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Abstract: 

The Bekasi Jaya Village Office Employee Performance Impacted by Work Discipline 

and Work Motivation. The purpose of this study is to determine whether work 

motivation and work discipline have an impact on the productivity of employees at the 

Bekasi Jaya Village Office. The author takes a quantitative method in this investigation. 

This study was carried out with a saturation sampling strategy. There are up to 41 

respondents from the total population who were included in the sample. method of 

gathering data through the distribution of questionnaires. IBM SPSS 26 is the design 

utilized in this investigation. The study's findings indicate that: (1) work motivation 

affects employee performance positively and partially, 4,110 > 1,685 with a significant 

value of 0.000 < 0.05; (2) work discipline affects employee performance positively and 

partially, 2,708 > 1,685 with a significant value of 0.010 < 0.05; and (3) work motivation 

and work discipline together, either simultaneously or jointly, affect employee 

performance, 61,872 > 3,245 with a significant value of 0.000 < 0.05. Future studies are 

advised to increase the sample size and incorporate additional factors including work 

experience, leadership, and work environment in order to predict employee success at 

the Bekasi Jaya Village Office. in order to get additional data regarding the elements 

that affect employee performance. 
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Introduction 

The use of human resources is essential for the success of any organization, be it a 

government agency or a private business. Resources are the sum of the accumulated 

knowledge and strength of a country, Rosmawati et al (2019). Companies need human 

resources because they will see and assess their prospective employees by following the 

rules or regulations that have been set by the company and are responsible for doing their 

jobs well and correctly Fitriana & Siagian (2020). In the most basic definition, it refers to 

employees who work to achieve organizational goals. For developments in today's intense 

and rapidly increasing global competition, businesses must focus on the availability and 

quality of their human resources. Human resource management operates with the assumption 

that employees are the most important asset of the organization and must be managed 

effectively Nurkhotimah (2022). 

The factor that affects employee performance is work motivation. Motivation is the 

driving force that motivates employees to do the work or tasks that have been given by the 

company or organization well, Miskiani & Bagia (2020). To help an organization achieve 
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its goals, employees must be motivated to work. If employees have strong work motivation, 

employees will try harder to complete tasks, on the other hand, if the employee's work 

motivation is poor, then employees are less enthusiastic about their work, give up quickly, 

and find it difficult to complete their tasks Supriyanto & Mukzam (2018). Employees are 

given the opportunity to improve their skills, so employees will be more motivated at work. 

One of the problems associated with poor work motivation is the inefficient use of work 

time, such as not coming to work on time after breaks. 

One of the duties of the Bekasi Jaya Village Office, Bekasi City, is to carry out 

several government duties, especially serving the community. Within the boundaries of the 

work area of the village, the responsibility for the implementation of government affairs, 

community empowerment and service, community order and peace, and the environment are 

all included in the scope of responsibility of the village, as stated in article 3 Paragraph (1) 

letter h. Because this organization is a government organization that must uphold discipline 

and high performance to provide the highest possible quality of service. However, it is 

possible that the Bekasi Jaya Village Office is experiencing challenges in an effort to carry 

out the tasks that have been allocated by Azuzazah & Sari (2022). Therefore, managers at 

the Bekasi Jaya Village Office must motivate their employees to continue to work with high 

standards, to achieve optimal levels of empowerment and community service. One way to 

improve employee performance is to increase work motivation and work discipline. 

 

Literature Review  

Employee Performance 

Performance is the result of work carried out by members of the organization in 

accordance with their authority and obligation to achieve organizational goals and not violate 

morally and ethically acceptable regulations Dame (2021). Performance can have an impact 

on going company activities due to higher employee performance levels will contribute more 

to the growth of Mulia Rizki (2021) company. Performance is a very important factor for a 

company, especially for employees who can help the company achieve its goals. The 

effectiveness of a company can be affected by good or bad personnel. Performance is a work 

result in quality and quantity achieved by an employee in carrying out his duties in 

accordance with the responsibilities that have been given to him Mangkunegara (2018: 67). 

