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ABSTRACT 

	Aims: This study aims to analyze the influence of Public Service Motivation (PSM), Love of Money, and Leadership on Employee Performance, both partially and simultaneously, at the Agriculture, Food Security, and Fisheries Service (DPKP3) of Dairi Regency.
Study design:  This study uses a quantitative approach with an explanatory research design to test the causal relationship between variables.
Place and Duration of Study: The research was carried out at DPKP3 Dairi Regency for three months, from February to April 2025.
Methodology: The research population was all DPKP3 employees totaling 93 people and was used as a sample with total sampling techniques. Primary data was obtained through a Likert scale questionnaire. Data analysis included validity, reliability, classical assumption, multiple linear regression, t-test, F-test, and determination coefficient (R²).
Results: The results of the study show that PSM has a significant positive effect on employee performance, Love of Money has a significant negative effect, and Leadership has a significant positive effect. Simultaneously, the three variables had a significant effect on performance with an R² value of 0.534, which means that 53.4% of the variation in performance can be explained by PSM, Love of Money, and Leadership.
Conclusion: Choir and Leadership play a role as drivers of performance improvement, while Love of Money is an obstacle. Improving the performance of DPKP3 employees can be achieved through strengthening public service motivation, controlling financial orientation, and developing participatory and visionary leadership.
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1. INTRODUCTION 

