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ABSTRACT 

 

This study aims to determine the effect of motivation and work discipline on employee 

productivity at PT. Anugerah Agung in Jakarta. The method used was explanatory research with 

a sample of 85 respondents. The analysis technique uses statistical analysis with regression 

testing, correlation, determination and hypothesis testing. The results of this study have a 

significant effect on employee productivity by 48.6%, hypothesis testing obtained significance 

0,000 <0.05. Work discipline has a significant effect on employee productivity by 44.6%, 

hypothesis testing obtained significance of 0,000 <0.05. Motivation and work discipline 

simultaneously have a significant effect on employee productivity by 56.2%, hypothesis testing 

obtained significance of 0,000 <0.05. 
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INTRODUCTION 

As In building a company, competent human resources (HR) are needed who are able to 

carry out the company's strategies well to achieve the stated goals (Lamangida et al., 2017; 

Nasrullah et al., 2017; Niswaty et al., 2016; M. S. Saggaf et al., 2018; S. Saggaf et al., 2014; 

Sunarsi, 2017). Humans are important resources in industry and organizations, therefore human 

resource management includes providing qualified labor, maintaining quality and controlling 

labor costs (Chams & García-Blandón, 2019; Lopez-Cabrales & Valle-Cabrera, 2019; Oelze & 

Habisch, 2018). The explanation is clear that the existence of HR is the most important asset for 

the company, because its existence is considered as the driving force and implementing the 

company's policies in achieving the stated goals. 

So that companies can compete, the demand for awareness of the importance of the 

quality of human resources (HR) which is one of the responses in addressing these changes is 

very important. Quality human resources (HR) is very important for a company. Even the 

availability of quality human resources is believed to be the main key to success. Therefore, to 

realize quality human resources, the need for optimal participation from the company itself as a 

forum for development for the HR itself (HR investment).  Human resource management is the 

key to achieving an organization's competitive advantage (Lobanova & Ozolina-Ozola, 2014; 

Shahzad et al., 2016; Zaid et al., 2018; Zehir et al., 2016; Zhao & Du, 2012). Explanation of the 

Greer theory shows that HR has a very important role compared to other than the company. 
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someone The existence of HR as the center of various company activities, running a business, 

controlling and evaluating even delivering the company to the pinnacle of success. 

PT. Anugerah is a company engaged in cosmetics sales where the largest market share is 

in the country. It should show productivity that is optimal in an effort to realize predetermined 

goals. One aspect that drives the achievement of high work productivity is motivation. Motivation 

is a condition that moves employees to be able to achieve their goals and motives (Sunarsi, 2014, 

2017, 2018a, 2018b, 2016). Employee motivation can be influenced by factors of interest, salary 

received, needs will feel secure, interpersonal relationships and opportunities to work. Even if an 

employee has good operational skills, if he does not have the motivation to work, then the final 

results or productivity results will be unproductive and will not be satisfactory (Astuti et al., 2016; 

Nasrullah et al., 2017; Wijaya et al., 2018). 

Besides motivation, one thing that must be considered to increase company output is work 

discipline. To achieve the company's goals, an employee's work discipline is needed so that the 

work productivity of each employee can be increased, which in turn employee productivity will 

increase as well, the employee's work discipline will maintain their mental attitude and character 

to increasingly realize or understand the duties and responsibilities in their work. A person's 

awareness and willingness to obey all company regulations and applicable social norms. Mental 

attitudes of employees need to be fostered continuously, because the growth of mental attitude of 

discipline will greatly help the company in achieving maximum output. 

The best employee work discipline must be instilled in every employee, on the contrary 

not on coercion or demand but based on awareness from within each employee to get good work 

discipline employees must obey strict rules, obey company regulations, obey to the rules of 

conduct at work and to obey other rules. 

Increasing motivation and work discipline will result in a good level of productivity. 

Therefore leaders must be able to provide motivation and discipline to their employees, in order 

to increase employee productivity in the company and the employees are aware of their 

obligations to carry out the tasks assigned. This is in line with Sutrisno (2017) opinion that 

"Productivity is the relationship between output (goods or services) and inputs (labor, materials, 

money"). Based on the above background, the authors are interested in researching with the title: 

"The Effect of Work Motivation and Work Discipline on Employee Productivity" 

METHOD 

 
The method used is explanatory research (Creswell & Creswell, 2017). The population 

in this study amounted to 85 respondents PT. Anugerah Agung in Jakarta. The sampling technique 

in this study is saturated sampling, where all members of the population are sampled. Thus the 

sample in this study amounted to 85 respondents. In analyzing the data used the instrument test, 

classical assumption test, regression, coefficient of determination and hypothesis testing. 
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RESULT AND DISCUSSION 
 

Descriptive Analysis 

In this test used to determine the minimum and maximum scores, mean scores and 

standard deviations of each variable. The results are as follows: 

 

Table 1. 

