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Abstract. The aim of this research is to test, describe and analyze: a) The relationship between 

motivation (X1) and performance (Y); b) The relationship between discipline (X2) and 

performance (Y); c) Simultaneous relationship between motivation (X1) and discipline (X2) on 

performance (Y); d) the influence of motivation (X1) on performance (Y); e) the influence of 

discipline (X2) on performance (Y), and f) the influence of motivation (X1) and discipline (X2) 

simultaneously on the performance (Y) of Civil Servants (PNS) of the North Sulawesi Province 

Regional Education Service. This research uses quantitative research methods with a sample size 

of 95 Civil Servants. Data was obtained through a questionnaire with a Likert scale. The results 

of the research show that 1) There is a significant relationship between employee motivation and 

discipline at the Regional Education Office of North Sulawesi Province; 2) There is a significant 

influence on employee motivation and discipline at the Regional Education Office of North 

Sulawesi Province; 3) The contribution of motivation (X1) and discipline (X2) together to 

performance (Y) is 34.6%; 4) The variance of the performance variable (Y) can be influenced by 

the variance of the motivation (X1) and discipline (X2) variables together; 5) Motivation (X1) 

on performance (Y) and discipline (X2) on performance (Y) separately have a significant 

influence; 6) The discipline variable (X2) influences the performance variable (Y) more than the 

motivation variable (X1).  

Keywords. Motivation, Discipline, Performance, Civil Servants 

A. Introduction 

Human resources play an important role in the functioning of an organization. 

Notoatmodjo (2003: 55) in Pratami et al. (2015) stated that humans are a determining resource 

for achieving the vision and mission of an organization [1]. An organization is a system, namely 

a series of components and relationships that work together as a single unit (Supit, 2023) [2]. If 

each component is a subsystem that has many systems, there is a close relationship between 

individual performance and organizational performance, in other words, if an employee's 

performance is good, it is likely that the organization's performance will also be good. 

Therefore, organizations must really pay attention to personal factors (Sendouw et al., 2023) 

[3]. 
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The formation of an organization will not be able to achieve its targets without first 

paying attention to the effectiveness of individual performance, so individual achievement 

becomes important. The Indonesian government has three main functions in managing society, 

namely, "public service function", "development function", and "protection function" (Masengi 

et al., 2023) [4]. These three functions must be carried out by the government as well as possible, 

for the continuity of the government itself. In carrying out this function, a bureaucracy was 

formed. Bureaucracy is a system built by the government so that its functions, namely service, 

development and protection, can take place effectively and efficiently (Masengi et al., 2023) 

[5]. 

In order for management activities to run well, the government must have employees 

who are knowledgeable and highly skilled and strive to manage the organization as optimally 

as possible so that employee performance increases (Supit & Lumingkewas, 2023) [6]. 

According to Wibowo (2016: 3) in Masengi et al. (2023) performance is the implementation of 

plans that have been prepared. Performance implementation is carried out by human resources 

who have the ability, competence, motivation and interests. How an organization values and 

treats its human resources influences their attitudes and behavior in carrying out performance 

(Masengi et al., 2023) [7]. Good performance is optimal performance, namely performance that 

meets organizational standards and supports the achievement of organizational goals. A good 

organization is an organization that tries to improve the capabilities of its human resources, 

because this is a key factor in improving employee performance. Increasing employee 

performance will bring progress for government agencies to be able to survive in an unstable 

competitive government environment. Therefore, efforts to improve employee performance are 

the most serious management challenges because success in achieving the goals and survival 

of a government agency depends on the quality of performance of the human resources within 

it. The role of employee performance in an organization becomes clearer, so it is mandatory for 

organizations to think about appropriate strategies to improve employee performance. Various 

strategies that can be implemented by organizations to manage employee performance include: 

providing motivation, providing work enthusiasm, implementing work discipline and career 

development, inadequate infrastructure, competency through education and training, providing 

incentives, work culture, leadership, increasing job satisfaction. and employee work experience 

(Santoso, 2017) [8]. 

