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Abstract 

This study aims to determine the effect of motivation, job satisfaction, work discipline on 

performance. The method used in this research is descriptive statistics. Data analysis used linear 

regression with the help of SPSS 22.0. The population in this study are those who work as employees 

in cooperatives in the city of Pekanbaru. Data were collected using a Likert scale. The number of 

samples was determined by the slovin method with consideration of a sample of 100 people. A total of 

92 questionnaires were returned. The findings of this study indicate that employee motivation has a 

positive effect on employee performance, while job satisfaction and work discipline do not have a 

positive effect on employee performance. The final result of employee performance variables is 

influenced by motivation, job satisfaction and work discipline by 69.8%, while the remaining 31.2% is 

influenced by other variables outside of this study. 
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INTRODUCTION 

The increasing economy in the province of Riau, especially in the city of Pekanbaru, has also 

boosted the development of cooperatives. In order to become a superior institution, cooperatives need 

to be supported by planned, intensive, and measurable development, especially for employees. The 

development of the quality of human resources must be the primary target for the management to 

create a healthy, independent, qualified, and competitive cooperative. Based on data on the number of 

cooperatives in the city of Pekanbaru, as quoted from Antara news, in Pekanbaru, there are currently 

1,074 cooperatives. Of these, 413 cooperatives are in the healthy and relatively healthy category, and 

the remaining 661 are under supervision and inactive. 

Human resources, in this case, employees, are a central figure in an organization and company. 

According to Ardana et al. (2012), the existence of employees in an organization and company is the 

most valuable asset. It is one of several components that determine the achievement of organizational 

goals (Notoadmodjo, 2009). The expression resource-based view holds that human resource expertise 

is a potential source of sustainable competitive advantage for a company or organization. Therefore, 

serious efforts to improve employee performance continue to be put forward. 

Performance is expected and wants to be achieved by organizations and companies. Companies 

that deliver good performance will find it easier to face an increasingly competitive business 

environment. The decline in employee performance is a serious problem and has long been a concern 

of many personnel managers. Researchers have also studied many of these performance issues, some 

of which are related to motivation. 

Motivation is the power that arises in a person to arouse enthusiasm and persistence to take 

action (Sansone and Harackiewicz, 2000). In other words, the motivation we give to an employee will 

also affect their productivity. Research conducted by Burney et al. (1991) found evidence that 

increased performance was supported by employee skills and the level of motivation provided. 

Job satisfaction, according to Robbins (in Wibiwo, 2007), is a person's attitude towards the 

work they provide with the results they should receive. In conclusion, employees who are satisfied 

with their work will be more effective at work than employees who are not satisfied. In line with that, 

Latif (2013) research strengthens how employees who are confident with their work will positively 

influence employee performance. 

In addition to motivation and work motivation, work discipline is also considered important in 

improving employee performance. The field in carrying out the work is critical. Indiscipline will lead 

to unfinished work and, in the end, can hinder the program or goal from being executed. In other 

words, discipline is a tool that managers can apply in communicating with employees to change their 

habits while at the same time raising employee awareness to comply with all norms and rules that exist 

in the company. 

There have been many studies that highlight the elements that play a role in improving a 

company's performance. Among them were found research gaps. Research on the effect of work 

motivation on performance was conducted by (Güngör, 2011), (Teck-Hong & Waheed, 2011), 

(Kurniawan, 2012), (Susanty & Baskoro, 2012), (Murti & Srimulyani 2013), (Muogbo, 2013), 

(Noermijati & Primasari, 2015), (Juniantara & Riana, 2015), (Kasim, Rantetampang, & 

Lumbantobing, 2016), (Siagian, 2018) found work motivation gave positive results to employee 

performance. However, different results are shown in the research of Prananta (2008), Dhermawan 

(2012), and Novitasari (2018), which show that motivation does not have a positive and significant 

effect on employee performance. 

Job satisfaction variables associated with performance as done by (Pushpakumari 2008), (Teck-

Hong & Waheed 2011), (Kurniawan 2012), (Juniantara & Riana 2015), (Juniantara & Riana, 2015), 

and (Sari & Hadijah, 2016) showed positive results, on the contrary research conducted by (Sekartini, 

2016), (Nugrahaningsih & Julaela, 2017), (Novitasari, 2018) showed adverse effects, where job 

satisfaction did not affect employee performance. 

