
Law and Economics 
ISSN 3026-1929 (Online) | 1829-6688 (Print) 

Volume 20, No. 2, 2026, pp. 82-90 

Published by: Institute for Law and Economics Studies 

 

 
 

 
Law and Economics, 2026 https://journals.ristek.or.id/index.php/LE/index 

The Influence of Education Level and Length of Service on Employee 

Performance in Ogan Komering Ulu Regency 

Muhayunina1, Yunita Sari2, Rini Efrianti3 

       123Student Master of Management Study Program, University of Baturaja, Sumatera Selatan, Indonesia 

Abstract: This study aims to analyze the influence of education level and work tenure on the 

performance of Civil Servants (ASN) at the Secretariat of the DPRD of Ogan Komering Ulu Regency. 

The research method uses a quantitative approach with a saturated sample of all 64 ASN employees. 

Data were collected via a questionnaire and analysed using multiple linear regression. The results 

of the study show that the regression coefficient for Educational Level (X1) was 0.228, whilst the 

regression coefficient for Length of Service (X2) was 0.290. In the partial test of the Education Level 

(X1) variable, a calculated t-value of 6.909 > table t-value of 2.000 and significance of 0.000 < 0.05 

were obtained. In the test of the effect of the variable Length of Service (X2), a calculated t-value of 

4.375 > the critical t-value of 2.000 and a significance level of 0.000 < 0.05 were obtained. Meanwhile, 

a significant F-value of 0.000 < 0.05 was obtained in the simultaneous analysis, meaning that both 

partially and simultaneously, these variables have a positive and significant effect on employee 

performance. These independent variables explain 33.1% of the variation in performance (R² = 

0.331), whilst the remaining 66.9% is influenced by other factors. This study concludes by 

emphasising the importance of HR policies that integrate the enhancement of educational 

qualifications with knowledge management derived from work experience.  
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1. Introduction 

The era of bureaucratic reform requires every government agency to improve the 

quality and performance of its human resources, especially civil servants (ASN). As part 

of efforts to improve the quality of public services, the existence of competent ASN with 

high performance is an important factor in achieving the vision and mission of a 

government agency. Applicable requirements and regulations stipulate that ASN must 

have competencies that are appropriate to their duties and responsibilities and be able to 

demonstrate good work performance. Improving employee performance will bring 

progress to the organisation so that it can survive in a competitive environment. 

Therefore, human resources must be led and managed well so that they have motivation, 

competence, commitment, satisfaction and high performance for the progress of the 

organisation (Lisda L. Asi., 2020).  

Within the local government environment, one of the agencies that plays a strategic 

role is the Secretariat of the Regional Representative Council (DPRD) of Ogan Komering 

Ulu Regency. The roles, main duties and functions (tupoksi) of this secretariat include the 

administration of legislative affairs, providing technical services to the leadership and 

members of the DPRD as legislative implementers, and supporting the effective and 

efficient running of the local government (Zulkipli, 2023). To carry out these functions, it 

is necessary for civil servants to not only be present administratively, but also to be able 

to make tangible contributions and deliver optimal performance.  

The educational level of civil servants at the Ogan Komering Ulu Regency DPRD 

Secretariat is quite good, as it is dominated by those with a bachelor's degree, accounting 

for 54.7%. followed by 12.5% with a bachelor's degree. Although there are still quite a 

number of employees with a high school education (25%), vital positions in the Secretariat 

of the Ogan Komering Ulu Regency DPRD are held by employees with bachelor's or 
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master's degrees. Meanwhile, the length of service of civil servants at the Ogan Komering 

Ulu Regency DPRD Secretariat is quite good, as it is dominated by civil servants with 10-

15 years of service, amounting to 31.25%, followed by employees with 1-5 years and 6-10 

years of service at 23.44%, and employees with 15-20 years of service at 14.06%. The 

longest-serving civil servants at the Ogan Komering Ulu Regency DPRD Secretariat have 

more than 20 years of service at 7.81%. 

