitment
partially has a significant effect on employee performance.

Testing the Significance of Work Discipline (X3) on Employee Performance (Y)

The calculated t value for the work discipline coefficient is 0.815. Meanwhile, the t
table value is 1.990 at a significance level of a = 0.05 using a two-tailed hypothesis. The Work
Discipline variable has a significance value of 0.419 > 0.05, indicating that the effect is not
statistically significant. Furthermore, the calculated t value is lower than the t table value (0.815
< 1.990). Therefore, H, is rejected and Ho is accepted. It can be concluded that work discipline
partially does not have a significant effect on employee performance.

Simultaneous Test (F-Test)

The F-test is used to evaluate the significance of the simultaneous relationship between
the independent variables and the dependent variable. The decision-making criterion is based
on a significance level of o = 0.05, with the calculation performed using SPSS.

Table 9. Results of the F-Test.

ANOVA?
Model Sum of Squares df Mean Square F Sig.
1 Regression 291.444 3 97.148 31.058 .000P
Residual 140.760 77 3.128
Total 432.204 80

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Work Discipline, Commitment, Professionalism
Source: Processed Data (2026).

The analysis of variance (ANOVA) table presents the results of the F-test, which can

be used to determine the simultaneous contribution of the independent variables, namely
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professionalism, commitment, and work discipline, to the dependent variable, namely
employee performance. The calculation resulted in an F<sub>calculated</sub> value of
31.058. At a significance level of 5%, with dfl = 3 and df2 = 77, the F<sub>table</sub> value
was 2.72.

Since the F<sub>calculated</sub> value (31.058) > the F<sub>table</sub> value
(2.72), it can be concluded that the three independent variables, namely professionalism,
commitment, and work discipline, simultaneously have a significant effect on employee
performance. Therefore, the regression model obtained is appropriate for predicting employee
performance. Thus, Ho is rejected and H, is accepted.

Results of the Multiple Linear Regression Coefficient

The multiple linear regression model aims to predict the value of the dependent variable
based on the known values of the independent variables. The results of the multiple linear
regression equation are presented as follows:

Table 10. Results of the Multiple Linear Regression Equation.

Coefficientsa
Model

Unstandardized Coefficients Standardized Coefficients

B Std. Error Beta

1 (Constant) -.981 2.338
Professionalism .306 141 .303
Commitment .628 .148 .505
Work Discipline 116 142 .103

a. Dependent Variable: Employee Performance
Based on the results obtained from the regression coefficients above, the regression

equation can be formulated as follows:
Y =-0.981 +0.306X; + 0.628X> + 0.116X;

Based on the equation, Y represents Employee Performance, X: represents
Professionalism, X- represents Commitment, and X represents Work Discipline. The constant
value of —0.981 indicates that when the variables Professionalism, Commitment, and Work
Discipline are assumed to have a value of zero, Employee Performance has a value of —0.981.
The regression coefficient for Professionalism of 0.306 indicates that every one-unit increase
in Professionalism will increase Employee Performance by 0.306 units, assuming that the other
variables remain constant. The regression coefficient for Commitment of 0.628 indicates that
every one-unit increase in Commitment will increase Employee Performance by 0.628 units,
assuming that the other variables remain constant. Meanwhile, the regression coefficient for
Work Discipline of 0.116 indicates that every one-unit increase in Work Discipline will
increase Employee Performance by 0.116 units, assuming that the other variables remain

constant.
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Results of the Coefficient of Determination (Adjusted R?)

According to Ghazali (2020:97), the coefficient of determination test is used to
determine the extent to which the independent variables can explain the dependent variable.
Therefore, the coefficient of determination (Adjusted R-Square) needs to be examined. The
results of the Adjusted R2 coefficient of determination test are presented as follows:

Table 11. Results of the Coefficient of Determination (Adjusted R2).

Model Summary

Model R R Square Adjusted R Square Std. Error of the Estimate
1 8212 674 .653 1.769

a. Predictors: (Constant), Work Discipline, Commitment, Professionalism

Based on the Model Summary results, the R value is 0.821, indicating that the

relationship between Professionalism, Commitment, and Work Discipline and Employee
Performance is in the very strong category. This indicates that the three independent variables
have a strong relationship with the dependent variable, namely Employee Performance.

