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ABSTRACT

This study aims to see: (1) To see the discipline at PT Telkom Indonesia Tbk. Sto Ciputat Kota
Tangerang Selatan, (2) To determine the work motivation of employees at PT Telkom Indonesia Tbk. Sto Ciputat
Kota Tangerang Selatan, (3 To see the effect of attitude and motivation on the performance of employees of PT
Telkom Indonesia Tbk. Sto Ciputat Kota Tangerang Selatan. This research is a survey research with a
quantitative approach. The sample of this research is employees of PT Telkom Indonesia Tbk. Sto Ciputat Kota.
South Tangerang, the sample of this study was determined as many as 65 employees or all employees of PT
Telkom Indonesia Tbk. Sto Ciputat, South Tangerang City. Data analysis techniques used are descriptive
analysis and inferential analysis, namely: (1) Validity and Reliability Test, (2) Classical Assumption Test, (3)
Analysis of the Coefficient of Determination (r?), (4) Analysis of Correlation Coefficients, (5) Simple Linear
Regression Analysis, (7) Multiple Linear Regression Analysis, (8) Analysis of Hypothesis Testing with Partial
Test (t-test) and Simultaneous Test ( test f). Based on the results of this study prove that work motivation has a
significant effect on employee performance by obtaining the results of the variable t-test work motivation bell by
comparing t-count with t-table, t-count> t-table (5,228> 1,998) with a significance probability value of 0,000 <0.05.
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INTRODUCTION resources effectively and efficiently through
planning, mobilizing, and controlling all values

The business world always experiences that become human strength to achieve goals
developments from time to time which causes ~(Sedarmayanti, 2017: 11).
competition  between companies to be Regulations are needed to provide guidance
unavoidable. In order to run and compete in the ~and counseling for employees in creating good
business world, companies need to manage all order in the company. Every organization or
their resources effectively and efficiently. One of ~ company must have a standard of behavior that
the essential resource factors in a company is must be carried out about work, whether in writing
Human Resources. Human resources within the ~ or not and wants employees to comply with all
company must be appropriately managed to established regulations. To create good

achieve the company's goals and targets. performance, it requires discipline  from
The role of human resources is vital in a employees o
company. Human resources are factors directly Apart from discipline, another factor that

involved in carrying out business processes inthe  influences the performance of employees in a
company and play an essential role in increasing  company is motivation. Work motivation is
company productivity in achieving predetermined ~ €ssential in increasing work effectiveness
goals. HRM is a process of utilizing human
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because people who have high work motivation
will try their best to succeed as well as possible.

One of the essential aspects of the company
is improving or maintaining employees' work ethic
so that they are persistent and active at work,
namely by motivating employees so that the
employee's enthusiasm for work increases.
Because with motivation, an employee will have
high enthusiasm in carrying out the tasks
assigned to him. Without motivation, an employee
cannot fulfill his duties according to the standard
or even exceed the standard because what is his
motive and motivation in working is not fulfilled.

According to Sedarmayanti (2017: 257),
motivation is the willingness to spend a high level
of effort towards organizational goals conditioned
by that effort to meet individual needs.

Every company needs to know the various
weaknesses and strengths of employees as a
basis for improving weaknesses and
strengthening strengths to improve employee
performance by the company's goals to be
achieved. Performance appraisal can be
reviewed in terms of the quality and quantity of
work completed by employees in a certain period.
An employee's performance can be assessed
based on the amount of work completed within a
predetermined time limit.

Management

The word management comes from English,
namely "manage,” which means managing,
controlling, cultivating, and leading. More
specifically, the definition of management is the
science and art of planning, organizing, directing,
and controlling the efforts of organizational
members and the use of organizational resources
to achieve predetermined goals.

The meaning of management can be said to
be art. Management is the art of getting work done
through teamwork. The ability to see integrity and
totality as separate parts of one vision is an art of
management.  Therefore, the notion of
management can also be interpreted as art. The
art of management embodies that vision. Various
aspects of management such as planning,
leadership, communication, and decision making
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related to the human element of the art
management approach.

Management is widely used in various fields
in regulating or leading, and managing all
resources in an organization or company to fit and
achieve the desired goals. According to Hasibuan
(2016: 01), management is the science and art of
regulating the process of utilizing human
resources and other sources effectively and
efficiently to achieve specific goals, while Stoner
and Freeman (in Wibowo, 2016: 1) state that
management is said to be a process of planning,
organizing, leading, and supervising the work of
organizational members and using available
organizational resources to achieve clearly stated
organizational goals.