In practice at the Ogan Komering Ulu Regency DPRD Secretariat, some civil servants 

with higher education tend to focus more on administrative and procedural aspects, but 

lack initiative and discipline in completing their daily tasks. This shows that a high level 

of education does not necessarily automatically result in optimal employee performance, 

especially if it is not accompanied by the ability to adapt to working in a bureaucratic 

environment. Meanwhile, in terms of length of service, the phenomenon occurring at the 

Ogan Komering Ulu Regency DPRD Secretariat also varies. Employees with long service 

records or senior civil servants are reluctant to share their expertise with civil servants who 

have not been working for very long and tend to only make an administrative appearance 

without producing optimal performance results. 

Employee performance, as a result of the execution of assigned tasks, responsibilities 

and workloads, is significantly influenced by several factors, including educational 

attainment and length of service (Saragih, 2021). Theoretically, the variables of educational 

attainment, length of service and employee performance mentioned above are closely 

linked to the Resource-Based View (RBV) and Human Capital Theory. RBV emphasises 

heterogeneity between organisations in terms of resources; each organisation possesses a 

different combination of resources, resulting in varied outcomes (Mary, 2024). Meanwhile, 

Human Capital Theory explains that employees are regarded as strategic assets whose 

capacity can influence organisational performance (Sampe, 2023). 

Previous empirical studies have shown that educational attainment and length of 

service have a positive and significant influence on employee performance. For example, 

research by Sari and Ratnawati (2024) found that educational attainment, competence and 

work discipline have a significant simultaneous influence on employee performance at 

Pramana Watu Kurung Resort. On the other hand, research by Saragih (2021) showed that 

employees’ educational background, organisational culture and length of service had a 

positive and significant influence on employee performance in the Tapanuli Tengah 

Regency government, at 82.5%.  

However, several other empirical studies have shown different results. A study 

conducted by Sayekti and Handayani (2020) found that there was a positive and significant 

influence of educational level on the performance of employees at the Bappeda Litbang of 

Ponorogo Regency, whilst length of service did not have a positive and significant 

influence on the performance of employees at the Bappeda Litbang of Ponorogo Regency. 

The results of another empirical study by Syamhudi (2024) showed that no significant 

influence was found between educational level and employee performance. 

Discrepancies in the findings of previous studies have given rise to both an empirical 

gap and a contextual gap. Some studies have been conducted in the private sector, 

executive bodies, and certain organisations operating in the public service sector, whilst 

research on local legislative bodies—such as the Secretariats of District and City People’s 

Representative Councils—remains very limited. However, the characteristics of civil 

servants within the Regional People’s Representative Council Secretariat involve 

workloads, demands, and career patterns that differ from those of civil servants in other 

institutions. Therefore, this research is necessary to address the inconsistencies in previous 

findings with new empirical evidence and to provide practical contributions to local 

government personnel management in formulating performance improvement policies 

based on educational qualifications and length of service. 

This study focuses on the variables of educational attainment and length of service, 

as these two factors are key indicators in civil service human resource development policy. 

Education is considered to reflect cognitive and technical competencies, whilst length of 
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service represents the accumulation of experience and practical skills. However, the 

effectiveness of these two variables in improving performance still needs to be empirically 

demonstrated, particularly within the regional legislative environment, which has unique 

task characteristics. This study is of high urgency in supporting bureaucratic reform 

policies and improving the performance of local civil servants. The research findings are 

expected to provide an empirical basis for the formulation of more targeted human 

resource development policies, such as competency-based training programmes, fair 

promotion systems, and staff placement based on qualifications and experience. 

Furthermore, this study is also relevant to the bureaucratic reform agenda, which 

emphasises the improvement of accountability, efficiency, and the quality of public 

services. Thus, this study is expected to fill existing research gaps, enrich the literature in 

the field of human resource management in the public sector, and provide an empirically 

grounded policy basis for improving the performance of civil servants within the 

Secretariat of the Regency/Municipal People’s Representative Council. 

2. Materials and Methods 

This study employs an associative quantitative approach that emphasises cause-and-

effect relationships (causality). The study was conducted at the Secretariat of the Ogan 

Komering Ulu Regency Regional People’s Representative Council; the study population 

comprised 64 civil servants working at the Secretariat of the Ogan Komering Ulu Regency 

Regional People’s Representative Council. Sampling in this study employed census 

sampling, a technique in which all members of the population are included as research 

subjects. This technique was chosen because the population size remains small and can be 

fully reached by the researcher, thereby enhancing the accuracy and generalisability of the 

research findings (Ahyar et al., 2020). Consequently, the respondents in this study were all 

civil servants working at the Secretariat of the Regional People’s Representative Council 

of Ogan Komering Ulu Regency, totalling 64 individuals. Data collection was conducted 

using a questionnaire based on a 1 to 5 Likert scale. The data analysis techniques used 

included validity testing, reliability testing, followed by classical assumption testing 

comprising normality testing, multicollinearity testing, and heteroscedasticity testing. The 

statistical analyses employed were multiple linear regression analysis, partial testing, 

simultaneous testing, and the coefficient of determination. 

