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ABSTRACT 

This human resource factor is an element that must be considered by each agency. The purpose of this 

study was to determine the effect of motivation and discipline on employee performance at the Depok 

Mayor's Office. The method used in this research is descriptive with an associative approach, the 

sampling technique used is proportional random sampling using the census or saturated sampling method 

with a sample of 50 respondents. The analysis tool uses instrument testing, classical assumption testing, 

regression testing, correlation coefficient testing and coefficient of determination and hypothesis testing. 

The results of the study concluded that there was a positive and significant effect both partially and 

simultaneously between motivation and discipline on employee performance at the Depok Mayor's 

Office. The level of influence or strength of the relationship simultaneously is 0.690 or strong with the 

contribution of influence of 0.476 or 47.6% while the remaining 52.4% is influenced by other factors. 

Hypothesis testing is obtained Fcount> Ftable (21,230> 2,800) thus H0 is rejected and H3 is accepted 

meaning that there is a positive and significant effect simultaneously between motivation and discipline 

on employee performance at Depok Mayor's Office 
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INTRODUCTION 

Government agencies are organizations that are groups of people chosen specifically to 

carry out the tasks of the state, government, and development (Daswati & Hattab, 2018; 

Ibrahim, 2018). Elemental Civil Servants who are domiciled provide services to the community 

in a professional, honest and equitable manner  (Dewi, 2011; Fitriastuti, 2013; Sedarmayanti, 

2011). Civil Servants must be neutral from the influence of all groups and political parties as 

well as discriminatory in providing services to the community based on loyalty and adherence to 

the Pancasila and the Undang-undang Dasar  1945 (Nurhajati & Bachri, 2018; Pertiwi, 2017; 

Wardhani, Hasiolan, & Minarsih, 2016). In an organization, the potential of Human Resources 

can be said to be the main resource because it can manage, analyze, and move the agency's 

goals effectively and efficiently. (Dessler, 2015; Handoko, 2011; Hasibuan, 2011). 
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This human resource factor is an element that must be considered by every agency, 

including the Mayor of Depok. Agencies must be able to work more effectively, efficiently and 

productively. So humans can be seen as a determining factor because it is in the hands of 

humans that all innovations will be realized in an effort to realize the goals of government 

agencies (Rahadi, 2010; Rivai, 2005; Sedarmayanti, 2017). Taking into account the very 

important strategic role of human resources, the organization must utilize its human resources as 

effectively as possible in order to have good performance. One of them is by improving 

performance through employee discipline because discipline that is well managed will result in 

employee compliance with various rules set by the organization (Amiroso & Mulyanto, 2015; 

Mangkunegara & Octorend, 2015; Yg. & Hutchison, 1989). To achieve its goals, high 

performance can be formed with the awareness of each leader to provide support to employees 

in the form of a leader's participation in providing direction regarding the work performed by 

each employee (Hasibuan, 2018; Rivai & Mulyadi, 2012; Yudiaatmaja, 2013). 

The Mayor of Depok is an agency that provides government, development and community 

services where the agency is expected to be able to provide maximum services to the public 

(Niswaty, Darwis, Alimuddin, & Salam, 2016; M. S. Saggaf, Akib, Salam, Baharuddin, & 

Kasmita, 2018; S. Saggaf, Salam, Kahar, & Akib, 2014; Salam, 2015). Success in achieving 

agency goals will only be obtained if existing employees work with maximum performance. In 

the observation of researchers, the work motivation of Depok Mayor employees is not optimal, 

it can be seen from the problems, among others: not all employees in carrying out tasks on time, 

there are still employee jobs that have not been achieved in working, working only as a routine. 

Then seen from these problems the motivation of employees is very declining, causing 

performance in agencies is not optimal (Sunarsi, 2014, 2017, 2018a, 2018b, 2018c). 

Based on the data obtained from the Depok mayor, this undisciplined employee is still seen 

from the level of absenteeism of the Depok mayor in the period 2014- below: 

Figure 1. 
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Based on the graph above, the absenteeism chart for employees over the past 5 years, the 

highest number of employees who are late, permits and without information is in 2015 while the 

lowest is in 2017. Then seen from absentee data on Depok Mayor employees fluctuate in 2014 

to the year 2018. Furthermore, based on the performance evaluation of Depok Mayor's 
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employees in 5 years the number of employees is 50 people, it can be seen in the following 

table: 

Tabel 1.  