Work Motivation 

Work motivation is an encouragement to improve the skills and abilities possessed 

and work with enthusiasm Sunarsi (2018). Work motivation is a desire and effort in a person 

that can affect all the factors needed to achieve the goals that have been set by Siswanto 

(2019). Expected employee motivation is a function of motivation and skills, which can 

affect employee performance in Kusumayanti (2020). Employees work well when they are 

supported by high skills and are highly motivated and vice versa. 

 

Work Discipline 

Work discipline is an attitude of respect, respect, obedience, and obedience to 

applicable regulations, both written and unwritten, and must do what must be done and not 

avoid receiving sanctions if they violate the duties and authorities given to them Sitorus 

(2021). In addition, work discipline is an awareness and willingness of employees to obey 

the company's or organization's regulations and applicable social norms, where employees 

always come and go home on time and do all their work Yughi et al (2022). Discipline is the 

most important operative function of human resource management because the better the 



 

employee discipline, the higher the work performance that Sopandi will achieve (2022). 

 

Research Methods  

Research Design 

This research has independent and dependent variables according to Sugiyono in 

Tusholihah et al (2019). The quantitative approach is an approach in research that uses 

numbers to analyze the relationship between variables. 

The components of the X variables and Y variables in this study are: 

a. Independent variable : 

Work motivation (X1) Work discipline (X2) 

b. Dependent variable : 

Employee Performance (Y) 

 

Result and Discussion  

Convergent Validity 

Validity testing is a procedure used in testing to determine how accurately a 

measuring device can measure the object to be measured. A question passes the validity test 

if the answer to the variable asked is correct and the level of significance > 0,05. The 

measurement criteria are as follows: 

1. Comparing the calculated r value with the table r on alpha 0,05 and df = N - 2 = 41 - 

2 = 39, Then the value of R table is obtained 0,3081. 

2. Significance value r calculate > r table then a question item can be declared valid. 

Based on the provisions of the criteria for taking the validity test, the following are the 

findings of this validity test: 

Tabel 1 Results of the Work Motivation Convergent Validity (X1) 

Statement r Calculate r Tabel Sig. Informatio

n 

X1.1 0,734 0,308 0,000 Valid 

X1.2 0,853 0,308 0,000 Valid 

X1.3 0,837 0,308 0,000 Valid 

X1.4 0,829 0,308 0,000 Valid 

X1.5 0,812 0,308 0,000 Valid 

X1.6 0,837 0,308 0,000 Valid 

X1.7 0,834 0,308 0,000 Valid 

X1.8 0,774 0,308 0,000 Valid 

Source: Data processed by the author, 2024 

From the table above, it can be concluded that the value of r calculated from 8 

statements of Work Motivation has a positive value and is greater than the r of the table 

which has a value of 0.308 so it can be concluded that all statements from each variable in 

this study are declared valid. 

 

 

Table 2 Results of the Work Discipline Convergent Validity (X2) 
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Statement r Calculate r Tabel Sig. Informatio

n 

X2.1 0,884 0,308 0,000 Valid 

X2.2 0,844 0,308 0,000 Valid 

X2.3 0,891 0,308 0,000 Valid 

X2.4 0,896 0,308 0,000 Valid 

X2.5 0,934 0,308 0,000 Valid 

X2.6 0,928 0,308 0,000 Valid 

X2.7 0,893 0,308 0,000 Valid 

X2.8 0,889 0,308 0,000 Valid 

Source: Data processed by the author, 2024 

From the table above, it can be seen that the value of r calculated from 8 statements 

of Work Discipline has a positive value and is greater than the r value of the table which has 

a value of 0.308 so that it can be concluded that all statements from each variable in this 

study are declared valid. 