3. Results and Discussion 

3.1. Lineiar Multiplei Reigreission 

Linear Multiple regression analysis is used to analyse the combined effect of several 

independent variables (X) on a single dependent variable (Y), as follows: 

Table 1. Lineiar Multiplei Reigreission Reisults 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 10.420 2.582  4.036 .000 

X1 Educational Level .331 .048 .582 6.909 .000 

X2 Length of Service .290 .066 .368 4.375 .014 

a. Dependent Variable: Employee performance 

 

Based on the table above, the following regression equation can be derived:  

Y = a+b1X1+b2X2+ei ................................................................(1) 

Y = 10,420 + 0,331 X1 + 0,290 X2 + e.....................................(2) 
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The regression equation can be interpreted as follows: a = 10.420, which means that if 

the variables Educational Level (X1) and Length of Service (X2) were not present, the value 

of Employee Performance (Y) would be 10.420. The regression coefficient for Educational 

Level (X1) is 0.228, indicating that for every 1-unit increase in Educational Level (X1), 

performance (Y) will also increase by 0.331, assuming the variable Length of Service (X2) 

remains constant. The regression coefficient for Length of Service (X2) is 0.290, indicating 

that for every 1-unit increase in Length of Service (X2), performance (Y) will also increase 

by 0.290, assuming the Education Level (X1) variable remains unchanged. 

3.2. Hypotheisis Teist (t-teist) 

A t-test was conducted to determine the significance of the partial effects of the 

individual independent variables. A variable is considered to have a significant effect if 

the significance value (Sig.) is < 0.05. The t-table value was obtained using the formula 

(degrees of freedom) df = n – k, where n is the number of respondents and k is the number 

of variables (Sugiyono, 2020). Based on this formula, the calculation is df = 64–3 = 81. With 

a df value of 61 and a significance level of 5%, a t-table value of 1.99962 is obtained, 

rounded to 2.000. The results of this statistical test are presented in the following table: 

Table 2. Partial Teist Reisults (t-teist) 

Coefficientsa 

Modeil t Sig. 

1 (Constant) 2.000 .05 

X1 Educational Level 6.909 .000 

X2 Length of Service 4.375 .000 

a. De
i

pe
i

nde
i

nt Variable
i

: Employee Performance 

Based on Table 2, Testing the effect of the Education Level variable (X1) on 

Performance (Y) yielded a calculated t-value of 6.909 > the critical t-value of 2.000 and a p-

value of 0.000 < 0.05. This means it can be concluded that there is a significant effect of the 

Education Level variable (X1) on Performance (Y). Testing the effect of the variable Length 

of Service (X2) on Performance (Y), the calculated t-value of 4.375 is greater than the critical 

t-value of 2.000, and the significance level of 0.000 is less than 0.05. This means it can be 

concluded that there is a significant relationship between the variable Length of Service 

(X2) and Performance (Y). 

3.3 F-teist 

A statistical teichniquei for eixamining thei concurreint influeincei of indeipeindeint and 

deipeindeint variableis is thei F-teist.  This teist is freiqueintly useid in ANOVA to asceirtain 

wheitheir thei meians of morei than two groups diffeir significantly.  Furtheirmorei, thei F teist 

aids in asseissing reigreission modeils to deiteirminei theiir quality.  This study's F teist makeis 

usei of F statistics (F teist).  Ho is acceipteid or Ha is reijeicteid if F-count < F-tablei, whilei Ho 

is reijeicteid and Ha is acceipteid if F-count > F-tablei.  Ho is reijeicteid if thei significancei leiveil 

is leiss than 0.05. 

Table 3. Results of the F-test 

ANOVAa 

Modeil Sum of 

Squareis 

Df Meian 

Squarei 

F Sig. 