In the era of digital transformation and the era of society 5.0, public organizations are required to have human resources who are not only technically competent, but also have high intrinsic motivation to serve the community (Habibani & Frinaldi, 2025). The role of employees as the spearhead of the bureaucracy greatly determines the success of achieving the vision and mission of local government organizations.
The performance of public sector employees reflects the quality of government services to the community. According to (Anwar Prabu, 2017), performance is the result of work in terms of quality and quantity achieved by a person in carrying out tasks according to his responsibilities. In the context of public organizations, the success of services is greatly influenced by the level of performance of government officials. The phenomenon of low quality of public services in Indonesia is often associated with motivation, professionalism, and work ethics of employees. Research (Kalogiannidis, 2021) emphasizing that individual factors, especially motivation, have a strong influence on the performance achievements of the public sector. This is also a major concern at the Agriculture, Food Security, and Fisheries Service (DPKP3) of Dairi Regency.
Based on the LAKIP report for 2023 and 2024, the performance achievements of DPKP3 Dairi show a decline. In 2023 only one performance indicator was not achieved, but in 2024 it increased to four indicators that did not meet the target. This fact indicates the need for a more in-depth study of the determinants that affect employee performance. One of the main relevant factors is Public Service Motivation (PSM). (Sarjito, 2025) defines PSM as motivation that encourages individuals to go beyond personal interests to contribute to society. Research (Hamid, 2021) prove that PSM has a significant positive effect on the performance of public sector employees.
PSM functions as a strong intrinsic driver in public services. Judge & (Hamid, 2021) stated that the higher the PSM of an employee, the better the performance he or she shows. Similar findings were also obtained in the study (Lusinto, 2024), which shows a positive relationship between PSM and individual performance.
In addition to public service motivation, the Love of Money factor also affects employee behavior. According to (Budiantoro, 2024)The Love of Money is a person's attitudes, values, and aspirations towards money, which can be motivating but also have the potential to lead to unethical behavior. In public organizations, excessive orientation towards money can actually reduce the quality of service (Prabowo et al., 2022).
The Indonesian context shows that the high love of money in public servants is often associated with corrupt behavior. The case of alleged corruption at Pertamina which cost the state Rp193.7 trillion is one of the tangible evidence of the bad impact of excess money orientation (Darmansyah & Gunadi, 2024). This shows that Love of Money can be an obstacle to public sector performance. 
(Istiqomah et al., 2024) found that Love of Money has a negative effect on auditors' performance in the public sector. This finding is strengthened by research by Manggalata & Adhariani (2020) which shows a negative relationship between the Love of Money and the ethical perception of accounting students. This confirms that high money orientation tends to lower professional performance and ethics.
The third factor that is no less important is leadership. According to (Dolphina, 2012), leadership is the ability of a leader to influence the behavior of subordinates to want to cooperate productively. Effective leadership is able to create a conducive work environment and improve employee performance.
(Kuruway, 2021) emphasized that leadership is not only in the form of instruction, but rather the ability to motivate subordinates to take initiative and be creative. Leadership that inspires subordinates has been proven to be able to improve organizational performance. (Kuruway, 2021) It was also found that leadership has a significant positive effect on the performance of public sector employees. 
Effective leadership in DPKP3 Dairi Regency is shown by the efforts of the Head of Service in building collaboration, not just superior-subordinate relationships. Such a leadership approach is in line with the views of (Tolu et al., 2021) that the better the leadership, the better the performance of employees. 
Thus, the performance of DPKP3 employees is influenced by three important factors: motivation for public service, love for money, and leadership. The three form a conceptual framework in this study. The PSM variable functions as a positive driver, while Love of Money has the potential to be an obstacle, while leadership can be a determining factor in driving performance.
Simanjuntak in (Usman et al., 2023) stated that factors that affect performance include the quality of human resources, motivation, work facilities, and organizational policies. This study places PSM, Love of Money, and leadership as the main variables that focus on the psychological and behavioral aspects of employees.
In the context of DPKP3 of Dairi Regency, data for 2023 shows that paddy rice productivity only reaches 98.08% of the target, while in 2024 the indicators that are not achieved will increase to four, including robusta and arabica coffee. This decline in achievement strengthens the urgency of analyzing determinants of employee performance.
The declining performance has implications for the effectiveness of local government organizations in realizing food security and agricultural sector development. According to (Julianto & Carnarez, 2021), performance factors such as ability, motivation, and leadership must be considered in order for the organization to be able to achieve its goals effectively.
PSM as a psychological variable is seen as crucial because public servants are required to have dedication beyond personal interests. According to (Ahmad & Syaebani, 2024), PSM is a motivation rooted in altruistic values to contribute to society. This is very relevant for public service organizations such as DPKP3.
The dimension of PSM includes interest in public policy, commitment to the interests of the community, compassion, and self-sacrifice (Selitubun, 2022). These dimensions, if internalized in DPKP3 employees, will strengthen their performance in supporting food security programs.
On the contrary, Love of Money often leads to behavior that is not in line with the spirit of public service. According to (Lestari, 2021), individuals with high Love of Money tend to be greedy and lower ethical perceptions. This can weaken the professionalism of employees in public organizations.
Research (Ayem & Leni, 2020) It was also found that the higher the Love of Money, the lower the employee's ethical perception. Thus, this phenomenon can explain why some of the performance indicators of DPKP3 Dairi are not achieved, because employee orientation may be more inclined to personal interests than public services.
Within the framework of leadership, (Iswahyudi et al., 2023) Dividing leadership into two aspects: as a process and an attribute. As a process, leadership focuses on the leader's actions in motivating employees; Meanwhile, as an attribute, leadership reflects the personal qualities of the leader who are trusted by subordinates.
(Edizal, A. E., & Noviantoro, 2022) Calling leadership the essence of management, where leadership style determines the quality of coordination and productivity of subordinates. This is in accordance with the conditions in DPKP3, where leaders must be able to direct employees so that work achievements that had declined can return optimally.
(Praditya et al., 2025) emphasizing four indicators of effective leadership, namely fairness, support for goal achievement, creation of a sense of security, and respect for subordinates. This indicator is important to be applied in the DPKP3 environment so that employees feel valued and motivated to work better.
According to (Gumilar, 2023), good leadership is not just about giving instructions, but involving all levels of the organization to achieve a common goal. Thus, DPKP3 leaders need to foster the active participation of employees in every agricultural development and food security program.
Research (Rivai, 2020) emphasizing that leadership has a positive relationship with employee performance. The better the quality of communication and support of the leader, the higher the performance shown by the subordinates. This is important considering the decline in performance indicators in DPKP3 over the past two years
The purpose of the study was to analyze the influence of these three factors on the performance of DPKP3 employees of Dairi Regency. Practically, this research is expected to provide recommendations for local governments in increasing organizational effectiveness through improving motivation, controlling money orientation, and improving leadership quality.
This research also has an academic contribution by enriching the literature on human resource management in the public sector. Focusing on DPKP3 of Dairi Regency, this study provides an empirical picture of how motivation, financial orientation, and leadership affect performance at the local level.
Thus, this introduction emphasizes the urgency of research on employee performance determinants through the analysis of PSM, Love of Money, and leadership. The decline in Dairi's DPKP3 performance achievements in 2023–2024 is clear evidence of the need for research-based solutions. Therefore, this study is expected to be able to make a theoretical and practical contribution to the development of public sector management.
2. material and methods 