Another variable, work discipline, provides support for employee performance. The results of 

this study are as done by (Murti & Srimulyani, 2013), (Kasim et al, 2016), (Sari & Hadijah, 2016), and 

(Siagian, 2018). On the other hand, different results were obtained from the research done by Setiawan 

(2013) that work discipline does not support the performance variable. From the description above, 
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seeing the phenomenon of cooperatives in Pekanbaru city and the research gap, the researchers 

proposed research to determine the variables that influence the performance of cooperative employees 

in Pekanbaru city. 

METHOD 

This research is based on a field survey using a questionnaire about the respondents' 

perceptions. The questionnaire was designed using a Likert scale in measuring attitudes, opinions, or 

perceptions of a person or respondent about a social phenomenon. The social phenomenon in this 

study is the lack of development of healthy cooperatives as registered in the city of Pekanbaru. The 

object of this research is the employees in 413 cooperatives in Pekanbaru City. The population of this 

research is all cooperative employees in Pekanbaru. 

In this study, the determination of the number of samples used the Slovin formula. The results 

of the calculation of the existing population get the number of samples to be surveyed, as many as 96 

people. Based on the results of these calculations and considering the missing or incomplete data, the 

authors determined a sample size of 100 people. Determination of the sample in this study refers to the 

random sampling technique. Data collection includes interviews, questionnaires, and observations. 

Researchers get data from questionnaires in the form of closed questions. The researchers have 

provided the answers to these questions so that respondents answer from the available alternatives. 

The responses given are measured on a 5-point Likert scale. The data analysis method used multiple 

linear regression. The influence between variables will be analyzed and tested with the help of SPSS 

version 22.0. 

RESULTS AND DISCUSSION 

Before getting to the calculation of the effect, the questionnaire will first be tested for validity. 

Based on the results of SPSS calculations, the indicators in this study can already be used to measure 

variables where all of the items presented for each variable have a valid value. This is evidenced by 

the value of the r-count, which is greater than the r-table, where the overall value of the r-count is 

above the value of the r-table (0.30). 

The next test, which is also essential in research, is the instrument reliability test. This test is 

intended to determine whether each of the variables studied is reliable or worthy of further analysis. 

The measurements used in this test are based on current opinion (2013). If the Cronbach alpha value is 

more significant than 0.60, then the variable can be reliable. Based on table 2 below, it is known that 

all research variables have met the value above Cronbach alpha. So it can be concluded that all items 

in the questionnaire are declared reliable. 

Table 1. 

Reliability Test 

Variable Cronbach alpha Description 

Motivation (X1) 0,856 Reliabel 

Job satisfaction (X2) 0,754 Reliabel 

Work discipline (X3) 0,779 Reliabel 

Employee performance (Y) 0,713 Reliabel 

This study also uses multiple linear regression in looking for a linear relationship to see the 

positive and negative effects between the independent and dependent variables. The results of these 

calculations can be seen in the following table: 

Table 2. 

Multiple linear regression analysis 

Model 
Standardized coefficients 

B Std. Error 

(Connstant) 16.178 4.581 

Motivation (X1) .598 .066 

Job satisfaction (X2) .030 .054 

Work discipline (X3) .011 .072 

After analysis, Standardized coefficients are then presented into the following equation: 
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Y = 16,178 + 0,598 X1 + 0.030 X2 + 0.011 X3 + e 

The results of these equations explain: 

The regression coefficient of motivation gives a value of 0.598. The addition of motivation by one 

time will affect the performance variable of 0.598; 

On the job satisfaction variable (X2), the regression coefficient is obtained at 0.030, which means that 

the job satisfaction variable affects the performance by 0.030. it means that if job satisfaction increases 

one time, the performance will increase by 0.030; and 

The regression coefficient of work discipline gives a value of 0.011, which means that if work 

discipline is increased one time, the performance will increase by 0.011 and vice versa. 

The results of the F test are intended to see whether all of the independent variables in this 

model affect the dependent variable. This test is carried out by comparing the calculated f value, and 

the additional conditions for the hypothesis can be accepted if sig. < 0.05. The test results can be seen 

in the following table: 

Table 3. 

Simultaneous Test (Test F) 

Model F Sig. 