1 Reigreision 168.171 2 84.086 48.190 .000b 
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 Reisidual 106.438 61 1.745   

 Total 274.609 63    

 

Based on Table 3, Thei reisults of simultaneious teisting of all parameiteirs show that the i 

significant valuei of F is 0.000 < 0.05. It can theireiforei bei concludeid that thei variableis of 

Eiducation Leiveil (X1) and Leingth of Seirvicei (X2) simultaneiously or jointly affeict 

Peirformancei (Y). Thei R Squarei valuei is 0.331.  

Table 4. Coefficient of Determination 

Model Summaryb 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .783a .612 .600 1.32094 

a. Predictors: (Constant), Length of Service, Educational Level 

b. Dependent Variable: Employee performance 

Based on the table above, the R-squared value is 0.612. This R² value indicates that 

61.2% of the variation in Performance (Y) can be explained by the variables Educational 

Level (X1) and Length of Service (X2), whilst the remaining 38.8% is attributable to other 

variables not included in the study. 

3.3. Discussion 

The research findings indicate that educational attainment has a significant impact on 

employee performance, as reflected by the t-test significance value of 0.000, which is below 

the 0.05 threshold. These findings demonstrate that a higher level of education has a direct 

impact on improved work effectiveness. The regression coefficient of 0.331 indicates that 

every increase in educational level contributes to an improvement in employee 

performance, thus demonstrating a causal relationship between intellectual capacity and 

work outcomes. These research results are consistent with previous studies that also 

reinforce these findings. Studies by Hayati et al. (2020), Martini (2024), and Diana Fitriany 

(2024), conducted across various government agencies, confirm that educational level 

plays a significant role in improving the performance of civil servants. The consistency of 

these findings indicates that educational attainment is a factor that exerts a significant 

impact and influence on employee performance. This demonstrates that such an influence 

applies generally across various bureaucratic contexts, including within the Secretariat of 

the Ogan Komering Ulu Regency Regional People’s Representative Council. 

Consequently, the findings of this study underscore that educational attainment is a 

fundamental component in building the cognitive and technical competencies essential for 

public sector performance. 

Mangkunegara’s (2017) performance theory also supports the importance of 

educational attainment. This assertion highlights that education provides the theoretical 

knowledge base and problem-solving skills necessary for effective performance. In the 

context of the Secretariat of the Ogan Komering Ulu Regency Regional People’s 

Representative Council, staff with higher levels of education tend to possess better 

regulatory literacy and adaptability, which are key to managing complex job demands. 

Consequently, it can be concluded that educational attainment has a positive and 

significant influence on the performance of civil servants at the Secretariat of the Ogan 

Komering Ulu Regency Regional People’s Representative Council. The findings of this 

study confirm that education is one of the determining factors in building an individual’s 

work capacity. Therefore, recruitment and career development policies that take 

educational qualifications into account should be maintained, but must be complemented 

by efforts to strengthen non-academic factors in order to achieve organisational excellence. 
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Length of service has a significant impact on employee performance, as reflected by 

the significance value of the t-test of 0.014, which is below the 0.05 threshold. This finding 

indicates that longer work experience has a direct impact on improved work effectiveness. 

The regression coefficient of 0.290 indicates that employees with longer tenure tend to 

demonstrate better performance, thus indicating a causal relationship between the 

accumulation of experience and work outcomes. These results are consistent with the 

concept of the learning curve and the theory of experiential knowledge accumulation, 

which assert that task mastery, understanding of organisational dynamics, and work 

efficiency develop over time. Thus, it can be said that an employee’s success in completing 

complex tasks is largely determined by the depth of experience and practical wisdom 

gained over years of work. 

Previous research has yielded mixed results, which enrich the context of these 

findings. On the one hand, studies by Melda Ivana (2022) and Hayati et al. (2020) across 

various sectors also found a positive influence of length of service on performance, which 

is consistent with the results of this study. However, on the other hand, Elisa Aliftiana’s 

(2021) research in a different context found that length of service had no significant effect. 

This contradicts previous research findings, which stated that the influence of length of 

service is highly dependent on organisational characteristics and the nature of the work. 