Table 3 Results of Employee Performance Convergent Validity (Y) 

Statement r Calculate r Tabel Sig. Informatio

n 

Y.1 0,876 0,308 0,000 Valid 

Y.2 0,853 0,308 0,000 Valid 

Y.3 0,879 0,308 0,000 Valid 

Y.4 0,899 0,308 0,000 Valid 

Y.5 0,839 0,308 0,000 Valid 

Y.6 0,861 0,308 0,000 Valid 

Y.7 0,901 0,308 0,000 Valid 

Y.8 0,789 0,308 0,000 Valid 

Source: Data processed by the author, 2024 

From the table above, it can be seen that the value of r calculated from 8 Employee 

Performance statements has a positive value and is greater than the r table which has a value 

of 0.308 so it can be concluded that all statements from each variable in this study are 

declared valid. 

 

Composite Reliability 

The indication of the research variable, the questionnaire, was evaluated using this 

test. If respondents' responses to the questionnaire remain constant or do not change over 

time, then the questionnaire is considered reliable. The criteria for passing the reliability 

test are Cronbach Alpha > 0.70, this states that the research is said to have passed the test 

because the data is reliable. The findings of the variable reliability test conducted for this 

study are shown in the following table: 

Table 4 Composite Reliability 

 



 

Variabel N of Item Cronbach 

Alpha 

Keterangan 

Work Motivation 8 item 0,927 Reliabel 

Work Discipline 8 item 0,964 Reliabel 

Employee Performance 8 item 0,950 Reliabel 

Source: Data processed by the author, 2024 

Based on table 4, it is stated that the results of the reliability test with a predetermined 

reliable coefficient value of 0.60 with each variable of work motivation of 0.927, work 

discipline 0.964 and employee performance 0.950. Thus it can be concluded that the 

statements in this questionnaire are reliable and worth testing because croanbach's alpha is 

greater than 0.60. 

 

Classical Assumption  

Normality  

To find out if the regression model, role components, or residues are distributed 

regularly, apply a normality test. To confirm normality in this study, the Monte Carlo 

significance of the Kolmogorov-Smirnov (K-S) test was used. If the significant value is 

greater than 0.05, it is necessary to conduct a K-S normality test to determine whether the 

research data follows the normal distribution or deviates from it. The results of the normality 

test table are as follows: 

Table 5 Results of the Normality 

One-Sample Kolmogorov-Smirnov Test 

 Unstandardize

d 

Residual 

N 41 

Normal 

Parametersa,b 

Mean 0.0000000 

Std. Deviation 3.78955298 

Most Extreme 

Differences 

Absolute 0.129 

Positive 0.129 

Negative -0.051 

Test Statistic 0.129 

Asymp. Sig. (2-tailed) ,083c 

Source: Data processed by the author, 2024 
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This can be explained by the findings of the normality test above which shows that 

in the normality test, the data can be distributed regularly according to the results of the 

normality test from the Kolmogorov-Smirnov (K-S) test, based on the results of the 

normality test above shows that the Asymp Sig. (2-tailed) value of 0.083 is greater than 0.05, 

then it can be interpreted as normally distributed data. 

From the results of the normality test that has been carried out, it is known that the 

Normal P-Plot histogram graph and statistical test. Kormoglov-Smirnov (K-S) data in this 

study meet the requirements in the classical assumption test. Because it meets the normality 

test, in this case the data is normally distributed so that it will be carried out in the next test. 

P-Plot 

Figure 1 Results of the normality  

Source: Data processed by the author, 2024 

Based on the scatterplot or P-Plot drawing, it can be seen that the points in the image 

spread around the diagonal line and follow the direction of the diagonal line. So the residual 

data of Employee Performance is distributed normally. 

Histogram 

 

Figure 2 Histogram of the classical assumption  

Source: Data processed by the author, 2024 

From the figure above, the data has been distributed normally because it is seen from 

the black line that cours upwards and is in the middle which indicates that the data that is 

scattered is the same as the normal distribution. 
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Multicollinearity 

Regression model that incorporates the Multicollinearity Test is intended as a first 

step in the correlation of independent variables. A successful regression model should not 

have any relationship between independent variables. The following factors determine 

whether the data is assessed to pass the multicollinearity test or not: 

1. The tolerance value > 0.10 and the VIF value < 10, it can be stated that there is no 

multicollinearity between independent variables in the regression model.. 

