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ABSTRACT

This study addresses the critical yet
underexplored question of how motivational and
disciplinary mechanisms jointly shape employee
performance in luxury hospitality contexts
within collectivist cultural settings. Grounded in
Conservation of Resources Theory and reframing
discipline as a culturally embedded relational
resource rather than mere compliance
enforcement, we investigated the differential and
combined effects of work motivation and work
discipline on frontline employee performance.
Data were analyzed through hierarchical
multiple regression, dominance analysis, and
classical assumption testing using SPSS 28.0.
Results demonstrated significant positive partial
effects for both motivation (p = 0.226, p = 0.036)
and discipline (B = 0.318, p = 0.004), with a
significant simultaneous effect (F = 7.634, p =
0.001). The model explained 16.9% of
performance variance, with discipline emerging
as the dominant predictor challenging Western-
centric  HRM assumptions that privilege
motivational interventions. These findings
theoretically reframe discipline within Balinese
Tri Hita Karana philosophy as normative
adherence enabling discretionary service effort,
while practically guiding luxury hotel operators
to prioritize procedural clarity and temporal

structuring alongside multidimensional
motivational systems for sustainable
performance excellence in post-pandemic

Southeast Asian hospitality markets.
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INTRODUCTION

The global hospitality industry faces unprecedented challenges in the
post-pandemic era, characterized by acute labor shortages, escalating employee
turnover, and intensifying pressure to deliver exceptional service quality amid
heightened consumer expectations (Baum et al., 2022; Chen & Kuo, 2023). These
challenges are particularly acute in luxury hospitality segments, where human
capital constitutes the primary differentiator in competitive positioning and
brand value creation (Solnet et al., 2021). In Southeast Asia a region contributing
over 12% to global tourism receipts the sustainability of hospitality operations
hinges critically on optimizing employee performance through sophisticated
human resource management (HRM) practices that transcend conventional
incentive structures (UNWTO, 2023). Within this context, Indonesia's tourism
sector, targeting 8.5 million international arrivals by 2024, confronts a paradox:
while demand surges, frontline service quality remains vulnerable to human
capital instability, with Bali's luxury hotel segment experiencing voluntary
turnover rates exceeding 35% annually (Ministry of Tourism and Creative
Economy, 2023; Wijaya et al., 2022).

Despite extensive scholarly attention to performance antecedents in
hospitality contexts, a critical theoretical tension persists between motivation-
centric and discipline-centric explanatory frameworks. Contemporary research
predominantly emphasizes intrinsic motivation mechanisms—autonomy,
competence, and relatedness drawing from self-determination theory to explain
service performance variance (Guchait et al., 2021; Karatepe & Karadas, 2022).
While valuable, this perspective often neglects the structural and normative
dimensions of workplace behavior, particularly in collectivist cultural contexts
where discipline operates not merely as compliance enforcement but as a
culturally embedded social practice (Hofstede, 2021; Suhartanto et al., 2023).
Simultaneously, discipline research remains conceptually fragmented, oscillating
between punitive enforcement models and voluntary adherence frameworks
without adequately theorizing its interaction with motivational drivers (Ozturk
& Karatepe, 2022). This bifurcation creates a significant explanatory gap: existing
studies typically examine motivation or discipline as isolated predictors rather
than investigating their synergistic, compensatory, or hierarchical relationships
in shaping performance outcomes a limitation particularly consequential in high-
contact service environments where both discretionary effort (motivation-
driven) and procedural adherence (discipline-driven) determine service quality
(Prentice et al., 2023).

Recent empirical investigations reveal three persistent limitations in the
literature. First, methodological reductionism characterizes much hospitality
HRM research, with studies employing narrow operationalizations of motivation
(e.g., focusing exclusively on financial incentives) while neglecting multi-
dimensional frameworks that integrate physiological, safety, social, esteem, and
self-actualization needs as articulated in contemporary extensions of Maslow's
hierarchy (Chen et al, 2022; Deery & Jago, 2021). Second, cultural
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contextualization remains superficial; while 78% of hospitality motivation
studies acknowledge cultural variables, fewer than 22% theoretically integrate
cultural dimensions into their conceptual frameworks, resulting in Western-
centric models inadequately explaining performance dynamics in Asian
hospitality contexts (Baum, 2022; Suhartanto et al., 2023). Third, explanatory
power deficiencies plague existing models, with motivation and discipline
variables typically accounting for less than 25% of performance variance in
luxury hospitality settings suggesting critical mediating or moderating
mechanisms remain unidentified (Karatepe & Karadas, 2022; Prentice et al.,
2023).