In the context of the OKU Regency DPRD Secretariat, which has complex and distinctive 

legislative administrative procedures, the knowledge accumulated from long experience 

becomes a highly valuable asset for understanding workflows and anticipating various 

obstacles. Furthermore, the theories of Handoko (2007) and Sedarmayanti (2017) also 

support the importance of length of service. Their explanations state that senior staff have 

typically developed greater efficiency, independence, and the ability to resolve routine 

problems. 

It can therefore be concluded that length of service has a positive and significant 

influence on the performance of civil servants at the Secretariat of the Ogan Komering Ulu 

Regency Regional People’s Representative Council. The findings of this study confirm that 

work experience is one of the determining factors in building practical competence and 

organisational wisdom. Therefore, the institution needs to view length of service as 

valuable social capital, by encouraging mentoring programmes and the transfer of 

knowledge from senior to junior staff, whilst managing the potential for burnout so that 

the positive contributions of experience can be optimally utilised to improve collective 

performance. 

Educational level and length of service simultaneously have a highly significant effect 

on the performance of civil servants at the OKU Regency DPRD Secretariat. This is evident 

from the F-test significance value of 0.000, which confirms that both variables work 

together in determining staff performance levels. The coefficient of determination (R²) 

value of 0.612 indicates that 61.2% of the variation in performance can be explained by 

these two variables together, whilst the remaining 38.8% is influenced by other factors such 

as motivation, management systems, leadership, and organisational climate. These 

findings suggest that employee performance is not determined solely by the cognitive-

theoretical competencies derived from education or the practical competencies derived 

from experience in isolation, but by the synergy between the two. 

In the context of this study, educational attainment reflects a foundation of knowledge 

and analytical capacity. Meanwhile, length of service reflects the accumulation of practical 

wisdom and a contextual understanding of the organisation. Both work in tandem to shape 

an employee’s work capabilities. If either of these aspects is weak, optimal performance 

may be difficult to achieve. For example, an employee with a high level of education but 

little experience may struggle to apply theory to complex real-world situations, whilst an 

employee with extensive experience but a limited educational background may face 

challenges in coping with the demands of change and innovation in working methods. 
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In the operational context of the DPRD Secretariat, these two variables play a crucial 

role in supporting legislative administrative functions that are highly procedural and 

complex. Staff are required to understand regulations, draft official documents, and 

manage parliamentary proceedings. Such work demands the ability to comprehend legal 

and constitutional theory (shaped by education) alongside the acumen to interpret political 

and administrative dynamics (gained through experience). Previous research supports 

these concurrent findings. Hayati et al. (2020) and S. Nurfitriani Yasin (2021), in different 

public sector contexts, also found that education and work experience together have a 

significant impact on performance. This consistency suggests that within the bureaucracy, 

a combination of a strong academic foundation and seasoned experience is a common 

prerequisite for reliable and adaptive performance. 

4. Conclusions 

Thei following conclusions can bei drawn from thei discussion's outcomeis: Teisting the i 

eiffeict of thei variablei Eiducational Leiveil (X1) on Peirformancei (Y), a calculateid t-valuei of 

3.752 was obtaineid, which is greiateir than thei critical t-valuei of 2.000, and thei p-valuei of 

0.000 is leiss than 0.05; theireiforei, H01 is reijeicteid and Ha1 is acceipteid. This meians it can bei 

concludeid that theirei is a significant eiffeict of thei Eiducation Leiveil variablei (X1) on 

Peirformancei (Y). Teisting thei eiffeict of thei variablei Leingth of Seirvicei (X2) on Peirformancei 

(Y), a calculateid t-valuei of 2.544 was obtaineid, which is greiateir than thei critical t-valuei of 

2.000, and thei p-valuei of 0.014 is leiss than 0.05; theireiforei, H02 is reijeicteid and H12 is 

acceipteid. This implieis that theirei is a significant influeincei of thei variablei Leingth of Seirvicei 

(X2) on Peirformancei (Y). Thei reisults of thei simultaneious teist of all parameiteirs indicatei 

that thei F-valuei is 0.000 < 0.05. It can theireiforei bei concludeid that thei variableis Eiducational 

Leiveil (X1) and Leingth of Seirvicei (X2) havei a simultaneious or joint eiffeict on Peirformance i 

(Y). Baseid on thei R-squareid valuei of 0.612, this indicateis that 61.2% of thei variation in 

Peirformancei (Y) can bei eixplaineid by thei variableis Eiducational Leiveil (X1) and Leingth of 

Seirvicei (X2), whilst thei reimaining 38.8% is attributeid to otheir variableis not eixamineid in 

this study. 

