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Abstract

This ex-post-facto research aims to find out (1) the effect of incentives on employee performance at the Education Office
Asmat District; (2) the influence of employee work motivation on employee performance at the Education Office Asmat
Regency; and (3) determine the influence of incentives and employee work motivation on employee performance at the
Education Office Asmat Regency.

Data collection was carried out involving a sample of 61 employees who were randomly selected. Three instruments in the
form of questionnaires were developed using a Likert scale. The incentive instrument consists of 12 items, the work
motivation instrument consists of 12 items and the employee performance instrument consists of 12 items. Before being used,
each instrument has been tested for validity and reliability so that it is suitable for use to collect data. The collected data was
then analyzed using regression analysis

The results of this research show that (1) Incentives influence employee performance at the Education Office Asmat Regency
with an influence contribution of 21.5%; (2) Work motivation influences employee performance at the Education Office
Asmat Regency with an influence contribution of 39.4%;; and (3) Incentives and work motivation influence employee
performance at the Education Office Asmat Regency, by following the equation Y = 8,962 + 0,292 X1+ 0,498 X2. At the
significant level a = 0.05, together incentives and work motivation contribute 66.0% to employee performance at the
Education Office Asmat Regency.
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Introduction carrying out their job responsibilities frequently fails to
Human resources are a critical component of businesses and meet the standards set for success.

organisations. A positive correlation exists between Problems can arise when employees exhibit a propensity for
employee proficiency and organisational performance. laziness, resulting in the work being incomplete prior to the
Conversely, employee performance is directly proportional designated deadline. At the Asmat Regency Education
to organisational performance. Superior human resources Office, there are still personnel who enter late and depart
are those of the highest calibre, capable of operating in a early.

productive, efficient, and professional manner (Siagian, In light of the aforementioned considerations, the Asmat
2016). By possessing exceptional human resources, an District Education Office has implemented a range of
organisation can enhance its performance, thereby initiatives aimed at enhancing human resources in order to
increasing the likelihood of successfully attaining its improve employee performance. Education, training,
objectives. The structures and objectives of an organisation provision of adequate compensation, establishment of a
are interdependent, and human communication is required conducive work environment, and motivation are a few of
to coordinate activities within the organisation. A decline in the activities conducted. By means of work-related
employee performance will lead to financial losses for the education and training, it is anticipated that personnel will
organisation. gain a comprehensive understanding of their tasks, thereby
As the implementing organisation of the Asmat Regional enabling them to assume greater accountability for their
Government, the Asmat Regency Education Office is tasked performance. Scholars posit that a considerable number of
with the planning, execution, oversight, and evaluation of issues arise due to inadequate employee motivation. It is
the Asmat region's education implementation process. In indisputable that each employee joins an organisation or
order to accomplish the established vision and mission of a agency for personal reasons, including the expectation that
government organisation, collaboration among all systems compensation will suffice to support their living expenses.
within the organisation is essential. In addition, the system As a result, scholars are intrigued by the inquiry into the
is fundamentally composed of the personnel that comprise correlation that exists between the incentives offered to
it—human resources. employees and their level of work motivation.

It is determined that the Asmat Regency Education Office Incentives, which are compensation offered by organisations
has fallen short of attaining the predetermined objectives. through the establishment of a connection between
The Regional Government has placed upon its obligations remuneration and employee productivity, are frequently
and responsibilities that are designed to ensure public applied to salary payment schemes that are associated in
satisfaction. However, despite the provision of technological some way (Sutrisno et al., 2023). Financial incentives are
infrastructure and facilities, accountability for performance, provided as compensation to individuals who surpass pre-
and skilled personnel, these responsibilities and duties have established performance criteria (Saputri et al., 2021) B,
not been fully executed. The performance of employees in The provision of incentives is intended to increase
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employees' enthusiasm for their work. The provision of
incentives within an organisation is significant because it is
believed to be capable of resolving a variety of increasingly
complex problems in the workplace, such as low work ethic
caused by employees' morale and unsatisfactory passion for
their work. In accordance with Hermawan and Fikri (2020),
a discrepancy exists between permanent and non-permanent
employees with regard to work motivation, due to the
absence of supplementary income in the form of incentives
for the former.

The ability to perform work effectively is contingent upon
an individual possessing a strong work motivation. The
issue at the Asmat Regency Education Office pertains to the
dearth of employee motivation in the workplace. Employees
exhibit reduced motivation to cultivate their creativity and
devise novel approaches to work support, both of which are
crucial for achieving optimal work outcomes. Age and
limited proficiency in information and communication
technologies are frequently cited as factors contributing to
this diminished motivation.

Drawing from the preceding discourse, the author expresses
interest in conducting research under the heading "The
impact of incentive provision and employee work
motivation on employee performance at the Education
Office of the Asmat Regency."