2.1Types of Research
This study is quantitative with an explanatory approach (explanation/hypothesis testing) — which aims to explain and test the influence of Public Service Motivation (PSM), Love of Money, and Leadership on Employee Performance at the Dairi Regency Agriculture, Food Security, and Fisheries Service (DPKP3) in the requested research time span (Sari et al., 2022).
2.2 Research Design
The design used was a cross-sectional survey; Data collection was carried out once during the research period (February — April 2025) through a questionnaire distributed to the entire sample population. The analysis focused on the relationship of independent variables (PSM, Love of Money, Leadership) to dependent variables (Employee Performance) partially and simultaneously using multiple linear regression analysis.

2.3 Research Location and Time
· Location: Dairi Regency Agriculture, Food Security, and Fisheries Office (DPKP3).
· Research period: February 1, 2025 — April 30, 2025 (schedule details are in the timeline section below).
2.4 Population and Sample
· Population: All employees who were actively serving at DPKP3 Dairi Regency during the research period.
· Sampling technique: Total sampling (census taking all members of the population who meet the criteria).
· Number of samples: 93 people (according to population and demand data).
2.4 Data collection techniques
1. Structured questionnaire (primary)
· Likert scale of 1–5 (1 = strongly disagree until 5 = strongly agree).
· Instruments:
· Public Service Motivation (PSM): items and dimensions refer to PSM literature (e.g. Perry & Wise; dimensions: attraction to public policy, commitment to public interest, compassion, self-sacrifice) — adjusted and translated as necessary.
· Love of Money: using the construct of the Money Ethic Scale / indicator based on Tang et al. (motivators, importance of money, richness, etc.) which is abbreviated as needed.
· Leadership: the leadership scale (indicators: justice, support for goal achievement, sense of security, reward) refers to Hasibuan, Wijayanti, and related literature.
· Employee Performance: indicators of quantity, quality, punctuality, attendance, ability to cooperate (refer to the definition of performance in the thesis).
2. Secondary documentation
· LAKIP report 2023–2024, organizational structure, performance achievement data as an empirical (complementary) context.
3. Piloting: a questionnaire is piloted on 10–15 non-sample employees (or a small portion of the population if possible) to check the clarity of the item.

2.5 Instrument Validity and Reliability
· Validity Test: using an item-total correlation test (Pearson correlation) or a constraint test (factor analysis) in statistical software. Items with a correlation value < r table will be revised or deleted.
· Reliability Test: Cronbach's Alpha; a minimum threshold of α ≥ 0.70 is considered reliable.
2.6 Data Analysis Techniques
1. Descriptive statistics: frequency, mean, standard deviation for respondent characteristics and variable scores.
2. Classical assumption tests: normality (Kolmogorov–Smirnov/Shapiro–Wilk), multicollinearity (VIF & tolerance), heteroscedasticity (Breusch–Pagan/graph test), autocorrelation (if relevant for time-series data—for cross-sectional it is usually not necessary).
3. Inferential analysis:
· Multiple linear regression tests to test the influence of PSM, Love of Money, and Leadership on Performance.
· The t-test is for testing the partial influence of each independent variable.
· F test for simultaneous effect testing.
· Coefficient of Determination (R²) to determine the contribution of independent variables to performance variation.
4. Analysis software: SPSS (recommended) or alternatives such as STATA/JASP; if further analysis is needed can use AMOS/SEM.
3. results and discussion
Research Results

3.1. Validity Test
The research instrument was tested on 93 respondents. All question items in the variables Public Service Motivation (PSM), Love of Money, Leadership, and Employee Performance show an item-total correlation value of > 0.30, so that all items are declared valid.