Regresion Residual 27.845 0,000 

Based on the results of the simultaneous test in table 5 above, it is obtained that the calculated F 

value is 27,845> from the F table of 2.71, so that all independent variables together are significant 

explanations for the dependent variable and with a significance level of 0.00<0.05. Simultaneously, 

independent variables (motivation, job satisfaction, work discipline) significantly influence employee 

performance. 

Testing the coefficient of determination (R2) will obtain information about the magnitude of the 

influence of the independent variable on the dependent variable. The output results are presented in the 

following table: 

Table 4. 

Coefficient of Determination 

Model R R Square Adjusted R Square 

1 0,698 0,487 0,469 

Based on the table above, the coefficient of determination is 0.698. This shows that 69.8% of 

employee performance variables can be explained by variables of motivation, job satisfaction, and 

work discipline. The remaining 31.2% is influenced by other variables that are not included in this 

research model. 

The Effect of Work Motivation on Employee Performance 

Testing on the first hypothesis that there is an influence between the motivation variable and an 

employee's performance. The results of the t-test obtained that the t-table value is greater than the t 

count of 3,565 > 1,998. The sig value of work motivation is also at 0.001, which is smaller than 0.05 

(0.001 <0.005), so it is evident that the motivation variable has a positive and significant effect on 

employee performance. These results prove previous research conducted by (Güngör, 2011), (Teck-

Hong & Waheed, 2011), (Kurniawan, 2012), (Susanty & Baskoro, 2012), (Murti & Srimulyani, 2013), 

(Muogbo, 2013), (Noermijati & Primasari, 2015), (Juniantara & Riana, 2015), (Kasim, Rantetampang, 

& Lumbantobing, 2016), (Siagian, 2018) which states that motivation has a positive and significant 

effect on employee performance. Motivation is an internal mechanism that guides behavior (Sansone 

and Harackiewicz, 2000). Motivation enables employees to increase productivity, efficiency, and 

overall organizational performance. It can be concluded that if someone receives good motivation in 

his work, it will significantly improve the employee's performance. 

The Effect of Job Satisfaction on Employee Performance 

Job satisfaction has a negative and significant effect on performance. The results of this study 

reject the hypothesis that the researcher proposes in this paper. From the results of the t-test, as shown 

in table 4, the t-count value of 0.972 is smaller than the t-table of 1.998. If the value of the t count is 

more minor than the t table, then Ho is accepted, and H1 is rejected. The significance of the job 
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satisfaction variable is at a value of 0.013, where the significance level is lower than 0.05. It can be 

concluded that job satisfaction negatively and significantly affects employee performance. 

Job satisfaction is a match between what is expected and the reality received. This study finds 

evidence that job satisfaction does not significantly affect employee performance. This means that the 

level of employee performance is not determined by employee satisfaction within the company. These 

results support research (Sekartini, 2016), (Nugrahaningsih & Julaela, 2017), (Novitasari, 2018). This 

means that job satisfaction does not have a positive and significant effect on employee performance. 

The Effect of Work Discipline on Employee Performance 

The following hypothesis testing is work discipline on employee performance. Judging from the 

test results using t-test analysis where the t count is 0.100, which is smaller than the t table (0.972 

<1.998) and sig of 0.021 is more significant than 0.005, Ho is accepted, and H1 is rejected. It can be 

concluded that there is an important but insignificant effect between work discipline and employee 

performance. The results of this study are not relevant to the hypothesis that the researcher previously 

proposed. This study is relevant to that found by Setiawan (2013) found evidence that the relationship 

between work discipline and performance was not significant. This may be because the performance 

of cooperative or financial employees is more focused on services and is not bound by time and place. 

Therefore, work discipline can be said to support the implementation of regulations. 

CONCLUSIONS  

Knowledgeable and competent employees are an asset to the company in helping companies 

maintain their competitive advantage. Likewise, companies that want to compete globally must also be 

able to manage adequate human resources. Knowledge of the factors that affect employee performance 

is a serious concern for companies so that the achievement of organizational goals can be achieved. In 

this paper, the researcher proposes three variables that affect employee performance. Namely 

motivation, job satisfaction, and work discipline. Based on the analysis results, it was found that the 

motivational variable had a positive and significant influence on employee performance, with the t-test 

count more excellent than the t-table of 3,565>1,998. Meanwhile, the variables of job satisfaction and 

work discipline, respectively, the results of the t-test were .972 <1.998 and 100 <1.998. These results 

indicate that job satisfaction and discipline variables do not affect employee performance. 
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