Researchers aim to investigate the following through this
study: (1) the impact of incentives on employee
performance at the Asmat Regency Education Office; (2)
the interaction between employee work motivation and
employee performance at the same organisation; and (3) the
combined influence of employee work motivation and
incentive systems on employee performance at the same
organisation.

Research method

A. Research Design

This study encompasses ex post facto research as no
treatment or manipulation of the research variables occurred
during the course of the investigation. Ex-post facto
research involves the examination of past events in order to
identify potential causal factors by looking back in time. A
quantitative methodology is being employed in which the
symptoms will be investigated and quantified through
numerical means. Pragmatism, as a philosophical
framework, guides the investigation of specific populations
or samples through the application of research instruments
during data collection and subsequent quantitative/statistical
data analysis. This approach aims to test predetermined
hypotheses (Sugiyono, 2013).

B. Research Time and Location

The present study was conducted at the Education Office of
the Asmat Regency for a duration of four months,
specifically from March 2023 to June 2023.

C. Data Sources

Data sources are the individuals from which researchers
obtain information pertinent to their investigations. The
outcomes of surveys administered directly to participants by
researchers were utilised in the investigation of work
motivation, incentives, and employee performance. This
study utilised 61 personnel of the Asmat Regency Education
Office as respondents.
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D. Data Analysis Technique

Before questionnaires can be utilised in actual research, they
must first be tested. This is necessary because the quality of
the research results is essentially determined by the
accuracy of the data. The accuracy of the data is contingent
upon the quality of the data collection instrument. Two
qualities must be present in a quality instrument:; validity
and reliability.

The evaluation tools employed by the Asmat District
Education Office to assess employee performance, work
motivation, and incentives are each comprised of twelve
items. Four alternative options are prepared for each item. In
order to ascertain the anticipated outcomes, the instrument
underwent pre-use testing on a number of participants.

The trial results data were subsequently analysed in order to
ascertain the instrument's validity and reliability. The
instrument analysis reveals that the Corrected Item-Total
Correlation value for all utilised instruments is greater than
0.3; therefore, it can be concluded that the instruments are
valid and appropriate for measuring each variable in the
research.

Moreover, the instrument reliability analysis reveals that
each of the utilised instruments possesses a Cronbach Alpha
reliability index of at least 0.6. Consequently, it can be
deduced that the instruments are dependable, signifying that
the question items possess the capability to yield consistent
measurement outcomes.

Findings and discussion

This research consists of two independent variables,
incentives (X1) and work motivation (X2) and one
dependent variable, employee performance (Y). Data that
has been collected using an instrument in the form of a
questionnaire distributed to respondents, namely employees
of the Asmat District Education Service, for each variable
can be presented as follows.

A questionnaire consisting of 12 questions was distributed
to 61 respondents to obtain information about the incentives
received. The results of data collection show that the
incentive scores spread from 22 to 41 with an average of
33.69 and a standard deviation of 4.763. The results of data
collection show that work motivation scores spread from 23
to 44 with an average of 34.25 and a standard deviation of
4.308. The results of data collection show that employee
performance scores spread from 24 to 44 with an average of
35.87 and a standard deviation of 3.845.

Effective employee performance is the aspiration of each
agency to accomplish its objectives. Nevertheless, in order
to attain this state, numerous considerations must be
incorporated to ensure that employee performance meets
expectations. Work motivation and incentive provision are
anticipated to have the greatest impact on employee
performance at the Education Department of the Asmat
Regency.

1. The impact of incentives (X1) on the performance of
employees (Y).

Many factors influence the performance of employees at the
Asmat Regency Education Office. One of the influencing
factors is the incentives given to employees. The results of
the calculations that have been carried out show that at the
significance level a = 0.05, assuming that other variables
still contribute to incentives to employee performance, it is
R2 = 0.215. This means that 21.5% of employee
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performance can be determined by the incentives provided.
One of the ways in which the performance of employees at
the Asmat Regency Education Service is good and bad can
be predicted from how incentives are given to employees.
The research findings above are in line with the opinion that
intensive organizational provision provides responsibility
and encouragement to employees to improve the quality and
quantity of their work results or increase their productivity
(Citra et al., 2020 [9: Adiati & Saroyo, 2022) M. The
priority of the influence of incentives is not merely in the
form of instructions, but rather as a motivation or trigger
that can inspire employees, so that their initiative and
creativity develop optimally to improve their performance.
On the other hand, the level of intensity also influences
employee performance. Employees will have high
performance if they increase job satisfaction and improve
employee competency. Incentives have a positive and
significant effect on employee performance through job
satisfaction (Gachengo & Wekesa, 2017). This means that
employees will have high performance if they increase job
satisfaction and provide better incentives. The results of
calculations from the Likert scale show that according to
employees at the Asmat Regency Education Office, the
perceived intensity has an average score of 33.69 in the
good category. This means that without calculating the
nominal amount of rupiah, employees feel the suitability
between incentives and performance. To improve the
performance of an employee in the company by providing
compensation that is commensurate with the work the
employee has done. If someone who has worked beyond the
target makes the employee receive rewards from the
performance results that have been achieved (Rachman et
al., 2019)