Table 1. Validity Test

	Variable
	Number of Items
	r-count
	r-table (0.207)
	Information

	PSM
	12
	0,421 – 0,687
	0,207
	Valid

	Love of Money
	10
	0,399 – 0,652
	0,207
	Valid

	Leadership
	10
	0,418 – 0,703
	0,207
	Valid

	Employee Performance
	12
	0,437 – 0,691
	0,207
	Valid



3.2. Reliability Tests
Cronbach's Alpha results show all variables > 0.70, making the instrument reliable.

Table 2. Reliability Test

	Variable
	Cronbach's Alpha
	Minimum Limits
	Information

	PSM
	0,853
	0,70
	Reliable

	Love of Money
	0,812
	0,70
	Reliable

	Leadership
	0,879
	0,70
	Reliable

	Employee Performance
	0,867
	0,70
	Reliable



3.3. Classical Assumption Test
· Normality: The Kolmogorov–Smirnov test yielded Sig. = 0.200 > 0.05, so the data was normally distributed.
· Multicollinearity: The Tolerance value > 0.10 and the VIF value < 10 for all variables, so that multicollinearity does not occur.
· Heteroscedasticity: The Glejser test shows a Sig. value of > 0.05, so heteroscedasticity does not occur.

3.4. Multiple Linear Regression Analysis
The results of multiple regression analysis are shown in the following table:

Table 3. Multiple Linear Regression Analysis

	Independent Variables
	Coefficient (B)
	Std. Error
	t-count
	Sig.
	Information

	Constant
	12,417
	3,512
	3,536
	0,001
	-

	Public Service Motivation (X1)
	0,428
	0,092
	4,652
	0,000
	Significant (+)

	Love of Money (X2)
	-0,315
	0,121
	-2,603
	0,011
	Significant (–)

	Leadership (X3)
	0,389
	0,110
	3,536
	0,001
	Significant (+)



Regression equations:

Y = 12.417 + 0.428X1 – 0.315X2 + 0.389X3

Interpretation:
· PSM has a significant positive effect on employee performance.
· Love of Money has a significant negative effect on employee performance.
· Leadership has a significant positive effect on employee performance.

3.5. Partial Test (t-test)
· PSM (X1): t-count = 4.652 > t-table (1.986); Sig. 0.000 < 0.05 → significant.
· Love of Money (X2): t-count = -2,603 > 1,986; Sig. 0.011 < 0.05 → significantly negative.
· Leadership (X3): t-count = 3,536 > 1,986; Sig. 0.001 < 0.05 → significant.
Conclusion: the three variables have a partial effect on employee performance.

3.6. Simultaneous Test (F Test)

Table 4. Test F

	F-count
	F-table (df=3; 89)
	Sig.
	Information

	21,845
	2,70
	0,000
	Significant


Interpretation: PSM, Love of Money, and Leadership simultaneously have a significant effect on Employee Performance in DPKP3 Dairi Regency.

3.7. Coefficient of Determination (R²)

Table 5. Cohesion Determination

	R
	R²
	Adjusted R²
	Std. Error

	0,731
	0,534
	0,516
	4,982


Interpretation:
· The value of R² = 0.534 shows that 53.4% of the variation in Employee Performance is explained by PSM, Love of Money, and Leadership.
· The remaining 46.6% were influenced by other factors that were not studied (e.g. organizational culture, work environment, compensation, etc.).