Employee motivation is needed to improve their performance. Rivai (2009), said that 

the definition of motivation is a series of attitudes and values that influence individuals to 

achieve specific things in accordance with individual goals [9]. Motivation is something that 

creates enthusiasm or encouragement for work, so that whether an employee's motivation is 

strong or weak also determines performance because a person's performance depends on the 

strength of his or her motives. The motive referred to here is the desire and drive or movement 

that exists within each individual to achieve a target. Someone who has high motivation will 

work hard, maintain a hard work pace, and have self-controlled behavior towards important 

goals. Thus, the high motivation that an employee has at work will also result in high 

performance (Dilapanga, 2020) [10]. 

Apart from motivation, a factor that is no less important is work discipline. 

Heidjrachman and Husnan (2012:15) in Absari (2021), state that discipline is every individual 

and group who guarantees compliance with orders and takes the initiative to carry out necessary 

actions if there are no orders [11]. The higher the work discipline of each employee, which is 

supported by adequate skills, wages or salaries, the more influenced the activities of the agency 

itself. Discipline is a person's awareness and willingness to obey all company regulations and 
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applicable social norms (Hasibuan, 2011) [12]. High work discipline will help improve 

performance. 

Hasibuan (2009) states that work results or achievements are a combination of three 

factors consisting of interest in work, acceptance of task delegation, and the level of motivation 

of a worker [13]. This is in accordance with Hidayat's (2012) research in Sofiyanti and Nawawi 

(2017) entitled "The Influence of Leadership and Work Motivation on KIA LLC Employee 

Performance", which concluded that leadership and work motivation influence performance 

[14].  

Employees are one of the most important resources for government organizations 

(Supit, 2023) [15]. Employees are the driving force behind the progress and decline of an 

organization and at the same time manage the organization so that they can carry out activities 

to achieve the goals that have been set (Supit & Lumingkewas, 2023) [16]. In this regard, in an 

effort to achieve the organizational goals of the North Sulawesi Province Regional Education 

Service, it is influenced by organizational behavior which is a reflection of the behavior and 

attitudes of its employees, meaning that the higher the performance of human resources, the 

higher the organizational performance will be, which in turn will be able to achieve its goals 

(Dilapanga et al., 2023) [17]. 

In carrying out official duties, work enthusiasm plays a determining role in what can 

be done in order to achieve certain goals. Ability usually shows the potential to carry out a job 

in accordance with ability, skills and knowledge. High work morale in an employee will have 

a positive impact on improving the quality of services in the education sector. This means that 

the more enthusiastic an employee is in carrying out a job, the more work he can complete and 

maintain the quality of his work (Subarjo, 2015) [18]. 

In an agency, the problem that is often faced is why some employees work better than 

other employees, this is a question that continually arises and is always faced by work unit 

leaders, there are employees who have the ability, skills and work enthusiasm that are in 

accordance with the agency's expectations, often employees who have the ability and skills but 

lack high work enthusiasm, so that their performance does not match the agency's expectations. 

This can be understood because an agency consists of individuals who have different 

backgrounds and goals from each other than the agency's goals (Nurdin & Indar, 2013) [19]. 

Employee performance can be influenced by the level of discipline. This is in 

accordance with research by Wahyuningrum (2009:127) which states that there is a positive 

relationship between work discipline and performance [20]. Zaeni (2012) with his research 

entitled "The Influence of Discipline and Work Motivation on the Performance of Employees 

at the Karawang Regency Religious Affairs Office". Zaeni concluded that discipline and work 

motivation directly influence employee performance. Endang Sumarna (2007) concluded that 

discipline and job satisfaction make a positive contribution to employee performance. 