Likewise, Richard L. Daft (in Wibowo, 2016:
2) defines management as  achieving
organizational goals effectively and efficiently
through planning, organizing, leading, and
supervising organizational resources.
Schermerhorn also gives a similar understanding
(in  Wibowo, 2016: 2), which states that
management is planning, organizing, leading, and
supervising the use of resources to complete
performance goals.

Based on some of the above definitions, it can
be concluded that management is a science and
art that regulates the process of achieving
organizational goals through the process of
planning, organizing, leading, and supervising the
use of other organizational resources effectively
and efficiently to complete or achieve
performance goals.

Human Resource Management

Human resource management can be defined
as a process consisting of HRM functions,
namely, planning, organizing, leading, and
controlling activities related to job analysis, job
evaluation, complaints, development,
compensation, promotion, and employment
termination to achieve goals, which have been
set. As a branch of management science, human
resource management (HRM) is a scientific field
that focuses on human problems who have a
significant position in any agency or organization.
According to Handoko (2015: 6), human resource
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management is the withdrawal, selection,
development, maintenance, and use of human
resources to  achieve individual  and
organizational goals. According to Simamora in
Edy Sutrisno (2016: 5), human resource
management is the utilization, development,
assessment, remuneration, and management of
individual members of organizations or
workgroups. Meanwhile, according to Schuler in
Edy Sutrisno (2016: 6), human resource
management is about the importance of the
organizational workforce as a vital human
resource in contributing to organizational goals
and using several functions and activities to
ensure that resources human resources are used
effectively and fairly for the benefit of individuals,
organizations, and society.

From these definitions, the authors conclude
in understanding human resource management,
namely human resource management, namely
development, maintenance, utilization,
assessment, provision of remuneration in
contributing to organizational goals and ensuring
that human resources are used effectively and fair
for the interests of individuals, organizations, and
society.

Work Discipline

Humans sometimes want to live freely, so
they want to escape all the bonds of regulations
that limit their activities and behavior. Besides
that, humans are also social beings who are
mutually related to other humans. Each
individual's conformity to everything assigned to
him will create a society that is orderly and free
from chaos. Likewise, life in a company will
require the obedience of its members to the rules
and regulations that apply to the company. In
other words, work discipline for employees is
needed because what the company aims to
achieve will be challenging to achieve if there is
no work discipline. Discipline is a rule that must
be obeyed or adhered to by applicable regulations
in an organization; discipline is the most critical
operational  function of human resource
management because the better employee
discipline, the higher work performance can be
achieved without good employee discipline,
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difficult for corporate organizations to achieve
optimal results. Good discipline reflects a
person's sense of responsibility for the tasks
assigned to him. It encourages work morale and
the realization of company, employee, and
community goals.

According to Veithzal (2014: 599), a work
discipline is a tool used by managers to
communicate with employees so that they are
willing to change behavior and as an effort to
increase one's awareness and willingness to
comply with all company regulations. According to
Mangkunegara (2015: 129), discipline is defined
as the implementation of management to
reinforce organizational guidelines.

According to Latainer, Edy Sutrisno (2016:
87) defines discipline as a force that develops in
the employee's body and can cause employees to
voluntarily adjust to decisions and high values of
work and behavior. Meanwhile, according to
Hasibuan (2017: 193), discipline is the awareness
and willingness of a person to obey all company
regulations and applicable social norms.
Awareness here is the attitude of someone who
voluntarily obeys all the rules and is aware of their
duties and responsibilities, while willingness is an
attitude, behavior, actions of someone by the
company, both written and unwritten. With some
of the above meanings, the authors can conclude
that managers use discipline to increase the
awareness and willingness of an employee to
comply with company regulations and prevailing
social norms. According to Malayu SP Hasibuan
(2017: 194), indicators of discipline include:

1) Comply with all company regulations

In carrying out work, employees must comply
with all company regulations that work rules and
guidelines have established so that comfort and
smoothness of work can be formed.
2) Use of time effectively

The working time given by the company is
expected to be appropriately utilized by
individuals to pursue the targets given by the
company to individuals without wasting too much
time on the company's work standards.
3) Responsibilities in work and duties
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The responsibility is given to individuals if it is
not by the period set by the company; the
employee has a high level of work discipline.

4) Absence level

One of the benchmarks to determine the level
of employee discipline, the higher the frequency
of attendance or the lower the level of
absenteeism, the employee has a high level of
work discipline.