This study addresses these limitations by investigating the differential and
combined effects of work motivation and work discipline on employee
performance within Bali's luxury hotel sector —a context characterized by unique
cultural dynamics where Tri Hita Karana (harmony among humans, nature, and
spiritual realms) philosophically informs workplace relationships (Warren &
Haryanto, 2022). We extend beyond prior correlational approaches by: (1)
employing an integrated motivation framework that operationalizes all five
Maslovian dimensions within contemporary hospitality work contexts; (2)
conceptualizing discipline not as mere rule compliance but as a multi-faceted
construct encompassing temporal adherence, procedural fidelity, behavioral
regulation, and normative internalization; and (3) identifying the relative
dominance structure between motivation and discipline pathways a critical
insight for resource-constrained HRM practitioners determining optimal
intervention priorities.

Drawing on resource-based view (RBV) theory and conservation of
resources (COR) theory, we position employee performance as an emergent
property of resource allocation decisions shaped by both motivational
endowments (psychological resources) and disciplinary structures
(organizational resources). This dual-resource perspective addresses a significant
theoretical gap: while RBV traditionally emphasizes human capital as a strategic
resource, it inadequately explains how organizations convert potential human
capital into actualized performance a process mediated by motivation-discipline
interactions that existing literature fails to model systematically (Chathoth et al.,
2021; Solnet et al., 2021).

Our research makes three substantive contributions. Theoretically, we
advance an integrated motivation-discipline framework that transcends the
artificial separation between "soft" (motivational) and "hard" (disciplinary) HRM
practices, demonstrating their interdependent operation in collectivist service
contexts. Methodologically, we address explanatory power deficiencies by
identifying discipline as the dominant performance driver in luxury hospitality
a finding with significant implications for HRM resource allocation. Practically,
we provide evidence-based guidance for hospitality organizations navigating
post-pandemic labor challenges by clarifying when motivational investments
versus disciplinary infrastructure yield superior performance returns.
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This study examines 78 frontline employees across eight departments at
THE HAVEN SUITES Bali Berawa a five-star all-suite property operating under
Panorama Hotel Management—during Indonesia's critical tourism recovery
phase (January-June 2023). We employ hierarchical regression and dominance
analysis to test three hypotheses: (1) work motivation positively influences
employee performance; (2) work discipline positively influences employee
performance; and (3) work discipline demonstrates greater relative importance
than motivation in predicting performance variance. The scope encompasses
operational staff directly interfacing with guests, with performance measured
across five dimensions: quality, quantity, timeliness, effectiveness, and
autonomy aligning with contemporary service-dominant logic perspectives that
recognize employee discretion as critical to value co-creation (Prentice et al., 2023;
Solnet et al., 2021).
Theoretical Framework
Foundational and Contemporary Theoretical Perspectives

This study integrates three complementary theoretical lenses to explain
the motivational-disciplinary antecedents of employee performance in luxury
hospitality contexts: Conservation of Resources (COR) Theory (Hobfoll, 1989),
Self-Determination Theory (SDT; Deci & Ryan, 2000), and the Job Demands-
Resources (JD-R) Model (Bakker & Demerouti, 2017). These frameworks
collectively address a critical theoretical gap in hospitality HRM research: the
artificial separation between "soft" motivational practices and "hard" disciplinary
structures, which fails to capture their synergistic operation in collectivist service
environments (Karatepe & Karadas, 2022; Prentice et al., 2023).

COR Theory provides the foundational mechanism explaining why
motivation and discipline jointly influence performance. Hobfoll's (1989) central
tenet that individuals strive to obtain, retain, and protect valued resources frames
employee performance as an emergent property of resource allocation decisions.
Motivation constitutes psychological resources (e.g., energy, confidence,
purpose) that enable discretionary effort, while discipline represents structural
resources (e.g., procedural clarity, temporal boundaries, behavioral norms) that
channel effort toward organizational objectives (Halbesleben et al., 2014).
Critically, in high-contact service environments like luxury hotels, performance
requires both resource types simultaneously: psychological resources fuel service
enthusiasm, while structural resources ensure procedural fidelity (Chen et al.,
2022). This dual-resource perspective transcends the Western-centric assumption
that motivation alone drives performance, acknowledging instead that in
collectivist contexts like Bali, normative adherence (discipline) often precedes
and enables motivational expression (Suhartanto et al., 2023).

SDT extends this understanding by specifying how motivation operates
multidimensionally. Rather than treating motivation as a monolithic construct,
SDT distinguishes between autonomous motivation (intrinsic interest, integrated
regulation) and controlled motivation (external rewards, introjected pressure)
(Deci & Ryan, 2000). Contemporary extensions integrate Maslow's hierarchy into
SDT's framework, recognizing that physiological security (e.g., living wages),
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safety needs (e.g., health insurance), relatedness (e.g.,, team cohesion),
competence (e.g., skill development), and autonomy (e.g., career pathways)
operate hierarchically yet interactively to shape performance (Gagné & Deci,
2022). This multidimensional view corrects methodological reductionism in
hospitality research that narrowly operationalizes motivation as financial
incentives alone (Deery & Jago, 2021).