Employee Performance Assessment Data Depok Mayor in 2014-2018 
Year Improve services that are 

effective, efficient and 

transparent 

Improve the quality of 

government management 

Improve workforce 

competency and protection 

Target Riil % Target Riil % Target Riil % 

2014 85 80 94,11 58 49 84,48 9,42 7,17 74,11 

2015 81,5 75,9 92,24 38,18 31,12 81,50 53 34 64,15 

2016 37,41 34,2 91,32 66 52,15 79,01 15 8 53,33 

2017 15 13,6 90,86 64 49,05 76,64 79,72 36,57 45,87 

2018 83,01 68,6 82,61 73,13 45 61,53 32,18 13 40,39 

Based on the above table, the employee performance appraisal at the Mayor of Depok in 

carrying out activities to increase services that are effective, efficient and transparent, improve 

the quality of government management, increase competency and workforce protection from 

2014 to 2018 has decreased. As for the symptoms that arise from the lack of motivation that 

makes employees not obey the rules so that many come late and the number of work delayed 

which results in unfinished tasks which should be completed in one day to two days so that a lot 

of time is wasted, and also the lack of promotion to increase employees who have long periods 

of work so that the enthusiasm of work does not increase so that even very low and the lack of 

coaching of employees so that responsibility for the tasks given by the company is less well 

implemented. 

METHOD 

The type of data used is quantitative with primary data sources by distributing 

questionnaires which are then carried out tabulation and feasibility analysis as well as secondary 

data from the various scientific literature. The population in this study were Depok Mayor 

Office employees. Sampling was used saturation sampling technique that is 50 employees. The 

instrument testing uses validity and reliability tests. From the validity and reliability test stated 

valid and reliable, this is evidenced by the value of r count> r table, as well as the instrument 

used is appropriate and feasible to be forwarded to the next test. Testing for normality using 

Kolmogorov Smirnov obtained significance greater than 0.50 and thus declared normal. 

Multicollinearity testing obtained tolerance values <1 and VIF <10 so that it was concluded 

there was no interference with multicollinearity. Autocorrelation testing obtained the value of 

Durbin-Watson at an interval of 1.550 - 2.460, thus this regression model does not have 

autocorrelation. Heteroskesdastisitas testing with Glejser test obtained significance values 

greater than 0.05 so it was concluded that there was no interference with heteroscedasticity. 

RESULT AND DISCUSSION 
 

Verification analysis is intended to determine the magnitude of the influence and analyze 

the significance of the influence. In this analysis carried out on the influence of two independent 

variables on the dependent variable. partially or simultaneously. 
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Analisis Regresi Linear Berganda 

 

This multiple regression test is intended to find out how much influence the variables X1 

and X2 on the Y variable. In this study Motivation (X1) and Discipline (X2) on Employee 

Performance (Y). Following are the results of processed regression data, as follows: 

 

Table 2. 

Results of Multiple Regression Processing 
Coefficientsa 

Model 

Unstandardized Coefficients 
Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 10.345 4.365  2.370 .002 

Motivation  (X1) .291 .134 .317 2.172 .035 

Discipline  (X2) .444 .150 .432 2.961 .005 

a. Dependent Variable: Employee Perfoemance (Y) 

Obtained a regression equation Y = 10,345 + 0,291X1 + 0,444X2. A constant value of 

10.345 means that if the variables X1 and X2 do not exist then there is a Betta value of 10,345 

points. A value of 0.291 is interpreted if the constant is constant and there is no change in the 

X2 variable, then every 1 unit change in the X1 variable will result in a change in Y of 0.291 

points. A value of 0.444 is interpreted if the constant is constant and there is no change in the 

X1 variable, then every 1 unit change in the X2 variable will result in a change in Y of 0.444 

points. 

Analisis Koefisien Determinasi 

Analysis of the coefficient of determination is intended to determine the percentage 

strength of the relationship between the independent variables on the dependent variable both 

partially and simultaneously). 

Table 3. 

Results of Partial Determination Coefficient Analysis Between Motivation Variables (X1) 

Against Employee Performance (Y) 
Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .615a .378 .365 3.033 

a. Predictors: (Constant), Motivation (X1) 

Based on the table3, the R-square value (determination coefficient) of 0.378 is obtained, it 

can be concluded that the Motivation variable (X1) influences the Performance variable (Y) by 

37.8% while the remaining 62.2% is influenced by other factors. 

Table 4. 

Results of Partial Determination Coefficient Analysis Between Disciplinary Variables (X2) 

Against Employee Performance (Y) 
Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .650a .423 .411 2.921 

a. Predictors: (Constant), Discipline (X2) 
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Based on the table 4, an R-square value of 0.423 is obtained, it can be concluded that the 

discipline variable (X2) influences the employee performance variable (Y) of 42.3% while 

57.7% is needed by other factors. 

 

Table 5. 