Work motivation

The term motivation (motivation) comes from
Latin, namely movere, which means "to move" (to
move). Motivation in management is generally
only for human resources and especially for
subordinates. Motivation itself is the most
determining factor for an employee at work. Even
though the maximum ability of the employees is
accompanied by facilities to work as intended,
these workers will not run as intended.

Some opinions  regarding  motivation
according to experts, Winardi argues (2016: 6)
that motivation is a potential force that exists
within @ human being, which can be developed by
several outside forces which essentially revolve
around monetary rewards and non-monetary
rewards, which can affect its performance results
positively and negatively. Meanwhile, according
to Malayu SP Hasibuan (2017: 92), "motivation is
a psychological process that reflects the
interactions  between  attitudes,  needs,
perceptions, and decisions that occur in a
person."

Then  according to Anwar Prabu
Mangkunegara (2014: 61), motivation is "the
condition or energy that moves employees who
are angry or aimed at achieving company
organizational goals." From some of the above
meanings, the writer can conclude that motivation
is a motivation from within and without a person
to take action to achieve the goals that have been
determined in an organization.

According to Edy Sutrisno (2016: 118), the
indicators of motivation are as follows:

1)  Work environment conditions

The work environment is all existing facilities
and infrastructure around employees who are
doing work, affecting work implementation. This
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work environment includes workplaces, work
facilities and aids, cleanliness, lighting, tranquility,
and working relationships between the people
who are there. A good and clean work
environment, well lit, free from noise and
distractions, clearly will motivate employees to do
a good job. However, a bad work environment,
dirty, dark, stuffy, damp, and so on, will cause
fatigue and reduce creativity. Therefore, company
leaders who have high creativity will create a
pleasant work environment for employees.
2) Good supervision

The function of supervision in a job is to
provide direction and guide employees' work to
carry out their work correctly without making
mistakes. Thus, the position of supervision is very
close to employees in carrying out their daily
tasks. If the supervise who is close to these
employees master the intricacies of work and are
full of leadership traits, then the work atmosphere
will be passionate and vibrant. However, having
an arrogant supervisor who is self-righteous, does
not want to listen to employee complaints creates
a weary work situation and can reduce morale.
Thus, the role of supervisors who performs
supervisor work significantly affects the work
motivation of employees
3) There s ajob guarantee

Everyone will want to work to the death and
sacrifice what is in him for the company if he feels
an explicit career guarantee in doing the job. They
work not only for today, but they hope to grow old
enough in one company. It can be realized if the
company can provide career guarantees for the
future, both guarantees of promotion, rank, and
guarantees of providing opportunities to develop
one's potential. On the other hand, people will run
away from the company if this career guarantee
is not explicit and not informed about it.
4) Status and responsibilities

Status or position in a particular position is the
dream of every employee at work. They not only
hope for compensation, but at some point, they
also hope that they will get the opportunity to
occupy a position in a company. By occupying a
position, people feel that they will be trusted,
given responsibility, and have significant authority
to carry out activities. So, status and position are




Kontigensi: Jurnal limiah Manajemen
Vol 9, No. 1, June 2021, pp. 95 - 106
ISSN 2088-4877

an encouragement to fulfill the need for a sense
of achievement in daily tasks.

9) Flexible rules

For large companies usually have established
work systems and procedures that all employees
must comply with. We can call this work system
and procedure with the applicable regulations and
have the character of regulating and protecting
employees. These are the rules of the game that
govern the working relationship between
employees and the company, including the rights
and obligations of employees, compensation,
promotions, transfers, etc. Therefore, regulations
are usually protective and can motivate
employees to work better. It can be seen from
many large companies that treat work
performance systems in providing compensation
to employees; the important thing is that all
applicable regulations in the company need to be
informed to employees,

Employee Performance

Employee performance is a significant factor
for an organization or company; this is due to
employee performance as a determinant of an
organization's success and survival. The term
performance comes from the word Job
Performance or Performance, which means work
performance or actual achievement achieved by
someone (Mangkunegara, 2015: 67). Usually,
people who have high performance are called
productive people, and vice versa, people whose
performance does not reach the standard, are
said to be unproductive or low-performing people.

According to Meiner (2016: 43), performance
is the success that individuals can achieve in
doing their jobs, where the measure of success
achieved by individuals cannot be equated with
other individuals. An individual's success is based
on the prevailing standards and adapted to the
type of work. Whereas Beyley (2017: 56) argues
that performance is closely related to goals or
individual work behavior, the expected results are
the demands of the individual himself. In other
words, performance is the work achieved by a
person in carrying out the tasks assigned to him
by established criteria.
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With some of the above meanings, the writer
can conclude that an employee's work is the work
achieved by an employee in carrying out the
duties and responsibilities assigned to him.