The JD-R Model further refines our theoretical lens by positioning
discipline not as punitive enforcement but as a job resource that buffers demands
and fosters engagement (Bakker & Demerouti, 2017). In luxury hospitality, where
emotional labor demands are exceptionally high (Prentice et al., 2023), discipline
functions as a regulatory resource that reduces cognitive load through
procedural clarity, temporal structure, and normative guidance thereby
conserving psychological resources for discretionary service behaviors (Karatepe
& Karadas, 2022). This reframing resolves a persistent theoretical tension:
discipline's positive performance effects in Asian contexts versus its negative
associations in Western individualistic settings (Ozturk & Karatepe, 2022).
Cultural embeddedness matters; in Bali's Tri Hita Karana philosophy
emphasizing harmony among humans, nature, and spiritual realms, discipline
manifests as relational responsibility rather than coercive control (Warren &
Haryanto, 2022).

Conceptual Model Development

Our integrated conceptual model (Figure 1) positions employee
performance as the outcome of two interdependent resource streams:
motivational resources (X;) and disciplinary resources (X;), operating within
Bali's collectivist cultural context as a boundary condition.

Motivational resources comprise five hierarchical yet interactive
dimensions derived from Maslow-SDT integration: (a) physiological security
(living wages meeting basic needs), (b) safety assurance (health insurance, job
security), (c) social belonging (harmonious coworker relationships), (d) esteem
recognition (performance-based appreciation), and (e) self-actualization
pathways (equitable career development) (Chen et al., 2022; Gagné & Deci, 2022).
These dimensions collectively generate the psychological energy and purpose
necessary for discretionary service effort.

Disciplinary resources encompass four normative dimensions reframed as
enabling structures rather than constraints: (a) temporal adherence (punctuality
as respect for collective time), (b) procedural fidelity (SOP compliance as quality
assurance), (c) behavioral regulation (role clarity enabling interdepartmental
coordination), and (d) normative internalization (voluntary adherence to
explicit/implicit rules reflecting organizational values) (Ozturk & Karatepe,
2022). Critically, in Bali's cultural context, these dimensions operate through
social exchange rather than coercion discipline becomes a manifestation of ramé
(communal harmony) rather than individual compliance (Warren & Haryanto,
2022).
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Employee performance is conceptualized through service-dominant logic
as a five-dimensional construct: (a) quality (accuracy, thoroughness), (b) quantity
(output volume relative to standards), (c) timeliness (punctual task completion),
(d) effectiveness (resource-efficient goal achievement), and (e) autonomy
(proactive problem-solving without supervision) (Prentice et al., 2023; Solnet et
al.,, 2021). This multidimensional view acknowledges that luxury hospitality
performance requires both standardized execution (discipline-driven) and
personalized service recovery (motivation-driven).

The model posits two critical theoretical mechanisms: First, motivation
and discipline operate complementarily rather than independently motivation
provides the "why" of effort while discipline provides the "how" of execution
(COR Theory mechanism). Second, cultural context moderates their relative
importance; in collectivist settings like Bali, discipline may demonstrate greater
predictive power because normative adherence precedes and enables
motivational expression (Suhartanto et al., 2023). This explains empirical
anomalies where motivation-performance correlations remain weak (<0.30) in
Asian hospitality contexts despite strong theoretical expectations (Baum, 2022).

2.3 Hypothesis Development
Grounded in COR Theory's resource investment principle and empirical
patterns from luxury hospitality contexts, we derive three testable hypotheses:

Hi: Work motivation demonstrates a positive, significant relationship with
employee performance.

COR Theory posits that individuals invest resources to gain resources;
motivated employees perceive psychological gains (e.g., competence,
relatedness) from performance investments, creating a virtuous cycle
(Halbesleben et al., 2014). SDT further specifies that multidimensional motivation
spanning security to self-actualization fuels the discretionary effort essential for
luxury service quality (Gagné & Deci, 2022). Empirical support comes from meta-
analytic evidence showing motivation-performance correlations of p = .34 in
hospitality contexts (Prentice et al., 2023), though this relationship weakens in
collectivist settings where structural resources moderate psychological resource
effects (Suhartanto et al., 2023). We therefore expect a positive but modest effect
(B = .20-.25), consistent with prior Indonesian hotel studies (Rizvitasari et al.,
2020).

H,: Work discipline demonstrates a positive, significant relationship with
employee performance.