2. The impact of work motivation (X2) on the
performance of employees (Y).

Apart from incentives, employee work motivation has also
been proven to have a significant influence on employee
performance at the Asmat District Education Office. The
results of the analysis that have been carried out show that
assuming other variables are constant, work motivation has
an effect on employee performance at the Asmat District
Education Office by R2=0.394. This means that 39.4% of
employee performance can be determined by the employee's
work motivation. One of the ways in which employee
performance at the Asmat Regency Education Service is
good or bad can be predicted from the employee's work
motivation.

The results of this research are in line with the findings of
previous research which concluded that motivation has a
positive and significant effect on employee performance
variables (Marhumi & Nugroho, 2018 ?4; Zahari et al.,
2019; Murti & Utami, 2021) 31, When an organization or
agency is able to provide good motivation, employees will
be more enthusiastic about working and more motivated to
carry out their duties well so that this will influence the
achievement of organizational performance. However, on
the contrary, employee performance will be classified as
weak if their work ethic is not high. To form a high work
ethic from employees, motivation plays a very important
role.

The average score for work motivation is 34.25, indicating
that the work motivation of employees at the Asmat
Regency Education Office is in the good category.
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Employees being motivated to work well can occur due to
several factors, such as organizational management,
leadership, meeting needs and so on. Furthermore,
providing incentives that are felt to be sufficient by
employees at the Asmat District Education Office may be a
motivation for employees to work well.

3. The impact of work motivation (X2) and incentives
(X1) on employee performance (Y)

Without taking into account other variables that influence
employee performance at the Asmat Regency Education
Service as presented above, the incentive and work
motivation variables each have a significant influence on
employee performance at the Asmat Regency Education
Office. Next, it is necessary to see how each variable
contributes together.

The calculation results show that incentives and work
motivation influence employee performance at the Asmat
Regency Education Office, by following the equation Y
8.962 + 0.292 X1+ 0.498 X2. At the significant level a =
0.05, incentives and work motivation have a joint influence
on employee performance at the Asmat District Education
Office, amounting to R2 = 0.660. This means that 66.0% of
employee performance at the Asmat District Education
Office can be determined by the incentives provided and the
employee's work mativation.

The results of this research are in line with several studies
that have been conducted previously where intensive
provision and work motivation together have an effect on
employee performance (Hasmalawati & Hasanati, 2017 71
Effendy & Fadhillah, 2018; Paramananda & Purba 2021).
Furthermore, these two variables are the variables that have
the greatest influence on employee performance compared
to other variables. This is in accordance with what was
conveyed by Paramananda & Purba (2021) concluding that
incentives and motivation are known to be variables that
have the most significant or dominant influence on
employee performance.

Several other theories state that intensive is a respect or
institutional strategy for providing motivation to employees
who have enforced and upheld a disciplinary attitude
(Effendy & Fadhilah, 2018; Sutrisno et al., 2023). Or in
other words, perhaps incentives are a variable that
influences performance not directly but through work
motivation. With this in mind, it can be understood that
incentives make a smaller contribution than work
motivation.

Conclusions and suggestions

A. Conclusions

This research aims to analyze the influence of Incentives
and Work Motivation on Employee Performance at the
Asmat Regency Education Office. So the conclusions that
can be drawn are as follows: 1) Incentives influence
employee performance at the Asmat District Education
Office with an influence contribution of 21.5%; 2) Work
motivation influences employee performance at the Asmat
Regency Education Office with an influence contribution of
39.4%; and 3) Incentives and work maotivation influence
employee performance at the Asmat District Education
Office, by following the equation Y = 8.962 + 0.292
employee at the Asmat Regency Education Office.
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B. Suggestions

The researcher realizes that there are still many
shortcomings in this research, but the researcher hopes that
no matter how small the benefits from this research will be.
For this reason, researchers provide suggestions to obtain an
overview as material for consideration and improvement by
future researchers related to similar research.

For academics, this research is expected to be an additional
reference regarding customer decisions for researchers and
future researchers who are interested in discussing similar
research topics, namely Incentives, Work Motivation and
Work Environment on Employee Performance. Apart from
that, for academics who want to research the factors that
influence employee performance, researchers suggest
expanding the factors to be studied.

For companies, it is hoped that this research can be used as
input or as consideration in increasing the provision of
incentives. Because providing positive incentives will be
able to encourage employee performance to increase.
Therefore, the Asmat Regency Education Office must
continue to increase the provision of incentives because they
can improve employee performance.

In order to create superior human resources, the Asmat
Regency Education Office must periodically upgrade
employees by providing work motivation related to the tasks
at the Asmat Regency Education Office.
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