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Abstract 
This research is motivated by concerns over the low performance of village government 

officials, especially in Banua Sibohou II Village, Alasa Subdistrict, North Nias Regency, due 
to gaps in employee ability, organizational commitment, and work discipline. The urgency of 
this study lies in addressing public service quality by strengthening internal human resource 
factors. The significance of this research rests on its contribution to understanding how 
employee capacity and commitment influence performance through the mediating role of 
work discipline. The research method used is a quantitative approach with a causal design. 
Data were collected through questionnaires distributed to 35 village government employees. 
The data were analyzed using path analysis to evaluate direct and indirect relationships 
among variables. Data validation involved classical assumption testing, multiple linear 
regression, and statistical significance testing. The findings show that both ability and 
commitment have a significant and positive effect on employee performance, directly and 
indirectly through discipline. Work discipline also significantly influences performance. The 
study highlights that improving employee capability and fostering commitment, supported by 
a strong culture of discipline, is crucial in enhancing government apparatus performance at 
the village level. Therefore, it is recommended that local administrations implement regular 
capacity-building programs, strengthen value-based leadership, and enforce consistent 
discipline to improve overall governance performance. 
Keywords: Ability, Commitment, Discipline, Employee Performance 
 
A. INTRODUCTION 

Improving the quality of public services is a key indicator of successful governance, 
particularly at the village level, which serves as the spearhead of national development and 
the implementation of regional autonomy. In practice, the performance of village officials is 
crucial for achieving efficient, effective, and accountable public services. However, various 
issues related to low official performance persist, as observed at the Banua Sibohou II Village 
Head's Office, Alasa District, North Nias Regency. 

The author's initial observations indicate a number of problems, such as high rates of 
absenteeism, lateness, and a lack of awareness of work hour regulations. There have even 
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been cases of abuse of office for personal gain involving money from residents, reflecting a 
lack of integrity and commitment to public duties. This situation contradicts the spirit of 
bureaucratic reform, which prioritizes clean and pro-people public services. 

According to Mangkunegara (2017), employee performance is influenced by ability and 
motivation. Ability encompasses technical expertise and knowledge, while motivation is 
closely related to commitment and discipline. Luthans (2015) defines commitment as a form 
of loyalty and emotional attachment to an organization, while Rivai (2016) emphasizes the 
importance of discipline in work behavior that adheres to regulations. All three are 
interrelated in influencing employee performance. 

Previous research has demonstrated a relationship between ability, commitment, work 
discipline, and employee performance. Astuti et al. (2022) found that ability and discipline 
significantly impact performance. Wahyu (2019) highlighted that organizational commitment 
influences performance directly and through work discipline as an intermediary. Dwi et al. 
(2020) added that low discipline hinders the achievement of organizational goals. However, 
the majority of these studies focus on central agencies and the private sector, resulting in 
limited research on village conditions. 

This research offers a novel contribution by integrating three key variables—ability, 
commitment, and work discipline—into a comprehensive model focused on the village 
government context. The added value of this study is the use of work discipline as a 
mediating variable to examine the indirect influence of ability and commitment on employee 
performance. This approach provides a more comprehensive picture of the factors influencing 
the work quality of village officials. 

The urgency of this research is based on the importance of strengthening human 
resources in villages, given their strategic role in development and public services. In the era 
of regional autonomy and budget decentralization, villages are required to implement 
transparent and accountable governance. Therefore, improving employee competence, 
commitment, and discipline is a top priority. Without these aspects, the effectiveness of 
village programs will be compromised and public trust in officials may decline. 

Specifically, this study aims to examine whether employee competence and commitment 
directly impact performance, and the extent to which work discipline acts as a mediator 
between the two. From a theoretical perspective, this research is expected to enrich the 
literature in the field of public administration and human resource management, particularly 
within the village bureaucracy. Practically, these findings can be used by village governments 
and related institutions as a reference for evaluation, formulation of employee development 
policies, and strategies to improve discipline and work commitment to encourage more 
optimal performance. 
 