2. The tolerance value < 0.10 and the VIF value > 10, it can be stated that 

multicollinearity between independent variables occurs in the regression model. Based on 

the above statement regarding the criteria for the multicollinearity test, Thus, the results of 

the multicollinearity test in this study are : 

Table 6 Multicollinearity Results 

 

Variable 
Result  

Information Tolerance VIF 

Work Motivation 0,342 2,927 No multicollinearity 

Work Discipline 0,342 2,927 No multicollinearity 

Source: Data processed by the author, 2024 

Considering the output results shown in the previous table, it can be explained that 

all independent or independent variables do not show any multicollinearity that occurs. 

Because, each independent variable is considered to pass the multicollinearity test because 

it has a VIF value of no more than 10 and a tolerance value greater than 0.10. 

 

Multiple Linear Regression Analysis 

The multiple linear regression test aims to test the influence between one variable 

and another. The influencing variable is called the dependent variable or dependent variable, 

while the influencing variable is called the independent variable or independent variable. 

Data testing is carried out by processing data using spss version 26 windows. The results 

and multiple linear regression tests can be seen in the table below. 

 

Table 7 Multiple Linear Regression Results 

Coefficientsa 

 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

 

t 

 

Sig. 

B Std. Error Beta 

1 (Constant) 1.325 2.817  0.470 0.641 

Work Motivation 0.600 0.146 0.553 4.110 0.000 

Work Discipline 0.369 0.136 0.364 2.708 0.010 

Source: Data processed by the author, 2024 

Based on the table above, the regression equation is obtained as follows: Y=1,325 + 

0,600 X1 + 0,369 X2 + e This equation model means : 

1. Constant = 1,325 

It shows that the dependent variable, namely Employee Performance, has a value of 

1.325 without the absence of independent variables, namely Work Motivation and Work 
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Discipline. 

2. Work Motivation Coefficient (X1) 

The value of the Work Motivation coefficient has a positive score or value of 0.600. 

Interpretations that show a unidirectional influence between independent and dependent 

variables are indicated by positive numbers. This indicates that if the other independent 

variables are fixed or stable, the Employee Performance value will increase by 0.600 for 

every 1% increase that occurs. 

3. Work Discipline Coefficient (X2) 

The value or score of the Work Discipline coefficient is marked positively at 0.369. 

This means that if other variables are fixed or stable, the value of Employee Performance 

will increase by 0.369 for every 1% increase. 

 

Research Results 

The Effect of Work Motivation on Employee Performance 

Based on the results of the T test or partial test of the Work Motivation variable on 

the table, a tcount value of 4.110 and ttable 1.685 was obtained, where the tcount was 4.110 

> 1.685 ttable with a significance value of 0.000 < 0.05, meaning that the significant value 

was less than 0.05. This shows that the variable of work discipline has a partial and 

significant influence on employee performance at the Bekasi Jaya Village Office. 

Based on the results of the respondents to the work motivation indicator that gave 

the highest value, namely in the statement item "discussing with colleagues is a way to learn 

and work well". This shows that discussing with colleagues can open up space for the 

exchange of ideas, learning, and collaboration that can improve overall performance. For the 

work motivation indicator that has the lowest value, namely in the statement item 

"Relationships with colleagues can affect me at work". This shows that a good relationship 

with colleagues can improve work motivation, performance and overall work atmosphere. 

Therefore, it is important to pay attention to and improve the relationship between colleagues 

to improve employee motivation and performance together in the Bekasi Jaya Village office. 

The results of this study are in line with the results of research conducted by Prasetiyo 

et al., (2021) stating that work motivation has a positive and significant influence on 

employee performance. Yang explained that positive work motivation must be maintained 

because it can improve employee performance better at work. The motivation that needs to 

be maintained is especially in the aspect where leaders must pay attention to the interests of 

employees and the interests of the company. 