Meanwhile, Kuswanda (2006) in his research entitled "The Influence of Work Ability, Work 

Motivation and Work Discipline on the Performance of Deconcentrated Employees and 

Assistance Tasks of the Regional Secretariat of West Java Province", concluded that work 

ability, work motivation and work discipline influence employee performance. Ridwan (2012) 

in his research entitled "The Role of Leadership and Work Discipline on Teacher Performance", 

concluded that the role of leadership and work discipline influence teacher performance. 

The author's initial survey obtained at the Regional Education Office of North Sulawesi 

Province, found that there were still employees who felt they lacked discipline, motivation and 

work enthusiasm. Lack of discipline and motivation, employees often arrive late, employee 

breaks sometimes exceed the limit so they work less hours and go home before time. This can 
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be observed in the morning roll call and afternoon roll call which all civil servants must take 

part in every day. Lack of work enthusiasm among civil servants in completing every job and 

delegating work to casual daily staff. Reluctant to be lazy in developing themselves even though 

the facilities have been provided by the office so that it can affect the work productivity of civil 

servants. 

The aim of this research is to test, describe and analyze: a) The relationship between 

motivation (X1) and performance (Y); b) The relationship between discipline (X2) and 

performance (Y); c) Simultaneous relationship between motivation (X1) and discipline (X2) on 

performance (Y); d) the influence of motivation (X1) on performance (Y); e) the influence of 

discipline (X2) on performance (Y), and f) the influence of motivation (X1) and discipline (X2) 

simultaneously on the performance (Y) of Civil Servants at the Regional Education Service of 

North Sulawesi Province. 

 

B. Method 

The type of research used is quantitative research using a cross sectional study research 

design, namely data collection and research are carried out at the same time. After the data is 

collected, the data is first described (exposed) for each variable, both independent and 

dependent variables, then after that it is analyzed to see the relationship and analyze the 

influence between the independent and dependent variables and then presented or presented by 

the researcher. 

The research location was the Regional Education Office of North Sulawesi Province 

with a sample size of 95 Civil Servants. Data collection techniques are observation and 

questionnaires with the Likert scale method. Performance variable indicators (Y) are work 

quality, work quantity, cooperation, responsibility and initiative (Mangkunegara, 2006) [21]. 

The motivation variable indicator (X1) is the need for achievement, the need to expand social 

relationships, and the need to master the job (McClelland in Wibowo, 2011) [22]. Meanwhile, 

the indicators for the Discipline variable (X2) are adherence to time and responsibility (Afandi 

& Bahri, 2020) [23]. Before proceeding to the analysis process, the questionnaire items are 

tested first using validity and reliability tests in order to obtain data that is truly valid and can 

be measured well. The data analysis technique uses multiple linear regression tests. 

 

C. Result and discussion 

1. Result of The Research 

Normality test 

The data normality test was carried out with the aim of finding out whether the data 

was normally distributed for each variable analyzed. This is intended to find out whether the 

symptoms investigated, namely Motivation, Discipline and Performance, have a normal 

distribution or not. To test the normality of the data, the SPSS program was used with the One-

Sample Komogrov-Sminrnov Test method. Data normality testing uses the following 

hypothesis: 

Hypothesis test : 

Ho : The data is not normally distributed 

Ha : Normally distributed data (random) 

Testing Rules : 

If the probability (sig) > 0.05 then Ho is rejected and Ha is accepted 

If probability (sig) < 0.05 then Ho is accepted. 
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Table 1. Motivation Variable Normality Test (X1) 

 

 

 

 

 

 

 

 

 

 

 

 

Based on the results 

of the SPSS program analysis, the Asymp value was obtained. Sig (2-tailed) = 0.130. This 

shows that the value of Asymp. Sig (2-tailed) = 0.130 > 0.05. Thus, Ho is rejected and Ha is 

accepted, which means that the motivation data is normally distributed (Table 1). 

Table 2. Discipline Variable Normality Test (X2) 

 
Based on the results of the SPSS program analysis, the Asymp value was obtained. Sig 

(2-tailed) = 0.340. This shows that the value of Asymp. Sig (2-tailed) = 0.340 > 0.05. Thus, Ho 

is rejected and Ha is accepted, which means the Discipline data is Normally distributed (Table 

2). 