Results of Simultaneous Determination Coefficient Analysis Between Variable Motivation (X1) 

and Discipline (X2) Against Employee Performance (Y) 
Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .690a .476 .453 2.814 

a. Predictors: (Constant), Discipline (X2), Motivation (X1) 

Based on the table 5, R-square value of 0.476 is obtained, it can be concluded that the 

Motivation (X1) and Discipline (X2) variables affect the Employee Performance variable (Y) of 

47.6% while the remaining 52.4% is influenced by other factors which are not done the 

research. 

Hypothesis test 

To test the hypothesis of Motivation (X1) and Discipline (X2) variables on Employee 

Performance (Y), it is performed with a statistical test t (partial test). In this study the 

significance criteria used 5% (0.05). The results of data processing using SPSS Version 24, with 

the following results: 

Table 6. 

Motivation Variable T-Test Results (X1) 
Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 17.175 3.995  4.299 .000 

Motivation(X1) .564 .104 .615 5.400 .000 

a. Dependent Variable: Employee Perfoemance (Y) 

Based on the table 6, the value of tcount> ttable or (5,400> 2,011) is also strengthened by the 

value of ρ value <Sig.0.05 or (0,000 <0.05). Thus, H0 is rejected and H1 is accepted, this shows 

that there is a positive and partially significant effect between motivation on employee 

performance at the Depok Mayor's office. By generating motivation means agencies must have 

a competitive advantage that can provide added value to the performance that they do. Based on 

the number of 50 respondents who were the object of this study, they gave a variety of answers. 

It is known from a total of 10 statements submitted on the motivation variable. Overall for the 

motivation variable questionnaire (X1) an average score of 3.81 was obtained with good 

criteria. Of the four indicators that get the lowest ratting score is an indicator of working 

conditions which only reached a score of 3.76. 
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Table 7. 

Discipline Variable T-Test Result (X2) 

 
Based on the table above, the value of t count> t table or (5.933> 2.011) is also reinforced by 

the value of ρ value <Sig.0.05 or (0,000 <0.05). Thus, H0 is rejected and H2 is accepted, this 

shows that there is a positive and partially significant effect between discipline on employee 

performance at the Depok Mayor's office. By increasing discipline, it means that agencies must 

have a competitive advantage that can add value to the performance that they do. This is 

evidenced by looking at the whole for the discipline variable questionnaire (X2) obtained an 

average score of 3.88 with good criteria. Of the three indicators that get the lowest ratting score 

is the attendance indicator which only reaches an average score of 3.83. 

To test the effect of motivation and discipline variables simultaneously on employee 

performance at the Depok Mayor's Office, the statistical test F (simultaneous test) with a 

significance of 5% was carried out. 

Table 8. 

Simultaneous Hypothesis (F-Test Results) 
ANOVAa 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 337.626 2 168.813 21.320 .000b 

Residual 372.154 47 7.918   

Total 709.780 49    

a. Dependent Variable: Employee Performance (Y) 
b. Predictors: (Constant), Discipline  (X2), Motivation (X1) 

Based on the above table, the calculated Fcount> Ftable or (21.320> 2,800) is also 

strengthened by the ρ value <Sig.0.05 or (0,000 <0.05). Thus, H0 is rejected and H3 is accepted, 

this shows that there is a positive and significant simultaneous effect between motivation and 

discipline on employee performance at the Depok Mayor's Office. Performance is the result of 

the quality and quantity of work achieved by an employee in carrying out their duties in 

accordance with the responsibilities given to him. This is evidenced by looking at the responses 

of respondents as a whole for the employee performance variable questionnaire (Y) obtained an 

average score of 3.86 with good criteria. Of the five indicators that get the lowest ratting score is 

an indicator of work skills where it only reaches a score of 3.73. 

CONCLUSION 

Based on the results of the study, it was found that motivation has a positive and significant 

effect on employee performance with a contribution of 37.8% Discipline has a positive and 

significant effect on Employee Performance with an influence contribution of 42.3%. 

Automation and Discipline have a positive and significant effect on Employee Performance 

Obtained a regression equation Y = 10.345 + 0.291X1 + 0.444X2. Hypothesis testing obtained 

Coefficientsa 

Model 

Unstandardized Coefficients 
Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 12.684 4.391  2.888 .006 

Discipline (X2) .668 .113 .650 5.933 .000 

a. Dependent Variable: Employee Performance (Y) 
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the value of Fcount> Ftable or (21.230> 2,800), it is also strengthened with a probability of 0,000 

<0.05. Thus H0 is rejected and H3 is accepted. This means that there is a positive and 

significant effect simultaneously between Motivation and Discipline on Employee Performance 

at Depok Mayor's Office. 
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