B. LITERATURE REVIEW 

Competence 
According to Robbins (2016), work competence is a person's capacity to complete tasks 

related to their job. Gibson and colleagues (2017) describe work competence as an 
individual's potential to perform a specific job. This competence encompasses personal skills, 
consisting of intelligence and skills possessed by an individual. Work competence is closely 
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related to the physical and mental condition required to carry out tasks. If this competence is 
lacking or at a low level, it will negatively impact employee performance (Robbins, 2016). 

Robbins (2016) also states that work competence indicators can be divided into three 
main aspects: 

1. Knowledge competence, 
2. Skill competence, 
3. Attitudinal competence. 
Commitment 
Organizational commitment is a condition in which an employee demonstrates a deep 

attachment to the vision, values, and goals of the organization where they work. This is 
reflected in a strong desire to remain actively involved and make the best possible 
contribution to achieving shared goals. Employees with a high level of commitment generally 
feel comfortable within the organization and are driven to remain part of it to support its 
continuity and success. Sopiah (2018) suggests that organizational commitment reflects an 
employee's attitude toward the organization, indicating the extent to which they feel happy or 
unhappy being part of it. Luthans (2015) defines organizational commitment as: (1) the 
determination to remain in the organization, (2) the desire to contribute maximally, and (3) 
acceptance of the organization's values ​​and goals. This reflects an individual's level of loyalty 
to the institution where they work. 

Robbins and Judge (2015) also state that organizational commitment is a condition in 
which employees demonstrate an attachment to a particular organization and have a strong 
intention to remain its members. This commitment can be analyzed through three main, 
independent but complementary components: 

1. Affective commitment, 
2. Continuance commitment, and 
3. Normative commitment. 

Performance 
Performance in an organization involves all elements of human resources, from leaders 

to executive staff. Pradana et al. (2013) define performance as the achievement of individual 
work results based on assigned tasks, which is influenced by ability, experience, commitment, 
and time utilization. In general, employee performance describes work results, both in terms 
of quality and quantity, over a specific period of time within an organization. Wibowo (2017) 
adds that performance is not just about the final result, but also encompasses the 
implementation process. 

According to Suradinata (2016), several factors can influence performance, such as the 
duration from planning to evaluation, technology utilization, work motivation, discipline, and 
the work environment, which encompasses physical and non-physical conditions, including 
individual skills and abilities. Therefore, performance measurement should not be limited to 
quantitative data alone but should also consider qualitative aspects. 

To assess whether an individual's performance is good or not, managerial measurement 
tools are needed that support the decision-making process and strengthen accountability. 
Wibowo (2018) identifies several key indicators for assessing performance, namely: (1) 
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productivity, (2) quality of work results, (3) timeliness, (4) task completion time (cycle time), 
(5) efficiency in resource utilization, and (6) total costs incurred during the work process. 
Discipline 

Work discipline plays a crucial role in supporting the achievement of organizational 
goals, both in the private sector and government agencies. Without strong discipline, 
organizations will struggle to achieve optimal results. A high level of discipline reflects an 
individual's strong sense of responsibility for their assigned tasks. Latainer, in Sutrisno 
(2019), explains that discipline is an internal drive within employees that encourages them to 
voluntarily comply with decisions, rules, and norms applicable in the workplace. 

Discipline also contributes to organizational success, improved employee welfare, and 
the quality of service to the public. Disciplined employees carry out their duties 
conscientiously without pressure from others. The primary goal of implementing work 
discipline is to achieve maximum efficiency. One form of this efficiency is reducing the risk 
of losses that can occur due to negligence, such as damage to work equipment or loss of 
property due to carelessness or carelessness. 

According to Siswanto (2013), work discipline can be measured through several 
indicators, namely: 

1. Employee attendance rate, 
2. Alertness or vigilance at work, 
3. Compliance with operational work standards, 
4. Compliance with applicable regulations, and 
5. Application of ethics in carrying out work. 