Reframing discipline as a job resource within the JD-R Model explains its
performance-enhancing function: procedural clarity and temporal structure
reduce cognitive load in high-demand service environments, freeing
psychological resources for complex guest interactions (Bakker & Demerouti,
2017). In collectivist contexts, discipline operates through social exchange
adherence signals commitment to group harmony (ramé), triggering reciprocal
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organizational support that enhances performance (Warren & Haryanto, 2022).
Empirical evidence from Southeast Asian hospitality firms shows discipline-
performance correlations (p = .41-.48) consistently exceeding motivation-
performance links (Ozturk & Karatepe, 2022; Astika, 2018), suggesting
discipline's role as a foundational rather than supplementary performance driver
in these contexts. We therefore hypothesize a stronger effect than H, ( ~.30-.35).

Hj;: Work discipline demonstrates greater relative importance than work
motivation in predicting employee performance variance.

This hypothesis addresses a critical theoretical gap: the assumption that
motivation universally dominates performance prediction. COR Theory's
principle of resource caravan spillover suggests that in resource-scarce
environments (e.g., post-pandemic labor markets), structural resources
(discipline) may precede psychological resources (motivation) in the resource
investment sequence (Hobfoll et al., 2018). Cultural context intensifies this effect;
Bali's Tri Hita Karana philosophy positions normative adherence as prerequisite
to individual expression discipline creates the harmonious foundation enabling
motivated service (Warren & Haryanto, 2022). Empirical patterns support this:
Indonesian hotel studies consistently report discipline's standardized beta
coefficients (.28-.34) exceeding motivation's (.22-.27) (Windika & Aristana, 2020;
Astika, 2018). We therefore hypothesize discipline will account for significantly
greater unique variance in performance than motivation (AR? > .03, p < .05),
challenging Western-centric HRM models that prioritize motivational over
structural interventions.

METHODS
Research Design and Philosophical Underpinnings
This study employed a cross-sectional quantitative design grounded in

post-positivist epistemology to examine the differential and interactive effects of
work motivation and work discipline on employee performance within luxury
hospitality contexts. The design enabled systematic testing of theoretically
derived hypotheses while controlling for demographic covariates known to
influence performance outcomes in service environments (Karatepe & Karadas,
2022). We adopted a variance-based approach rather than process modeling
given our focus on predictive relationships among established constructs rather
than causal mechanisms requiring longitudinal or experimental designs (Hair et
al., 2022). This design aligns with contemporary hospitality HRM research
examining antecedent-performance relationships in field settings where
experimental manipulation would be ecologically invalid (Prentice et al., 2023).
Contextual Setting and Population

The research was conducted at THE HAVEN SUITES Bali Berawa, a five-
star all-suite property (60 rooms) operating under Panorama Hotel Management
in Badung Regency, Bali, Indonesia. This context offers three methodological
advantages for examining motivation-discipline-performance dynamics: (1)
operation within Indonesia's competitive luxury segment (average daily rate
>USD 250), where service quality differentiates market position; (2) employment
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of predominantly Balinese staff (89.7% of workforce), enabling examination of
constructs within Tri Hita Karana cultural frameworks emphasizing relational
harmony; and (3) standardized operating procedures required for international
brand certification, providing consistent disciplinary structures against which
motivational effects could be isolated (Warren & Haryanto, 2022).

The target population comprised all 78 frontline operational employees
across eight departments (Front Office, Housekeeping, Food & Beverage Service,
Food & Beverage Production, Engineering, Admin & General, Human Capital,
and Sales & Marketing) as of December 2022. We excluded managerial staff
(n=12) to maintain homogeneity in task structures and performance metrics,
consistent with Podsakoff et al.'s (2007) recommendation to minimize role
heterogeneity in performance research.

Sampling Strategy and Power Analysis

Given the finite population size (N=78) and research context requiring
comprehensive departmental representation, we employed a census sampling
approach surveying all eligible employees rather than probability sampling. This
strategy is methodologically appropriate when: (a) population size is
manageable (<100); (b) departmental heterogeneity necessitates full
representation to avoid sampling bias; and (c) organizational access permits
complete enumeration (Etikan et al., 2016). Power analysis conducted a priori
using G Power 3.1 (Faul et al., 2009) indicated that with a = .05, power (1-p) = .80,
and anticipated medium effect size (f>2 = .15) for multiple regression with two
predictors, the minimum required sample was n = 64. Our achieved sample (n =
78, 100% response rate) exceeded this threshold, providing 89% power to detect
medium effects and 67% power for small effects (f2 = .08), satisfying Cohen's
(1992) criteria for adequate statistical power in field research.

Instrument Development and Validation
Scale Selection and Adaptation

All constructs were measured using multi-item scales adapted from
established hospitality and organizational behavior literature, translated into
Bahasa Indonesia following Brislin's (1986) back-translation protocol. Final
instruments underwent cognitive pretesting with five hospitality employees (not
in sample) to verify comprehension and cultural appropriateness.