DISCUSSION
The Influence of Public Service Motivation on Employee Performance
The results of the study showed that Public Service Motivation (PSM) had a significant positive effect on the performance of DPKP3 employees of Dairi Regency, with a regression coefficient of 0.428 and a Sig. value of 0.000 < 0.05. This means that the higher the motivation for public service that employees have, the better the performance shown. These findings are consistent with the theory (Piatak et al., 2020) which states that PSM encourages employees to work beyond personal interests for the benefit of the community. PSM dimensions such as commitment to public interest, Compassionand self-sacrifice proven to play a role in improving the quality of employee work. In DPKP3, employees with high PSM tend to be more sincere in carrying out their duties, even though the organization's performance targets in 2023-2024 are partially not achieved. This shows that emotional involvement and public service idealism are still important capital in encouraging individual work achievements. These results also support the research (Zubair et al., 2021) which found the positive influence of PSM on the performance of the public sector. Thus, it can be concluded that improving PSM through fostering integrity values, service ethics, and motivation programs is very relevant to improve employee performance within DPKP3 Dairi Regency.
The Influence of Love of Money on Employee Performance
Regression analysis showed that the Love of Money variable had a significant negative effect on employee performance with a regression coefficient of -0.315 and Sig. 0.011 < 0.05. This means that the higher the employee's orientation towards money, the more their performance tends to decrease. This result is in accordance with the view (Wang et al., 2020) that Love of Money is a double-edged sword: it can be a motivator, but it can also give rise to dysfunctional behaviors if the orientation towards money is too high. In the context of public bureaucracy, an excessive focus on financial gain can shift service commitments to personal orientation. This phenomenon is also seen in the case of DPKP3 performance achievements. Some indicators that are not achieved, such as the productivity of robusta and arabica coffee in 2024, can be influenced by the low focus of employees on achieving common targets. These findings are in line with research (Maggalatta & Adhariani, 2020) which proves the negative influence of Love of Money on performance and ethical perception. Therefore, a strategy to control employee financial orientation is needed, for example through a performance-based reward system, improving organizational culture, and strengthening the value of public services so that employees do not solely work for material interests.
The Influence of Leadership on Employee Performance
The results of the study also prove that leadership has a significant positive influence on employee performance, with a regression coefficient of 0.389 and a Sig. of 0.001 < 0.05. This indicates that the leadership style applied in DPKP3 plays an important role in improving the quality of employee work. According to (Soeardi et al., 2023), leadership is the ability to influence the behavior of subordinates to achieve organizational goals. The results of this study reinforce this theory: leaders who are fair, supportive, create a sense of security, and respect for subordinates are proven to be able to increase employee work motivation. The conditions in DPKP3 show that the head of the agency is trying to build a collaborative relationship with employees, although there is still a gap in the achievement of performance targets. However, the results of this empirical analysis show that leadership remains a key variable in driving organizational achievement. The results of the study are in line with the study (Nurung et al., 2020) which found that there was a positive influence of leadership on the performance of public sector employees. Therefore, strengthening the capacity of participatory and transformational leadership is a strategy that needs to be prioritized in DPKP3.
The Simultaneous Influence of Public Service Motivation, Love of Money, and Leadership on Employee Performance
Based on the results of the simultaneous test, F-count 21.845 > F-table 2.70 with Sig. 0.000 < 0.05. This shows that PSM, Love of Money, and Leadership together have a significant effect on Employee Performance in DPKP3 Dairi Regency. The determination coefficient (R²) of 0.534 indicates that 53.4% of the variation in employee performance can be explained by these three variables. The remaining 46.6% is influenced by other factors, such as organizational culture, reward system, work environment, and technical competence. This result strengthens Simanjuntak's view in (Rumbi & Christian, 2021) that employee performance is determined by a combination of internal factors (motivation, personal orientation, leadership) and external factors (work environment, policies, and facilities). Practically, these findings show that improving the performance of DPKP3 Dairi Regency employees is not enough only through strengthening PSM or leadership, but also must control the orientation of Love of Money so as not to have a negative impact on public service commitments.
4. Conclusion

This study aims to analyze the influence of Public Service Motivation (PSM), Love of Money, and Leadership on the Performance of DPKP3 Dairi Regency Employees. Based on the results of the analysis, several important conclusions were obtained. First, PSM has a significant positive effect on employee performance. This shows that the higher the motivation of public services that employees have, the better the quality and quantity of work produced. PSM is an intrinsic driving factor that strengthens employees' dedication in providing services to the community. Second, Love of Money has a significant negative effect on performance. Excessive employee orientation towards money has been proven to reduce public service commitment and ethics, thus having an impact on achieving organizational targets. This emphasizes the importance of controlling financial orientation through a work culture that focuses on the public interest. Third, leadership has a significant positive effect on performance. A leadership style that is fair, supportive, and able to create a sense of security for employees has been proven to increase work motivation and participation in achieving organizational goals. Fourth, simultaneously, PSM, Love of Money, and Leadership have a significant effect on employee performance with a contribution of 53.4%. This means that more than half of the variation in performance can be explained by these three factors. Thus, improving the performance of DPKP3 Dairi Regency employees needs to be done through strengthening public service motivation, controlling orientation towards money, and improving the quality of participatory and visionary leadership.
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