Government System 
Jurdi (2018) states that governance, in a broad sense, encompasses all state activities 

aimed at ensuring the welfare of the people and protecting national interests. In this context, 
governance is not limited to the executive branch but also involves the legislative and judicial 
branches. Thus, the governance system can be understood as a system consisting of various 
state institutions, both in the narrow and broad sense, which fulfill their roles and coordinate 
to achieve state goals. 

Furthermore, based on Law Number 6 of 2014 concerning Villages, specifically in 
Chapter I, Article 1, paragraph (3), the village government is defined as the village head or 
other official who is assisted by village officials in carrying out government functions at the 
village level. Village government includes elements such as the village head, village officials, 
and the Village Consultative Body (BPD). Article 2 of the law emphasizes that the 
implementation of village governance, development, community development, and 
empowerment must be based on the values ​​of Pancasila, the 1945 Constitution, and the 
principle of diversity as embodied in the motto "Bhinneka Tunggal Ika.". 
 
C. RESEARCH METHODOLOGY 

This research falls into the quantitative category with an associative-causal approach. It 
aims to identify the influence of ability (X1) and commitment (X2) on employee performance 
(Y), with work discipline (Z) as an intermediary variable, at the Banua Sibohou II Village 
Head's Office, Alasa District, North Nias Regency. The study population consisted of 35 
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village officials. Due to the small population, data collection used a census method (total 
sampling), with the entire population as respondents. 

Primary data were collected through a closed-ended questionnaire with a Likert scale, 
while supporting data were obtained from official village documents, literature, journals, and 
other references. The operationalization of variables is based on concepts from 
Mangkunegara (2017), Luthans (2015), and Rivai (2016). Ability indicators include 
knowledge and skills; commitment is measured through loyalty and responsibility; work 
discipline is assessed through compliance with regulations; and employee performance is 
evaluated based on quality, quantity, and timeliness of work completion. Data analysis was 
performed using path analysis to test the direct and indirect effects between variables. Prior to 
the main analysis, instrument validity and reliability tests were conducted, followed by 
classical assumption tests, such as normality, multicollinearity, and heteroscedasticity. The 
relationship between variables was tested using multiple linear regression with the t-test 
(partial), F-test (simultaneous), and coefficient of determination (R²) to determine the extent 
of the independent variables' contribution to the dependent variable. 
 
D. RESULT AND DISCUSSIONS 
Deskriptive Statistics 

Table 1. Respondent Characteristics 
No Respondent Characteristics Frekuence Persentage  
1 Gender Male 

Female 
17 
14 

56,67 
43,33 

2 Age < 30 years 
30 – 50 years 
> 50 years 

10 
8 
2 

33,33 
26,67 
6,67 

3 Education Junior High 
School 
Senior High 
School 

5 
25 

16,67 
83,33 

Source: Processed from Appendix 2 
 

Table 2. Deskriptive Statistics 
 

N Minimum Maximum Mean 
Std. 

Deviation 
Ability 30 20,00 60,00 44,37 12,11 
Commitment 30 13,00 40,00 30,27 7,61 
Work Discipline 30 12,00 50,00 35,40 10,68 
Employee 
Performance 

30 13,00 40,00 31,27 7,18 

Valid N (listwise) 30     
Source : SPSS Processing Results 

Based on the table above, it can be seen that the average respondent score for the ability 
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variable reached 44.37, with a maximum score of 60, a minimum score of 20, and a standard 
deviation of 12.11. For the commitment variable, the average respondent score was 30.27, 
with a maximum score of 40, a minimum score of 13, and a standard deviation of 7.61. 
Meanwhile, the work discipline variable showed an average score of 35.40, with a maximum 
score of 50, a minimum score of 12, and a standard deviation of 10.68. Finally, for the 
employee performance variable, the average score was 31.27, with a maximum score of 40, a 
minimum score of 13, and a standard deviation of 7.18. 
Validity Test​  