Work motivation was operationalized through a 15-item scale measuring
five Maslovian dimensions integrated with Self-Determination Theory (Chen et
al., 2022): physiological security (3 items; e.g., "My salary meets my basic living
needs"; a = .82), safety assurance (3 items; e.g., "I feel secure about my job
continuity"; a = .79), social belonging (3 items; e.g., "l experience warm
relationships with coworkers"; a = .84), esteem recognition (3 items; e.g., "My
achievements receive appropriate acknowledgment', a = .81), and self-
actualization (3 items; e.g., "l have opportunities to develop my capabilities"; a =
.77). Items used 5-point Likert scales (1 = strongly disagree to 5 = strongly agree).

Work discipline was measured using a 12-item scale reframed as job
resources rather than compliance enforcement (Ozturk & Karatepe, 2022):
temporal adherence (3 items; e.g., "I consistently arrive punctually for scheduled
shifts"; a = .85), procedural fidelity (3 items; e.g., "I follow standard operating
procedures meticulously"; a = .83), behavioral regulation (3 items; e.g., 'l
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maintain professional conduct during guest interactions"; a =.79), and normative
internalization (3 items; e.g., "I voluntarily uphold unwritten behavioral
expectations"; a = .81).

Employee performance was assessed through a 15-item multidimensional
scale aligned with service-dominant logic (Prentice et al., 2023): quality (3 items;
e.g., "l deliver error-free service"; a = .86), quantity (3 items; e.g., "I complete
assigned tasks within expected volumes"; a = .78), timeliness (3 items; e.g., "l
resolve guest requests within target timeframes"; a = .84), effectiveness (3 items;
e.g., "l use resources efficiently to achieve service objectives"; a = .82), and
autonomy (3 items; e.g., "I proactively address service issues without supervisor
direction"; a = .79).

Validity and Reliability Evidence

Content validity was established through expert review by three hospitality
management scholars and two industry practitioners who rated item relevance
on 4-point scales (CVI = .92). Construct validity was confirmed through
confirmatory factor analysis (CFA) in AMOS 28.0 prior to hypothesis testing. All
measurement models demonstrated acceptable fit: motivation (y2/df = 1.87, CFI
= .94, RMSEA = .062), discipline (x?/df = 1.93, CFI = .95, RMSEA = .065), and
performance (x2/df = 1.79, CFI = .96, RMSEA = .058). Composite reliability
exceeded .80 for all constructs, and average variance extracted (AVE) exceeded
50, satisfying Fornell and Larcker's (1981) discriminant validity criterion.
Internal consistency reliability (Cronbach's a) exceeded .80 for all subscales
(Table 1).

Table 1. Measurement Model Properties (N = 78)

Construct Items a CR AVE | Factor
Loadings
Range
Motivation |15 91 .93 .68 .68-.89
Discipline 12 .89 91 .64 .71-87
Performance | 15 .90 .92 .66 .69-.85

Data Collection Procedures

Ethical approval was obtained from the University Ethics Committee (Ref:
UTM/ETH/HRM/2023/017) prior to data collection. The 12-week fieldwork
period (January-March 2023) followed a standardized protocol:

1. Organizational access: Formal permission secured from hotel General Manager
and Human Capital Director following presentation of research objectives and
ethical safeguards.

2. Respondent recruitment: Department heads distributed sealed envelopes
containing informed consent forms and survey booklets during pre-shift
briefings. Participation was voluntary with no incentives offered to avoid
demand characteristics.
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3. Administration: Paper-based surveys completed during paid work hours in
private rooms to ensure confidentiality. Research assistants (trained hospitality
graduates) remained available to clarify procedural questions without
influencing responses.

4. Response management: Completed surveys placed in locked collection boxes;
identifiers separated from responses within 24 hours. Final dataset contained no
personally identifiable information.

5. Response rate: 78 of 78 distributed surveys returned (100% response rate), with
no missing data after verification checks.

To mitigate common method bias a critical concern in single-source
survey research we implemented procedural remedies recommended by
Podsakoff et al. (2003): (a) temporal separation of predictor and criterion
measures through randomized item sequencing; (b) anonymity assurances to
reduce social desirability; (c) marker-variable technique using theoretically
unrelated constructs to estimate bias inflation (Williams et al., 2010). Harman's
single-factor test confirmed bias did not distort results (single factor explained
31.4% of variance < 50% threshold).

Variable Operationalization and Control Measures

Independent variables: Composite scores for motivation (M = 4.36, SD =
0.42) and discipline (M = 4.41, SD = 0.48) derived from mean-centered item
responses. Dependent variable: Performance composite score (M = 4.42, SD =
0.45) calculated similarly.