References 

 

Abdul Latip, S. N. N., Abdul Latip, M. S., & Danieils, G. (2025). Work Eirgonomics and Eimployeiei Task Peirformancei in 

thei Hospitality and Tourism Industry: Thei Modeirating Rolei of Geindeir, Leingth of Seirvicei, and Eimploymeint 

Status. Journal of Quality Assurancei in Hospitality & Tourism, 1-27.  

Alam, A. R. N. (2019). Peingaruh Keipeimimpinan Dan Inseintif Teirhadap Produktivitas Keirja Karyawan Pada PT. Pos 

Indoneisia (Peirseiro) Cabang Soppeing. MEiTANSI” Manajeimein Dan Akuntansi”, 2(1), 80–84. 

DOI: https://doi.org/10.57093/meitansi.v2i1.78 

Aliftiana, Ei. (2021). Peingaruh Peindidikan Dan Masa Keirja Teirhadap Kineirja Peirangkat Deisa Di Kantor Keipala Deisa 

Sabrang Keicamatan Ambulu Kabupatein Jeimbeir. Majalah Ilmiah Cahaya Ilmu, 3(1), 50–61. 

DOI: https://doi.org/10.37849/mici.v3i1.270 

Anshari, R. (2025). Thei Influeincei of Eiducation Leiveil on Eimployeiei Peirformancei at thei Katingan Kuala Sub-District 

Officei, Katingan Reigeincy. Journal of Public Administration Scieincei: Policy Dynamics Public Seirviceis and Bureiaucracy 

Transformation, 2(1), 47-53. 

Aprianti, A. T., Sari, F. P., & Eifrianti, R. (2024). Peingaruh Kompeiteinsi, Peilatihan dan Peingalaman Keirja Teirhadap 

Kineirja Peigawai Sub Keiuangan OPD Di Kabupatein Ogan Komeiring Ulu. Meidia Bina Ilmiah, 19(4), 4223-4232.  

Arsita, S., Suharto, A., & Puspitadeiwi, I. (2024). Analisis Peingaruh Beiban Keirja, Streis Keirja, Dan Lingkungan Keirja 

Teirhadap Kineirja Karyawan (Studi Kasus Bank Syariah Indoneisia KC Jeimbeir Sudirman. Jurnal Eikonomi Dan Bisnis 

Growth, 22(1), 79–91. DOI: https://doi.org/10.36841/growth-journal.v22i1.4251 

Deiswanti, A. I., Novitasari, D., Asbari, M., & Purwanto, A. (2023). Peingaruh Tingkat Peindidikan dan Peingalaman Keirja 

teirhadap Kineirja Karyawan: Narrativei Liteiraturei Reivieiw. Journal of Information Systeims and Manageimeint 

(JISMA), 2(3), 34-40. 

https://doi.org/10.57093/metansi.v2i1.78
https://doi.org/10.37849/mici.v3i1.270
https://doi.org/10.36841/growth-journal.v22i1.4251


Law and Economics, 2026, Vol. 20, No. 2 89 of 9 
 

 

Eikatama, M., Wa, A., Astuti, P., & Cn, Y. (2022, August). Thei eiffeict of motivation, eiducation leiveil, and work eixpeirieincei 

on eimployeiei work productivity. In ICLSSEiEi 2022: Proceieidings of thei 2nd Inteirnational Confeireincei on Law, Social 

Scieincei, Eiconomics, and Eiducation, ICLSSEiEi 2022, 16 April 2022, Seimarang, Indoneisia (Vol. 172). Eiuropeian Alliancei for 

Innovation.  

Fatmawati, Ei., & Mujito, M. (2020). Peingaruh Kompeiteinsi teirhadap Kineirja Peigawai Aparatur Sipil Neigara (ASN) pada 

Seikreitariat DPRD Kabupatein Bogor. Jurismata, 2(2), 58-71. 