Table 3. Analysis of the Validity Test Results of the Ability Variable (X1) 

Statement rcount rtable Validity 
1 0,812 0,361 Valid 
2 0,799 0,361 Valid 
3 0,882 0,361 Valid 
4 0,833 0,361 Valid 
5 0,782 0,361 Valid 
6 0,879 0,361 Valid 
7 0,841 0,361 Valid 
8 0,863 0,361 Valid 
9 0,798 0,361 Valid 
10 0,912 0,361 Valid 
11 0,849 0,361 Valid 
12 0,825 0,361 Valid 

Sumber : SPSS Proccesing Results 

Based on the test results, all statement items related to the ability variable were proven valid 
and met the validity criteria, making them suitable for use in hypothesis testing. 

 
Table 4. Analysis of Validity Test Results for the Commitment Variable (X2) 

Statement rcount rtable Validity 
1 0,808 0,361 Valid 
2 0,686 0,361 Valid 
3 0,799 0,361 Valid 
4 0,816 0,361 Valid 
5 0,695 0,361 Valid 
6 0,822 0,361 Valid 
7 0,919 0,361 Valid 
8 0,823 0,361 Valid 

Source : SPSS Processing Results 

The test results indicate that all statements related to the commitment variable are valid and 
meet the validity criteria, allowing all items to be used in the regression analysis. 

 
Table 5. Analysis of Validity Test Results for the Work Discipline Variable (Z) 
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Statement rcount rtable Validitas 
1 0,858 0,361 Valid 
2 0,827 0,361 Valid 
3 0,864 0,361 Valid 
4 0,877 0,361 Valid 
5 0,844 0,361 Valid 
6 0,790 0,361 Valid 
7 0,898 0,361 Valid 
8 0,875 0,361 Valid 
9 0,829 0,361 Valid 
10 0,864 0,361 Valid 

Source : SPSS Proccesing Results 

The test results revealed that all statements used to measure the work discipline variable were 
valid and met the validity requirements, allowing all questions to be included in the 
regression test. 

Table 6. Analysis of Validity Test Results for the Employee Performance Variable (Y) 
Statement rcount rtable Validity 

1 0,766 0,361 Valid 
2 0,730 0,361 Valid 
3 0,729 0,361 Valid 
4 0,846 0,361 Valid 
5 0,727 0,361 Valid 
6 0,729 0,361 Valid 
7 0,845 0,361 Valid 
8 0,846 0,361 Valid 

Source :SPSS Proccesing Results 

The validity test results for the eight employee performance indicator statements indicate that 
all eight statements are relevant for measuring employee performance variables. 
Reliability Test 

Table 7. Data Reliability Test 

Variable Alpa Cronbach alpha Reliability 
Ability (X1) 0,962 0,6 Reliabel 
Commitment  (X2) 0,915 0,6 Reliabel 
Work Discipline (Z) 0,958 0,6 Reliabel 
Employee Performance (Y) 0,906 0,6 Reliabel 

Source : SPSS Processing Results 

Based on the reliability test conducted using Cronbach's Alpha, all research variables are 
reliable because the Alpha value is greater than 0.6, indicating that the measurement tool 
meets the reliability test. 
Classical Assumption Test 
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Normality Test 
Table 8. Data Normality Test Results 

One-Sample Kolmogorov-Smirnov Test 
  Res1 
N 30 
Normal Parametersa,,b Mean 3.0367 

Std. Deviation 2.59378 
Most Extreme 
Differences 

Absolute .145 
Positive .145 
Negative -.132 

Kolmogorov-Smirnov Z .792 
Asymp. Sig. (2-tailed) .558 
a. Test distribution is Normal. 
b. Calculated from data. 

Source :SPSS Processing Results 

The results of the one-sample Kolmogorov-Smirnov test show a significance value of 
0.558, which is greater than 0.05, thus concluding that the data are normally distributed. Data 
normality can also be determined by observing the distribution of points on the diagonal axis 
of the P-plot or by examining the histogram of the residuals. The P-plot and histogram are 
shown in the following figure. 