The R Square (R?) value of 0.674 indicates that 67.4% of the variation or changes in
Employee Performance can be explained jointly by Professionalism, Commitment, and Work
Discipline. Meanwhile, the remaining 32.6% is influenced by other factors that are not included
in this research model, such as work motivation, leadership, work environment, compensation,
organizational culture, and other factors.

Furthermore, the Adjusted R Square value of 0.653 indicates that after being adjusted
for the number of independent variables used in the model, the ability of Professionalism,
Commitment, and Work Discipline to explain Employee Performance is 65.3%, while the
remaining 34.7% is explained by other variables outside the research model.

The Std. Error of the Estimate value of 1.769 indicates the level of prediction error in
the regression model. The smaller the standard error, the better the ability of the regression
model to predict Employee Performance. Thus, the regression model used in this study can be
considered reasonably good for explaining the effect of Professionalism, Commitment, and
Work Discipline on Employee Performance.

The regression coefficients for Professionalism, Commitment, and Work Discipline
were positive. However, only Professionalism and Commitment demonstrated statistically
significant partial relationships with Employee Performance, whereas Work Discipline did not
show a statistically significant partial relationship (p = 0.419). Among the three variables,
Commitment has the most dominant effect on Employee Performance, as indicated by the
largest regression coefficient of 0.628 and the largest Standardized Coefficient Beta value of
0.505, compared with Professionalism (Beta = 0.303) and Work Discipline (Beta = 0.103).
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Therefore, increasing employee Commitment is the factor that plays the most important role in
improving Employee Performance in this study.
The Effect of Professionalism on Employee Performance

The results of the study indicate that there is a positive and partial effect of
Professionalism on Employee Performance, as indicated by a significance value of less than
0.05. This finding suggests that an increase in employee Professionalism contributes to an
improvement in Employee Performance.
The Effect of Commitment on Employee Performance

The results of the study indicate that there is a positive and partial effect of Commitment
on Employee Performance, as indicated by a significance value of less than 0.05. This finding
suggests that the higher the level of employee Commitment, the higher the Employee
Performance.
The Effect of Work Discipline on Employee Performance

The results of the study indicate that there is no significant partial effect of Work
Discipline on Employee Performance, as indicated by a significance value greater than 0.05.
This finding indicates that Work Discipline did not demonstrate a statistically significant partial

relationship with Employee Performance in the regression model examined (p = 0.419).

4. CONCLUSION

Professionalism has a positive and significant effect on the performance of employees
at Sidikalang Regional General Hospital. This is evidenced by the results of the t-test, which
show a calculated t value of 2.171, greater than the t table value of 2.014, with a significance
level of 0.035 < 0.05. Thus, the higher the level of employee professionalism, the higher the
performance produced.

Commitment has a positive and significant effect on the performance of employees at
Sidikalang Regional General Hospital. The results of the t-test show a calculated t value of
4.255, greater than the t table value of 2.014, with a significance level of 0.000 < 0.05.
Commitment is the most dominant variable affecting employee performance, as indicated by
the regression coefficient of 0.628 and a Beta value of 0.505. Work Discipline does not have a
significant effect on the performance of employees at Sidikalang Regional General Hospital
partially. This is indicated by a calculated t value of 0.815, which is lower than the t table value
of 2.014, with a significance level of 0.419 > 0.05. Although Work Discipline showed a
positive regression coefficient, its partial relationship with Employee Performance was not

statistically significant (p = 0.419).
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Professionalism, Commitment, and Work Discipline simultaneously have a positive
and significant effect on the performance of employees at Sidikalang Regional General
Hospital. This is evidenced by the results of the F-test, which show a calculated F value of
31.058, greater than the F table value of 2.81, with a significance level of 0.000 < 0.05. The
Adjusted R Square value of 0.653 indicates that Professionalism, Commitment, and Work
Discipline are able to explain 65.3% of the variation in employee performance, while the
remaining 34.7% is influenced by other factors outside the scope of this study, such as work
motivation, leadership, work environment, compensation, organizational culture, and other

factors.
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