Fitriany, D. (2024). Thei Influeincei of Eiducation Leiveil and Compeiteincei on thei Peirformancei of Information and 

Documeintation Managei-Meint Officials (PPID) Within thei Goveirnmeint of Ogan Komeiring Ulu District. Jurnal 

Manajeimein STIEi Muhammadiyah Palopo, 10(2), 385–392. 

Halim, A. F., Vionika, A., & Ningrum, F. S. (2023). Peingaruh tingkat peindidikan dan peingalaman keirja teirhadap kineirja 

karyawan Bank Kota Paleimbang. Jurnal DIALOGIKA: Manajeimein Dan Administrasi, 5(1), 38-45.  

Hayati, I., Kusniawati, A., & Kadeir M. A. (2020). Peingaruh Tingkat Peindidikan Dan Peingalaman Keirja Teirhadap Kineirja 

Peigawai (Studi pada Peigawai ASN RSUD Kabupatein Ciamis). Busineiss Manageimeint And Eintreipreineiurship Journal, 

2(3), 106–115. 

Indriapati, A., Razak, M., & Hidayat, M. (2020). Peingaruh Peindidikan dan Peilatihan, Motivasi Keirja Seirta Budaya Keirja 

Teirhadap Kineirja Peigawai Pada Seikreitariat Dprd Kabupatein Pinrang. Nobeil Manageimeint Reivieiw, 1(1), 101-111. 

Ivana, M. (2022). Peingaruh Tingkat Peindidikan dan Masa Keirja Teirhadap Kineirja Karyawan Pada PT Keimakmuran 

Jaya Mandiri Ahmad Yani. DEiSANTA (Indoneisian of Inteirdisciplinary Journal), 2, 199–210. 

Jayanti, K. N. (2021). Dampak Masa Keirja, Peingalaman Keirja, Keimampuan Keirja Teirhadap Kineirja Karyawan. JEiMBA : 

Jurnal Eikonomi Peimbangunan, Manajeimein Dan Bisnis, Akuntansi, 1(2), 75–84. 

Junaeidi, J., & Wahab, A. (2023). Hipoteisis Peineilitian dalam Keiseihatan. Jurnal Peindidikan Dan Teiknologi Keiseihatan, 6(2), 

142–146. DOI: https://doi.org/10.56467/jptk.v6i2.98  

Junita, D., & Mukmin, A. (2022). Peingaruh Tingkat Peindidikan dan Peineimpatan Keirja teirhadap Kineirja Peigawai pada 

Dp3ap2kb Kabupatein Bima. Jurnal Manajeimein, 12(1), 96-108. 

Leistari, & Wibowo. (2020). Peingaruh Streis Keirja, Konflik Keirja dan Beiban Keirja. Bisnis Dan Eikonomi, 27(2), 

DOI: 10.35315/jbei.v27i2.8192 

Maradona, I., Eifriati, R., Oktarina, Y., & Sari, Y. (2025). Analisis Peingaruh Budaya, Peimbeirdayaan, dan Komitmein 

Organisasional dalam Meiningkatkan Kineirja Peigawai Pada Seikreitariat DPRD Kabupatein OKU. Jurnal Ilmiah 

Univeirsitas Batanghari Jambi, 25(1), 250-253. 

Marpaung, N. N. (2021). Peingaruh Tingkat Peindidikan Teirhadap Kineirja Peigawai (Studi Kasus Disdukcapil Kota 

Beikasi). Jurnal Parameiteir, 6(2), 81-95.  

Martini. M. (2024). Peingaruh Tambahan Peinghasilan Peigawai (TPP) Dan Kompeiteinsi Teirhadap Kineirja Peigawai Dinas 

Pariwisata Dan Keibudayaan Kabupatein Ogan Komeiring Ulu. Forbiswira Forum Bisnis Dan Keiwirausahaan, 14(1), 

DOI: https://doi.org/10.35957/forbiswira.v14i1.9304 

Nuzleiha, N., Ahiruddin, A., & Agung, A. (2021). Analisis Tingkat Peindidikan Teirhadap Kineirja Peigawai Dinas 

Keipeindudukan Dan Peincatatan Sipil Provinsi Lampung. Motivasi Jurnal Manajeimein Dan Bisnis, 6(2), 117–125. 

Sampei, J. F. (2023). Thei Influeincei of HRM Practiceis on SMEis Organizational Peirformancei. JManagEiR Journal of 

Manageimeint, Ei-Busineiss & Eintreipreineiurship Reiseiarch, 02(02), 1–16. 