 
Figure 1. Data Normality 

  
Sumber : SPSS Processing Results 

 
Heteroskedastisity Test 

Figure 2. Heteroskedastisity Test 
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Source : SPSS Processing Results 

Based on the figure above, no specific pattern is visible, and the points are spread above 
and below 0 on the Y-axis, indicating no heteroscedasticity. 
Data Analysis Results 
Regression Model 1 

The analysis for the first-stage regression model was used to determine the extent of the 
influence of ability and commitment on work discipline. The following is the substructure 
equation:: 

Y = a + b1X1 + b2X2 
Where : 
Y ​ = Work Discipline 
a ​ = Constant 
b1, 2 ​ = Regression Coefficients X1, X2 

X1 ​ = Ability 
X2 ​ = Commitment 

​ The results of the multiple linear regression analysis of the influence of ability and 
commitment on work discipline can be seen in Table 4.9. 

Table 9. Multiple Linear Regression Results Model 1 
Model Summaryb 

Model R R. Square Adjusted  
R. Square 

Std. Error 
of the 

Estimate 
1 .875a .766 .749 5.35646 

a. Predictors: (Constant),Commitment, Ability 
b.  Dependent Variable: Work Discipline 

 
Coefficientsa 

 
Model 

Unstandardized 
Coefficients 

Standardize
d 

Coefficients 

 
t 

 
Sig. 

B Std. 
Error 

Beta 
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1 (Constant) -2.362 4.144  -.570 .573 
 Ability .331 .140 .375 2.369 .025 
 Commitment .762 .222 .543 3.429 .002 

a. Dependent Variable :  Work Discipline 
Source: SPSS Proccesing Results 

1. t-Test (Partial) 
The results of the regression analysis indicate that the ability variable has a p-value of 

0.025, which is below the significance threshold of 0.05. Therefore, the alternative hypothesis 
(H1) is accepted and the null hypothesis (H0) is rejected. This indicates that ability has a 
partial significant effect on work discipline, thus confirming the first hypothesis. Conversely, 
the commitment variable yields a p-value of 0.002, which is greater than 0.05. Based on this, 
the alternative hypothesis (H1) is rejected and the null hypothesis (H0) is accepted, indicating 
that commitment also has a partial significant effect on work discipline, thus accepting the 
second hypothesis. 
2. Coefficient of Determination 

To measure the extent of the influence of the independent variables, namely ability and 
commitment, on work discipline, the coefficient of determination (R²) is used. The 
calculation results show that the R² is 0.766, indicating that the two independent variables 
together contribute 76.60% to work discipline. Meanwhile, the remaining 23.40% is 
influenced by variables other than ability and commitment. The error term (e₁) is calculated 
using the formula e₁ = √(1 − R²), resulting in an e₁ value of 0.484. 
Regression Model 2 

The analysis for the second-stage regression model was used to determine the influence 
of the independent variables of ability, commitment, and work discipline on the dependent 
variable, employee performance. The following is the substructure equation:Z = a + b1X1 + 
b2X2 + b3X3 
Where 
Z ​ = Employee Performance 
a ​ = Constant 
b1,2,3,4 ​ = Regression Coefficients X1, X2, Y 

X1 ​ = Ability 
X2 ​ = Commitment 
Y​ = Work Discipline 

The results of the multiple linear regression analysis of the influence of ability, 
commitment, and work discipline on employee performance can be seen in Table 10. 

Tabel 10. Hasil Regresi Linier Berganda Model 2 
Model Summaryb 

Model R R. Square Adjusted  
R. Square 

Std. Error of 
the Estimate 

1 .934a .873 .859 2.69833 
a. Predictors: (Constant), Performance, Ability, Commitment 
b.  Dependent Variable:  Employee Performance 

Coefficientsa 
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Model 

Unstandardized 
Coefficients 

Standardiz
ed 

Coefficients 

 
t 

 
Sig. 