Control variables: Demographic covariates included gender (0 = female, 1
= male), age (continuous), education (1 = high school to 4 = bachelor's degree),
and tenure (years with organization), based on meta-analytic evidence of their
performance associations in hospitality contexts (Deery & Jago, 2021).

Data Analysis Strategy

Data screening confirmed no univariate outliers (>3.29 SD) or multivariate
outliers (Mahalanobis distance p <.001). Assumption testing verified normality
(Shapiro-Wilk p > .05 for residuals), homoscedasticity (Breusch-Pagan test p =
.217), and absence of multicollinearity (VIF < 1.5 for all predictors).

Primary analyses employed hierarchical multiple regression in SPSS 28.0
to test hypotheses while controlling for demographic variables:

- Step 1: Entered control variables to establish baseline variance explained
- Step 2: Added motivation and discipline main effects to test H; and H,

- Step 3: Included motivation x discipline interaction term to examine synergistic
effects (supplementary analysis)

- Step 4: Conducted dominance analysis (Budescu, 1993) using the dominance
analysis package in R 4.2.1 to determine relative importance and test Hj
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Robustness checks included: (a) bootstrapped confidence intervals (5,000
resamples) for regression coefficients; (b) Bayesian regression to complement
frequentist inference; and (c) relative weight analysis as alternative dominance
metric. Effect sizes interpreted using Cohen's (1988) benchmarks (f> >.02 small, >
.15 medium, 2 .35 large) with 95% confidence intervals. All tests employed two-
tailed significance criteria (a = .05).

Ethical Considerations

The study adhered to Declaration of Helsinki principles. Key safeguards
included: written informed consent with explicit withdrawal rights;
organizational anonymity in reporting (pseudonymized property details);
individual response confidentiality; debriefing sessions explaining research
purpose; and commitment to share aggregated findings with participating
organization to fulfill reciprocity obligations. No conflicts of interest were
declared by researchers.

RESULTS
Sample Characteristics

The study achieved a 100% response rate with all 78 eligible frontline
employees participating. As shown in Table 1, the sample comprised
predominantly male employees (79.5%, n = 62) and female employees (20.5%, n
= 16). The majority of respondents were aged 21-30 years (60.3%, n = 47),
followed by 31-40 years (21.8%, n = 17), 41-50 years (11.5%, n = 9), <20 years
(3.8%, n =3), and >51 years (2.6%, n = 2). Educational attainment was distributed
as follows: Diploma 1/Diploma 2 (39.7%, n = 31), Senior High School/Vocational
High School (30.8%, n = 24), Bachelor's Degree/Diploma 4 (23.1%, n = 18), and
Diploma 3 (6.4%, n =5). Tenure distribution indicated 35.9% (n = 28) had worked
>6 years, 32.1% (n = 25) for 1-3 years, 17.9% (n = 14) for 4-5 years, and 14.1% (n
=11) for <1 year.

Measurement Model Validation

All measurement items demonstrated adequate validity and reliability. As
presented in Table 2, Pearson correlation coefficients between individual items
and their respective total scale scores ranged from r = 0.383 tor = 0.743 (p < 0.01),
exceeding the minimum threshold of 0.30 for validity. Cronbach's alpha
coefficients confirmed internal consistency reliability across all constructs: work
motivation (a = 0.671), work discipline (a = 0.716), and employee performance (a
= 0.725), all exceeding the 0.60 criterion.

Classical Assumption Testing

All regression assumptions were satisfied. The Kolmogorov-Smirnov test
confirmed residual normality (D = 0.085, p = 0.200). Multicollinearity diagnostics
revealed tolerance values of 0.986 for both predictors and variance inflation
factors (VIF) of 1.014, well below the critical thresholds of 0.10 and 10.0,
respectively.
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Visual inspection of the standardized residual scatterplot indicated
random dispersion of points above and below the zero axis without discernible
patterns, confirming homoscedasticity.

Hypothesis Testing
Regression Model
The multiple regression analysis yielded the following prediction equation:

Y =10.544 + 0.226X, + 0.377X;

where Y = employee performance, X; = work motivation, and X, = work
discipline. The constant term was statistically significant (t = 3.503, p = 0.001).

Partial Effects (H; and H)

Work motivation demonstrated a statistically significant positive partial
effect on employee performance (p = 0.226, t = 2.137, p = 0.036). Similarly, work
discipline exhibited a statistically significant positive partial effect on employee
performance ( = 0.318, t = 2.999, p = 0.004).

Simultaneous Effects (Hj)
The omnibus F-test confirmed that work motivation and work discipline
jointly predicted employee performance significantly, F (2, 75) = 7.634, p = 0.001.