Saragih, A. (2021). Peingaruh Latar Beilakang Peindidikan, Lama Keirja, dan Budaya Organisasi teirhadap Kineirja Peigawai 

pada Peimeirintah Kabupatein Tapanuli Teingah. Judicious, 2(1), 22–28. DOI: https://doi.org/10.37010/jdc. v2i1.199  

Sari, P. R. J., & Ratnawati, N. P. D. (2024). Peingaruh Tingkat Peindidikan, Kompeiteinsi Dan Disiplin Keirja Teirhadap 

Kineirja Karyawan Di Pramana Watu Kuring Reisort Ubud. Eidunomika, 8(1), 1–14. 

DOI: https://doi.org/10.29040/jiei.v8i1.12301 

Seityorini, Ei. S. Ei., & Noviandari, H. (2022). Peingaruh tingkat peindidikan, peingalaman keirja, dan komitmein teirhadap 

kineirja karyawan. QULUBANA: Jurnal Manajeimein Dakwah, 3(1), 47-61. 

Sayeikti, N., & Handayani, A. (2020). Peingaruh Tingkat Peindidikan, Masa Keirja Dan Motivasi Keirja Teirhadap Kineirja 

Peigawai Bappeida Litbang Kabupatein Ponorogo. Program Studi Magisteir Manajeimein Eikonomi, Vol. 14 No, 1–15. 

Sopian, S. (2024). Peingaruh Lingkungan Keirja Teirhadap Keipuasan Keirja Karyawan Pada Rumah Sakit Di Jakarta. Jurnal 

Minfo Polgan, 12(2), 2793–2798. DOI:  https://doi.org/10.33395/jmp.v12i2.13392  

Syamhudi, I. (2024). Peingaruh Tingkat Peindidikan, Kompeiteinsi, Disiplin Keirja Dan Peingeimbangan Karir Teirhadap 

Kineirja Peigawai (Studi Kasus Kantor Reigional Viii Badan Keipeigawaian Neigara). Journal of Eiconomic, Bussineis and 

Accounting (COSTING), 7(5), 5637–5653. DOI: https://doi.org/10.31539/costing.v7i6.12967  

https://doi.org/10.56467/jptk.v6i2.98
https://doi.org/10.35315/jbe.v27i2.8192
https://doi.org/10.35957/forbiswira.v14i1.9304
https://doi.org/10.37010/jdc.%20v2i1.199
https://doi.org/10.29040/jie.v8i1.12301
https://doi.org/10.33395/jmp.v12i2.13392
https://doi.org/10.31539/costing.v7i6.12967


Law and Economics, 2026, Vol. 20, No. 2 90 of 9 
 

 

Wahyudi, L., Panjaitan, H. P., & Junaeidi, A. T. (2023). Leiadeirship stylei, motivation, and work einvironmeint on job 

satisfaction and eimployeiei peirformancei at thei einvironmeint and hygieinei Deipartmeint of Peikanbaru City. Journal of 

Applieid Busineiss and Teichnology, 4(1), 55-66.  

Yacob, D. M., Kolibu, F. K., & Punuh, M. I. (2018). Hubungan antara masa keirja dan beiban keirja deingan keiluhan low 

back pain pada peirawat di ruangan rawat inap RS Bhayangkara Tingkat III Manado. KEiSMAS: Jurnal Keiseihatan 

Masyarakat Univeirsitas Sam Ratulangi, 7(4).  

Yasin. S N. (2021). Thei Eiffeict of Work, Eiducation and Training Eixpeirieincei (Training) and Leiveil of Eiducation on 

Eimployeiei Peirformancei at thei Soppeing District Eiducation Officei. Bata Ilyas Eiducational Manageimeint Reivieiw, 1(1), 

17–28. 

Zulkipli. (2023). Optimalisasi Peiran Seikreitariat Deiwan Peirwakilan Rakyat Daeirah Dalam Meindukung Kineirja Deiwan 

Peirwakilan Rakyat Daeirah Kabupatein Ogan Komeiring Ulu. Jurnal Ilmiah Univeirsitas Pahlawan Tuanku Tambusai, 7, 

534–541. 

 

 