Results of Descriptive Statistics Analysis 

  

Descriptive Statistics 

  N Minimum Maximum The mean Std. Deviation 

Motivation (X1) 35 31 48 39.37 3,797 

Work Discipline (X2) 35 31 46 38.89 4,129 

Employee Productivity (Y) 35 31 48 39.20 3,604 

Valid N (listwise) 35         

Motivation obtained a minimum variance of 31 and a maximum variance of 48 with a 

mean score of 3.94 with a standard deviation of 3.797. Work discipline obtained a minimum 

variance of 31 and a maximum variance of 46 with a mean score of 3.89 with a standard deviation 

of 4.129. Employee productivity obtained a minimum variance of 31 and a maximum variance of 

48 with a mean score of 3.92 with a standard deviation of 3.604. 

  

Verification Analysis 

This analysis is intended to determine the effect of independent variables on the 

dependent variable. The test results are as follows: 

 

Multiple Linear Regression Analysis 

This regression test is intended to determine changes in the dependent variable if the 

independent variable changes. The test results are as follows: 

 

Table 2.  

Results of Multiple Liner Regression Testing 

  

Coefficients a 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 9,754 4,621   2,111 .043 

Motivation (X1) .431 .148 .454 2,913 .006 

Work Discipline (X2) .321 .136 .367 2,354 .025 

a. Dependent Variable: Employee Productivity (Y) 
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Based on the test results in the table above, the regression equation Y = 9,754 + 0,431X1 

+ 0,321X2 is obtained. From the equation explained as follows: 

1) A constant of 9,754 means that if there is no motivation and work discipline, then there is an 

employee productivity value of 9,754 points.       

2) Motivational regression coefficient of 0.431, this number is positive meaning that every time 

there is an increase in motivation of 0.431, employee productivity will also increase by 0.431 

points.       

3) The coefficient of work discipline regression is 0.321, this number is positive meaning that 

every time there is an increase in work discipline by 0.321, employee productivity will also 

increase by 0.321 points.       

  

Correlation Coefficient Analysis 

Correlation coefficient analysis is intended to determine the degree of relationship 

strength of the independent variables on the dependent variable either partially or simultaneously. 

The test results are as follows: 

 

Table 3 

Test Results for Motivation Correlation Coefficient on Employee Productivity. 

 Correlations b 

  

Motivation 

(X1) 

Employee 

Productivity 

(Y) 

Motivation (X1) Pearson Correlation 1 .697 ** 

Sig. (2-tailed)   .000 

Employee Productivity (Y) Pearson Correlation .697 ** 1 

Sig. (2-tailed) .000   

**. Correlation is significant at the 0.01 level (2-tailed). 

b. Listwise N = 35 

 

Based on the test results obtained by a correlation value of 0.697 means that motivation 

has a strong relationship to employee productivity. 

  

Table 4.  

Test Results for the Work Discipline Correlation Coefficient on Employee Productivity. 

Correlations b 

  Work Discipline (X2) 

Employee 

Productivity (Y) 

Work Discipline (X2) Pearson Correlation 1 .668 ** 

Sig. (2-tailed)   .000 

Employee Productivity 

(Y) 

Pearson Correlation .668 ** 1 

Sig. (2-tailed) .000   

**. Correlation is significant at the 0.01 level (2-tailed). 

b. Listwise N = 35 
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Based on the test results obtained a correlation value of 0.668 means that work discipline 

has a strong relationship to employee productivity. 

  

Table 5 

Simultaneous Correlation Test Results of Work Motivation and Discipline Coefficient On 

Employee Productivity. 

  

Summary Model 

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

1 .750 a .562 .535 2,458 

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

Based on the test results obtained a correlation value of 0.750 means that motivation and 

work discipline simultaneously have a strong relationship to employee productivity. 

  

Analysis of the Coefficient of Determination 

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

influence of the independent variable on the dependent variable either partially or simultaneously. 

The test results are as follows: 

Table 6.  

Test Results for Motivation Determination Coefficient on Employee Productivity. 

  

Summary Model 

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

1 .697 a .486 .471 2,622 

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

Based on the test results obtained a determination value of 0.486 means that motivation 

has an influence contribution of 48.6% on employee productivity.  