Table 3. Performance Variable Normality Test (Y) 
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Based on the results of the SPSS program analysis, the Asymp value was obtained. Sig 

(2-tailed) = 0.417. This shows that the value of Asymp. Sig (2-tailed) = 0.417 > 0.05. Thus, Ho 

is rejected and Ha is accepted, which means the performance data is normally distributed (Table 

3). 

 

Linearity Test 

 

Table 4. ANOVA ANOVA Table of Variance Relationship between X1 and Y 

 

 

 

 

 

 

 

 

 

The results of the linearity test showed that the variance of the relationship between 

motivation (X1) and performance (Y) obtained a Sig value. of 0.076. Because the significance 

value is greater than 0.05), p=0.076>0.05), it can be stated that the variance of the relationship 

between motivation variables and performance is linear. 

 

Table 5. ANOVA Table of Variance Relationship between X2 and Y 

 

 

 

 

 

 

 

 

From the results of the linearity test, the variance of the relationship between discipline 

(X2) and performance (Y) obtained a Sig value. of 0.216. Because the significance value is 

greater than 0.05 (p=0.216>0.05), it can be stated that the variance of the relationship between 

discipline variables and performance is linear. 
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Product Moment Correlation Test 

 

Table 6. Correlation of Product Moment Variable X1 with Y 

 

 

 

 

 

 

 

 

 

Based on the results of the product moment correlation test of the motivation variable 

(X1) with performance (Y), a probability value of 0.000 is obtained. Because the probability 

value is smaller than the 5% significance level (p=0.000<0.05), it can be stated that the 

motivation variable and the performance variable are significantly related.. 

 

Table 7. Correlation of Product Moment Variable X2 with Y 

 

 

 

 

 

 

 

 

 

Based on the results of the product moment correlation test for the discipline variable 

(X2) with performance (Y), a probability value of 0.000 was obtained. Because the probability 

value is smaller than the 5% significance level (p=0.000<0.05), it can be stated that the 

discipline variable and the performance variable are significantly related. 

 

Multiple Linear Regression Test 

 

Table 8. Model Summary Variables X1 and X2 against Y 

 
The results of the analysis obtained a coefficient of determination (R 

Square=0.346(34.6%) so that it can be stated that the contribution of motivation (X1) and 

discipline (X2) together to performance (Y) is 34.6%. 
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Table 9. ANOVA Variables X1 and X2 against Y 

 

 

 

 

 

 

 

 

The results of the F test obtained a probability value smaller than the 5% significance 

level (p=0.000<0.05), so it can be stated that the variance of the performance variable (Y) can 

be influenced by the variance of the motivation (X1) and discipline (X2) variables together. 

 

Table 10. Multiple Linear Regression Test Results 

 

The results of the partial t test obtained a probability value smaller than the 5% 

significance level (p=0.000<0.05), so it can be stated separately that motivation (X1) on 

performance (Y) and discipline (X2) on performance (Y) have a significant influence 

significant. 

 

Based on the results of the analysis, a regression equation was created : 

Y=a+b1x1+b2x2 

Y=51,233+0,250X1+0,423X2 

 

51,233  : constant price, namely performance value (Y) without being influenced by 

motivation (X1) and performance (Y). 

0,250X1 : the price of the motivation regression coefficient (X1) which means that if 

motivation (X1) increases by one unit it will increase the performance value (Y) 

by 0.250, likewise if motivation (X1) decreases by one unit it will decrease the 

Y value by 0.250. 

0,423X2  : the price of the discipline regression coefficient (X2) which means that if 

discipline (X2) increases by one unit it will increase the performance value (Y) 

by 0.423, likewise if discipline (X2) decreases by one unit it will decrease the Y 

value by 0.423. 