The results of this study are in line with the results of research conducted by Yulianie 

(2019) showing a significant positive influence between work motivation variables on 

employee performance. Explaining that the indicators contained in work motivation, namely 

motives, expectations, and incentives, have a great influence on employee performance. This 

indicates that there are employee expectations for welfare related to incentives and there is 

a motive for economic needs to produce increasing performance. 

 

The Effect of Work Discipline on Employee Performance 

Based on the results of the T test or partial test of the Work Discipline variable on 

the table, which shows the tcount values of 2.708 and 1.685 ttables where the tcount is 2.708 

> 1.685 ttables with a significance value of 0.010 < 0.05, meaning that the significant value 

is less than 0.05. This shows that the variable of work discipline has a partial and significant 

influence on employee performance at the Bekasi Jaya Village Office. 



Jurnal Ilmiah Manajemen Ubhara (JIMU), Vol. 6 No. 1 Tahun 2024 

 

 

Based on the results of the respondents to the work discipline indicator that gave the 

highest score, namely the statement item "I came and left work according to the set time". 

This shows that the highest level of discipline towards time tends to have better performance. 

Time discipline reflects the responsibility, commitment, and professionalism of employees 

in carrying out their duties effectively. By maintaining time discipline, employees can create 

a more effective and productive work environment. For the work discipline indicator that 

has the lowest value, namely in the statement item "the agency provides strict sanctions for 

those who violate the regulations". It can be concluded that this implementation is less than 

optimal in providing strict sanctions for those who violate the regulations at the Bekasi Jaya 

Village Office, so that it can affect the relationship between work discipline and employee 

performance. This shows the importance of maintaining work discipline and providing 

encouragement for obedience. 

The results of this study are in line with the results of research conducted by Rasjid 

(2022) stating that work discipline has a significant influence on employee performance. 

Which explains that the high performance of an employee can be obtained with a high level 

of discipline, namely the awareness and willingness of employees to obey all regulations and 

social norms that apply in the company. 

The results of this study are in line with the results of research conducted by 

Kusumayanti (2020) stating that work discipline has a positive and significant effect on 

employee performance. Employees have the same opportunity to make career jumps so that 

performance will automatically reach a good standard. With management that is always 

active in seeing the movement of employees, of course, it is an advantage for employees to 

be able to show good performance. The conclusion is that the higher the level of employee 

work discipline, the more productive the performance. 

 

The Influence of Work Motivation and Work Discipline on Employee Performance 

Based on the results of the calculation simultaneously or together in the table, the 

value of Fcal was obtained of 61.872, while the Ftabel was 3.245. Thus, Fcal is greater than 

Ftabel (61.872 > 3.245), and the significance value of the f test shows a number of 0.000 

which means that Ha is accepted because the value is less than 0.05. Therefore, it can be 

concluded that independent variables consisting of work motivation, work discipline 

simultaneously or together affect employee performance at the Bekasi Jaya Village Office. 

As well as from the determination coefficient analysis test in the table which shows 

an R Square value of 0.753 which means that there is an influence of 75.3% on the variables 

of work motivation and work discipline on the variables of employee performance. With the 

remaining 24.7% being other influencing factors that were not tested in this study. 

The results of this study are in line with Azwina & Rijalul (2022) stating that work 

motivation and work discipline simultaneously affect employee performance. Thus there is 

an influence between work motivation (X1) and work discipline (X2) on employee 

performance (Y). 

The results of this study are in line with Tsuraya & Fernos (2023) that work 

motivation and work discipline simultaneously have a positive and significant effect on 

employee performance. 

 

Conclusions  

Based on the results of the research that has been conducted by the researcher with 

the title “Determinants of Employee Performance at the Bekasi Jaya Village Office '' the 

following conclusions can be drawn: 
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1. Work Motivation Variable (X1) has an Influence on Employee Performance at the 

Bekasi Jaya Village Office. 

2. Work Discipline Variable (X2) has an effect on Employee Performance at the Bekasi 

Jaya Village Office. 

3. Work Motivation and Work Discipline simultaneously or together affect Employee 

Performance at the Bekasi Jaya Village Office. 
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