 

Table 7 

Test Results for the Work Discipline Coefficient Determination of Employee Productivity. 

  

Summary Model 

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

1 .668 a .446 .429 2,723 

a. Predictors: (Constant), Work Discipline (X2) 

 

Based on the test results obtained a determination value of 0.446 means that work 

discipline has an influence contribution of 44.6% on employee productivity. 
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Table 8 

Testing Results Coefficient Determination Motivation and Work Discipline Against Employee 

Productivity. 

  

Summary Model 

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

1 .750 a .562 .535 2,458 

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

Based on the test results obtained a determination value of 0.562 means that motivation 

and work discipline simultaneously have an influence contribution of 56.2% on employee 

productivity, while the remaining 43.8% is influenced by other factors. 

  

Hypothesis testing 

 

Partial hypothesis test (t test) 
 

Hypothesis testing with t test is used to find out which partial hypotheses are accepted. 

First Hypothesis: There is a significant influence between motivation on employee 

productivity. 

  

Table 9 

Motivation Hypothesis Test Results Against Employee Productivity. 

 Coefficients a 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 13.144 4,684   2,806 .008 

Motivation (X1) .662 .118 .697 5,588 .000 

a. Dependent Variable: Employee Productivity (Y) 

Based on the test results in the above table, the value of t count> t table or (5.588> 2.035) 

is obtained, thus the first hypothesis proposed that there is a significant influence between 

motivation on employee productivity is received. 

  

Table 10 

Results of the Work Discipline Hypothesis Test on Employee Productivity. 

 Coefficients a 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 16,535 4,423   3,739 .001 

Work Discipline (X2) 583 .113 .688 5,153 .000 

a. Dependent Variable: Employee Productivity (Y) 
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Based on the test results in the above table, the value of t count> t table or (5.153> 2.035) 

is obtained, thus the second hypothesis is proposed that there is a significant influence between 

work discipline on employee productivity received. 

  

Simultaneous Hypothesis Test (Test F)  

Hypothesis testing with the F test is used to find out which simultaneous hypotheses are 

accepted. The third hypothesis There is a significant influence between motivation and work 

discipline on employee productivity. 

  

Table 11 

Hypothesis Test Results Motivation and Work Discipline Against Employee Productivity. 

  

ANOVA a 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 248,196 2 124,098 20333 .000 b 

Residual 193,404 32 6,044     

Total 441,600 34       

a. Dependent Variable: Employee Productivity (Y) 

b. Predictors: (Constant), Work Discipline (X2), Motivation (X1) 

Based on the test results in the above table, the calculated F value> F table or (20.533> 

2,900), thus the third hypothesis proposed that there is a significant influence between motivation 

and work discipline on employee productivity is received. 

  

Discussion  

 

Effect of Motivation on Employee Productivity 

Motivation has a significant effect on employee productivity with a correlation of 0.697 

or has a strong relationship with an influence contribution of 48.6%. Hypothesis testing obtained 

t count> t table or (5.588> 2.035). Thus the first hypothesis proposed that there is a significant 

effect between motivation on employee productivity is accepted. 

  

Effect of Work Discipline on Employee Productivity 

Work discipline has a significant effect on employee productivity with a correlation of 

0.668 or has a strong relationship with an influence contribution of 44.6%. Hypothesis testing 

obtained t value> t table or (5.153> 2.035). Thus the second hypothesis proposed that there is a 

significant effect between work discipline on employee productivity is accepted. 

  

Effect of Work Motivation and Discipline on Employee Productivity 

Motivation and work discipline have a significant effect on employee productivity by 

obtaining a regression equation Y = 9,754 + 0,431X1 + 0,321X2, a correlation value of 0,750 or 
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having a strong relationship with a contributing effect of 56.2% while the remaining 43.8% is 

influenced by other factors . Hypothesis testing obtained F value> F table or (20.533> 2.900). 

Thus the third hypothesis proposed that there is a significant effect between motivation and work 

discipline on employee productivity is accepted. 

  

CONCLUSIONS  

 

Motivation has a significant effect on employee productivity with an influence 

contribution of 48.6%. Hypothesis testing obtained t count> t table or (5.588> 2.035). Work 

discipline has a significant effect on employee productivity with an influence contribution of 

44.6%. Hypothesis testing obtained t value> t table or (5.153> 2.035). Motivation and work 

discipline have a significant effect on employee productivity with a contribution of 56.2% while 

the remaining 43.8% are influenced by other factors. Hypothesis testing obtained the value of F 

count> F table or (20.533> 2,900). 
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