 

The beta value (b) is a value that shows which variable X (motivation or discipline) most 

dominantly influences the performance variable (Y). Based on the results of the analysis, the 
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beta value of X1 is 0.256 and X2 is 0.392. Because the beta value of discipline (X2) is greater 

than motivation (X1), it can be stated that the discipline variable (X2) has the most influence 

on the performance variable (Y) rather than the motivation variable (X1). 

 

2. Discussion 

Based on the results of statistical tests, it can be clearly seen that partially all 

independent variables have an effect on the dependent variable. The influence given by these 

two independent variables is positive, meaning that the better the motivation and work 

discipline, the better the resulting employee performance. These results are in accordance with 

the proposed hypothesis. The results of this study are also in accordance with previous results. 

The explanation is as follows : 

 

The relationship between motivation (X1) and discipline (X2) on performance (Y) 

The results of the product moment correlation test of the motivation variable (X1) with 

performance (Y) obtained a probability value of 0.000. Because the probability value is smaller 

than the 5% significance level (p=0.000<0.05), it can be stated that the motivation variable and 

the performance variable are significantly related. In other words, there is a significant influence 

of motivation and discipline on employee performance at the Regional Education Office of 

North Sulawesi Province. In line with research conducted by Erisna (2012) on employees at the 

Way Kanan District Education Office. The research results show that there is a significant 

relationship between motivation and discipline on employee performance at the Way Kanan 

District Education Office with a probability value of 0.000 [24]. Likewise, research conducted 

by Sembodo (2020) on employees at the Mojokerto Regency Education Office. The research 

results showed that there was a significant relationship between employee motivation and 

discipline at the Mojokerto Regency Education Office with a P value of 0.000 [25]. 

 

Influence of Motivation (X1) and Discipline (X2) on Performance (Y) 

The results of the analysis obtained a coefficient of determination (R Square = 0.346 

(34.6%) so that it can be stated that the contribution of motivation (X1) and discipline (X2) 

together to performance (Y) is 34.6%. 

The results of the F test obtained a probability value smaller than the 5% significance 

level (p=0.000<0.05), so it can be stated that the variance of the performance variable (Y) can 

be influenced by the variance of the motivation (X1) and discipline (X1) variables together. 

The results of the partial t test obtained a probability value smaller than the 5% 

significance level (p=0.000<0.05), so it can be stated separately that motivation (X1) on 

performance (Y) and discipline (X2) on performance (Y) have a significant influence 

significant. Based on the results of the analysis, a regression equation was created :  

Y=a+b1x1+b2x2 

Y=51,233+0,250X1+0,423X2 

51.233 is a constant price, namely the performance value (Y) without being influenced 

by motivation (X1) and performance (Y). Meanwhile, 0.250X1 is the price of the motivation 

regression coefficient (X1), which means that if motivation (X1) increases by one unit, the 

performance value (Y) will increase by 0.250. Likewise, if motivation (X1) decreases by one 

unit, the Y value will decrease by 0.250. 

0.423X2 is the price of the discipline regression coefficient (X2) which means that if 

discipline (X2) increases by one unit it will increase the performance value (Y) by 0.423. 

Likewise, if discipline (X2) decreases by one unit, it will reduce the Y value by 0.423. The beta 
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value is a value that shows which variable X (motivation or discipline) most dominantly 

influences the performance variable (Y). Based on the results of the analysis, the beta value of 

X1 is 0.256 and X2 is 0.392. Because the beta value of discipline (X2) is greater than motivation 

(X1), it can be stated that the discipline variable (X2) has the most influence on the performance 

variable (Y) rather than the motivation variable (X1).  

In line with research conducted by Arsyenda (2013) on Civil Servant Bapeda Malang 

City. The research results show that there is a significant influence on the motivation and 

discipline of civil servants as seen from the results of the calculated F test analysis which is 

14.168 with a significance of 0.000 and the motivation t test (X1) is 2.097 with a significance 

of 0.044, discipline (X2) is 3.662 with a significance of 0.001. Likewise, research conducted by 

Sutrisno (2020) on Civil Servants at the Central Java Provincial Social Service Office. The 

research results showed that there was a significant influence of motivation and discipline on 

the performance of civil servants. With the F test results, a probability value of 0.000 is 

obtained. 