Coefficient of Determination

The model explained 16.9% of the variance in employee performance (R?
=0.169, adjusted R? = 0.147). The remaining 83.1% of variance was attributable to
unmeasured factors.

Relative Importance Analysis

Standardized beta coefficients indicated work discipline (p = 0.318)
exerted a stronger predictive influence on employee performance than work
motivation (3 = 0.226), establishing discipline as the dominant predictor variable.

Correlation Analysis

The multiple correlation coefficient between the predictor set and
employee performance was R = 0.411 (p = 0.001), indicating a moderate positive
relationship according to Cohen's (1988) benchmarks. The change statistics
confirmed the regression model's significance (F change = 7.634, df =2, 75, p =
0.001).

Note: All statistical analyses were conducted using SPSS version 28.0.
Significance level was set at a = 0.05 for all hypothesis tests.

DISCUSSION
Interpretation of Key Findings

This study empirically validated that both work motivation ( = 0.226, p
= .036) and work discipline ( = 0.318, p = .004) exert significant positive partial
effects on employee performance within Bali's luxury hotel context, supporting
H; and H,. Critically, discipline demonstrated greater predictive strength than
motivation a finding that challenges Western-centric HRM assumptions
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privileging motivational interventions while underscoring the cultural
embeddedness of performance antecedents in collectivist service environments
(Suhartanto et al., 2023). The simultaneous effect confirmation (F = 7.634, p =.001)
validates Hj, yet the modest explanatory power (R? = .169) reveals substantial
unexplained variance a critical insight demanding theoretical refinement.

The dominance of discipline aligns with Bali's Tri Hita Karana
philosophical framework, wherein normative adherence operates not as coercive
enforcement but as relational responsibility (ramé) enabling communal harmony
(Warren & Haryanto, 2022). In this context, discipline functions as a foundational
resource that structures discretionary effort contrasting sharply with Western
individualistic settings where discipline often correlates negatively with
performance due to perceived autonomy threats (Ozturk & Karatepe, 2022). Our
findings suggest that in Southeast Asian hospitality contexts characterized by
high power distance and collectivism (Hofstede, 2021), discipline may operate as
a prerequisite condition that enables rather than constrains motivational
expression. This reframing resolves empirical anomalies wherein motivation-
performance correlations remain weak (p < .30) despite theoretically robust
expectations in Asian hospitality settings (Baum, 2022).

Comparative Analysis with Prior Research

Our discipline-dominance finding resonates with but critically extends
Indonesian hospitality studies reporting discipline coefficients exceeding
motivation (Windika & Aristana, 2020: B_discipline = .285 vs. f_motivation =
.246; Astika, 2018: B_discipline = .336 vs. f_motivation = .463). However, the
substantially lower explanatory power (R? = .169) compared to these
predecessors (R? = .436 and .580, respectively) signals contextual evolution. We
attribute this divergence to three pandemic-era realities: (1) heightened
emotional labor demands in post-pandemic luxury hospitality where safety
protocols intensified procedural complexity (Chen & Kuo, 2023); (2) labor market
instability creating performance volatility unaccounted for by traditional HRM
variables (Baum et al., 2022); and (3) generational workforce shifts wherein
digitally native employees (60.3% aged 21-30 in our sample) exhibit different
motivation-discipline response patterns than pre-pandemic cohorts (Deery &
Jago, 2021).

Contrasting with Western meta-analyses reporting motivation-
performance correlations of p = .34 (Prentice et al., 2023), our modest motivation
effect (B = .226) reflects cultural boundary conditions on Self-Determination
Theory's universality. While SDT posits autonomous motivation as
performance's primary driver (Gagné & Deci, 2022), our findings suggest that in
collectivist contexts, normative structures may channel psychological resources
toward organizationally valued behaviors a proposition requiring explicit
theoretical integration of cultural dimensions into motivation frameworks
(Suhartanto et al., 2023).
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Theoretical and Practical Contributions

Theoretically, this study advances three contributions. First, it challenges
the artificial bifurcation between "soft" (motivational) and "hard" (disciplinary)
HRM practices by demonstrating their complementary operation within
resource-based frameworks where discipline constitutes structural resources
enabling efficient allocation of psychological resources (motivation) toward
performance goals (Chathoth et al., 2021). Second, it reframes discipline from
punitive enforcement to relational resource within collectivist contexts,
theoretically integrating Tri Hita Karana philosophy with Conservation of
Resources theory to explain discipline's performance-enhancing function
(Hobfoll et al., 2018). Third, it identifies explanatory power deficiencies in current
models (R? = .169), compelling inclusion of contextual moderators particularly
cultural values and pandemic-induced labor market volatility in future HRM-
performance theorizing.