B Std. 
Error 

Beta 

1 (Constant) 5.247 2.100  2.49
9 

.019 

 Ability .186 .077 .314 2.40
9 

.023 

 Commitment .313 .134 .332 2.33
1 

.028 

 Work Discipline  .234 .097 .348 2.41
4 

.023 

a. Dependent Variable : Employee Performance 
Source: SPSS Proccesing Results 

1. t-Test (Partial) 
The analysis revealed that the ability variable had a p-value of 0.023, lower than the 0.05 

significance level. This indicates that the alternative hypothesis (H1) is accepted, indicating a 
partial significant effect between ability and village employee performance. Thus, the third 
hypothesis is proven valid. 

Furthermore, the commitment variable showed a p-value of 0.028, which is also below 
the 0.05 significance level. Therefore, the fourth hypothesis is also accepted, as commitment 
has been shown to have a partial significant effect on employee performance. The work 
discipline variable has a p-value of 0.023, lower than 0.05. Therefore, the fifth hypothesis is 
also accepted, as work discipline also has a significant effect on employee performance. 
Path Analysis 

Figure 3. Path Analysis 
 
 
 
 
 
 

 
 
 
 

Source: SPSS Processing Results 
Based on Figure 3. above, the indirect effect of the ability and commitment variables on 

employee performance through work discipline as an intervening variable can be explained as 
follows. 
1. Effect of Ability Variable on Employee Performance Through Work Discipline 
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Based on the calculation results, the direct effect of variable X1 on variable Y is 0.314. 
Meanwhile, the indirect effect of X1 on Y through variable Z is obtained by multiplying the 
beta coefficient between X1 and Z by the beta coefficient between Z and Y, namely 0.314 × 
0.347 = 0.109. Thus, the total effect of X1 on Y is a combination of the direct and indirect 
effects, which is 0.423. This result indicates that the indirect contribution through variable Z, 
which is 0.347, is greater than its direct effect. This indicates that variable X1 has a stronger 
influence on Y if mediated by variable Z. The Influence of Commitment Variables on 
Employee Performance Through Work Discipline 
2. The analysis results show that the direct influence of variable X2 on variable Y is 
0.332. 

 Meanwhile, the indirect influence of X2 on Z through Y is calculated by multiplying the 
beta coefficients between X2 and Y and between Y and Z, namely 0.332 × 0.347 = 0.115. 
Therefore, the total influence of X2 on Z is the accumulation of direct and indirect influences, 
which is 0.447. These values ​​indicate that the indirect influence of X2 through the mediating 
variable is greater than its direct influence, which means that X2 has a significant influence 
on Y through the mediation of variable Z. 

 
E. CONCLUSION​  

Based on the findings of the study entitled "The Influence of Ability and Commitment on 
Employee Performance Through Discipline in Implementing the Village Government System 
of Banua Sibohou II, Alasa District, North Nias Regency", several important points can be 
concluded. First, ability has a positive and significant influence on work discipline, with a 
regression coefficient value of 0.331 and a significance level of 0.025, which is below the 
0.05 limit. Second, commitment also has a significant positive influence on discipline, 
indicated by a regression coefficient of 0.762 and a significance of 0.002. Third, ability has a 
positive and significant influence on employee performance, with a coefficient of 0.186 and a 
significance value of 0.023. Fourth, commitment also provides a significant positive 
contribution to performance, as indicated by a regression coefficient of 0.313 and a 
significance of 0.028. Fifth, ability shows a greater indirect influence on performance through 
work discipline of 0.347, compared to its direct influence of 0.314. Finally, commitment also 
has a more dominant indirect effect on performance through work discipline of 0.347, 
compared to its direct effect of 0.332. This finding confirms that work discipline plays an 
important mediating variable in strengthening the relationship between ability and 
commitment with employee performance. 
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