Research conducted by Suparno (2019) on State Civil Apparatus at the Subulusallam 

Regional Secretariat. The research results showed that there was a significant influence on the 

motivation and discipline of State Civil Apparatus at the Regional Secretariat of Subuluhsallam 

City with the value of the F test results where the calculated f was greater than the F table. 

According to Wahjosumidjo (2012) in Fauzi (2018) motivation is something basic that drives a 

person to work [26]. Basically, organizations not only expect employees who are capable, 

capable and skilled, but most importantly they are willing to work hard and have the desire to 

achieve optimal work results. Employees' abilities, abilities and skills are meaningless to the 

organization, if they do not work hard with the abilities, skills and skills they have. 

To encourage and mobilize subordinates to be willing to work as optimally as possible, 

it is necessary to ensure communication and participation from all parties. Motivation requires 

that managers know how to motivate their employees, how they spend time trying to get input 

from subordinates, about the problems they face. 

Work discipline can be an attitude of respect, appreciation, obedience and obedience 

to applicable regulations, both written and unwritten, and being able to carry them out and not 

evade accepting sanctions if he violates the duties and authority given to him. So discipline can 

be created if employees can adjust their attitudes, behavior and actions to the rules or regulations 

of the organization, both verbal and/or written. The purpose of establishing regulations or rules 

is not merely to punish employees, but rather as a starting point for carrying out daily activities 

which, if followed and obeyed properly, will provide great benefits, namely achieving the work 

productivity expected by the organization (Sastrohasiwoyo, 2010) [27]. 

Discipline is a person's awareness and willingness to obey all organizational 

regulations and applicable social norms." From this definition, there are two words that need to 

be understood, namely awareness and willingness. Awareness is the attitude of a person who 

voluntarily obeys all regulations or is aware of his duties and responsibilities. Willingness is a 

person's behavioral attitude and regulations that are in accordance with the organization's 

regulations, whether written or unwritten, so it can be stated that employee discipline is an 

employee's compliance and obedience to all regulations made by the organization. Even though 

discipline is a form of punishment, the implementer of the discipline does not always view the 

discipline as something that is undesirable, because sometimes the discipline makes someone 

appreciate their work more than others. The existence of sanctions or punishments for 

employees who violate organizational regulations is not an organizational goal, but the 

regulations made are an effort to enforce work discipline towards increasing work performance 
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which will ultimately increase work productivity. However, organizations need to design 

employee discipline programs through several actions, both positive and negative (Hasibuan, 

2002) [28]. 

Based on the research results, the author assumes that good motivation and high 

discipline can improve the performance of Civil Servants in the North Sulawesi Provincial 

Education Office. Moreover, as an State Civil Apparatus, there are provisions that must be 

obeyed in accordance with Government Regulation Number 94 concerning State Civil 

Apparatus Discipline which regulates, among other things, obligations, prohibitions and 

disciplinary penalties that can be imposed on civil servants who have been proven to have 

committed violations, with light, medium and heavy levels of disciplinary punishment. 

 

D. Conclusion 

Based on the results of the research and discussion described above, it can be concluded 

that: 

1) There is a significant relationship between employee motivation and discipline at the 

Regional Education Office of North Sulawesi Province. 

2) There is a significant influence on employee motivation and discipline at the Regional 

Education Office of North Sulawesi Province. 

3) The contribution of motivation (X1) and discipline (X2) together to performance (Y) is 

34.6%. 

4) The variance of the performance variable (Y) can be influenced by the variance of the 

motivation (X1) and discipline (X2) variables together. 

5) Motivation (X1) on performance (Y) and discipline (X2) on performance (Y) separately 

have a significant influence.  

6) The discipline variable (X2) influences the performance variable (Y) more than the 

motivation variable (X1). 
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