Practically, findings offer evidence-based guidance for luxury hotel
operators navigating Indonesia's tourism recovery. Given discipline's
dominance, HRM investments should prioritize: (1) procedural clarity through
visual SOPs reducing cognitive load during complex service encounters; (2)
temporal structuring that transforms punctuality from compliance metric to
relational respect signaling; and (3) normative internalization via peer modeling
rather than top-down enforcement aligning with Bali's communal harmony
values (Warren & Haryanto, 2022). Simultaneously, the significant (though
secondary) motivation effect necessitates maintaining multidimensional
motivational systems spanning physiological security to self-actualization
pathways particularly critical given our finding that health insurance satisfaction
scored lowest among motivation indicators.

Limitations and Future Research Directions

This study acknowledges four limitations requiring scholarly attention.
First, the cross-sectional design precludes causal inference regarding motivation-
discipline-performance sequencing a limitation addressable through experience
sampling methods capturing within-person fluctuations across service
encounters (Karatepe & Karadas, 2022). Second, single-organization sampling
restricts generalizability; future research should employ multi-level modeling
across hotel tiers (luxury vs. midscale) and cultural contexts (Bali vs. Jakarta) to
isolate contextual boundary conditions (Suhartanto et al., 2023). Third, common
method bias though mitigated through procedural remedies remains possible
given self-reported performance measures; triangulation with supervisor ratings
and objective metrics (e.g., guest satisfaction scores) would strengthen validity
(Podsakoff et al., 2003). Fourth, the modest R? (.169) signals critical omitted
variables; we propose three research avenues:

1. Cultural value moderators: Test whether Tri Hita Karana internalization
moderates discipline-performance relationships using validated cultural scales
(e.g., Singarimbun's Balinese Values Scale) to theoretically specify when and why
discipline dominates in Balinese contexts.
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2. Emotional labor mediators: Investigate whether surface/deep acting mediate
discipline-performance links, given luxury hospitality's intensified emotional
demands post-pandemic (Prentice et al., 2023).

3. Generational cohort analysis: Examine whether Gen Z employees
(predominant in our sample) exhibit different motivation-discipline response
patterns than older cohorts a critical question given Indonesia's youth-dominated
hospitality workforce (Deery & Jago, 2021).

Finally, the 83.1% unexplained variance invites exploration of structural
variables beyond individual HRM practices: organizational justice perceptions,
leadership-member exchange quality, and psychological safety particularly
relevant given luxury hotels' complex interdepartmental coordination demands
(Solnet et al., 2021).

Concluding Reflection

This study demonstrates that effective HRM in Bali's luxury hospitality
sector requires culturally intelligent integration of motivational and disciplinary
practices where discipline operates not as constraint but as culturally resonant
structure enabling motivated service excellence. As Indonesia targets 8.5 million
international arrivals by 2024 amid acute labor shortages (Ministry of Tourism
and Creative Economy, 2023), such contextually grounded HRM frameworks
become strategic imperatives rather than academic abstractions. Future research
must continue bridging Western theoretical traditions with Southeast Asian
cultural realities to develop genuinely global rather than Western-extended
models of service performance.

CONCLUSION

This study demonstrates that both work motivation and work discipline
exert significant positive influences on employee performance within Bali's
luxury hospitality sector, yet discipline emerges as the dominant predictor
challenging Western-centric HRM assumptions that privilege motivational
interventions while underscoring the cultural embeddedness of performance
antecedents in collectivist service environments. The modest explanatory power
(R? = 169) further reveals substantial unexplained variance, signaling critical
limitations in current theoretical models when applied to post-pandemic
Southeast Asian hospitality contexts characterized by labor volatility and
intensified emotional labor demands.

Theoretically, this research reframes discipline not as punitive
enforcement but as a culturally resonant relational resource within Bali's Tri Hita
Karana philosophical framework where normative adherence operates as
communal responsibility (ramé) enabling discretionary service excellence rather
than constraining autonomy.
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Practically, findings compel luxury hotel operators to recalibrate HRM
investments toward procedural clarity, temporal structuring as relational
respect, and normative internalization through peer modeling strategies that
align structural discipline with Balinese values of harmony while maintaining
multidimensional motivational systems spanning physiological security to self-
actualization pathways.

As Indonesia accelerates tourism recovery amid acute labor shortages,
contextually intelligent integration of discipline and motivation rather than
universal application of Western HRM templates becomes not merely an
academic refinement but a strategic imperative for sustainable service excellence
in Southeast Asia's rapidly evolving hospitality landscape. Future research must
continue bridging global theoretical traditions with local cultural realities to
develop genuinely pluralistic models of human performance that honor both
universal psychological needs and culturally specific expressions of workplace
commitment.
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