Performance indicators are aspects that are
used as a measure in assessing performance.
For example, the indicators that measure
Mangkunegara's performance (2014: 18) are as
follows:

1) Honesty

Honesty is the attitude of employees to
work correctly and correctly without manipulation
or fraud so that the actions of employees remain
in the correct corridor by the regulations
determined by the company.
2) Discipline

Discipline is the desire and awareness to
wait for company rules and social norms.
3) Responsible

Responsibility is an employee's obligation
to be accountable for policies, work, work results,
facilities and infrastructure used, and employee
behavior at work.
4) Creativity

Creativity is the desire of employees to
continuously look for ideas and ways of
completing their tasks properly.
5) Loyalty

Loyalty is an attitude of employees'
willingness to maintain the easiness of the desire
to work as a form of loyalty.

METHOD

The object of this research is PT Telkom
Indonesia Tbk. Sto Ciputat, South Tangerang
City. This research was conducted for six months,
starting from July 2020 to December 2020. In this
study, the population and the sample were all 70
employees of SMP Negeri 2 Parigi. The data
analysis used in this study were: Validity Test,
Reliability Test, Classical Assumption Test,
Hypothesis Test

RESULT and DISCUSSION

1.
a.

Descriptive Characteristics of Respondents
Respondents Based on Gender
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Tabel 43
Jawaban Responden Terhadap Variabel Motivasi Kerja (Xz)

Tabl 4.6
Jawaban Respopden Terhadap Variabel Kinerja (Y)
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a. Validity test

Tabel 4.7
Hasil Uji Validitas Variabel Independen Disiplin (Xi)

Item Pernyataan | rhitung r tabel Kesimpulan

1 0, 564 0,244 Valid

2 0,545 0,244 Valid

3 0,457 0,244 Valid

4 0,535 0,244 Valid

3 0,427 0,244 Valid

] 0,548 0,244 Valid

7 0, 546 0,244 Valid

g 0, 544 0,244 Valid

g 0,593 0,244 Valid
Itemn Pernyataan | rhitung rtabel Kesimpulan

10 0. 548 0.244 Valid

Sumber: Data diolah oleh penulis (20207
Tabel 4.8
Hasil Uji Validitas Variabel Independen Motivasi Kerja (Xz)

Item Pernyataan r hitung 1 tabel Kesimpulan

1 0,429 0,244 WValid

2 0,405 0,244 WValid

3 0,399 0.244 WValid

4 0,399 0.244 WValid

5 0,414 0,244 WValid

6 0,530 0.244 WValid

7 0,625 0.244 Valid

8 0,473 0.244 WValid

0 0, 609 0,244 WValid

10 0,647 0,244 WValid

Sumber: Data diclah oleh penulis (2020)

Tabel 4.9
Hasil Uji Validitas Variabel Dependen Kinerja (Y)
Item Pernyataan r hitung | rtabel | Kesimpulan
1 0.374 0.244 WValid
2 0. 468 0.244 WValid
3 0,472 0.244 Walid
4 0,501 0.244 Walid
5 0. 497 0.244 WValid
6 0.618 0.244 Walid
7 0,551 0.244 Walid
8 0. 550 0.244 Valid
9 0. 480 0.244 WValid
10 0,415 0.244 Walid

Sumber: Data diclah oleh permlis (2020

b. Reliability Test

Hazil Uji Reliabilitas Instrumen Peneditian

Tabel 410

Wariabel :“Imljr';:&::m= | Nolfems | Keteramgan
, Daapl(i ) Ny 0 Reliabel
Vaziabel Plel oot Nofems | Keteramgan
Alpha =
| hfotivas: hoena (i 0, &0 1 Helabel |
Emera (Y} 0, 652 10 Rediaheld

Sumper; Dt dofah ofeh pemafin (2020

4. Classic assumption test
a. Normality test

Tabel 4.11
Hasil Uji Normalitas dengan Kolmogorov-Smirnov

One-Sample Kolmogorov-Smirnov Test

Unstandardized
Residual
M 65
Mormal Parameters™® Mean 0000000
Std. Deviation 2 04957456
Most Extreme Differences  Absolute 082
Positive .056
Negative -.082
Test Stafistic 082
Asymp. Sig. (2-tailed) 200"
a. Test distribution is Normal.
b. Calculated from data.
¢. Lilliefors Significance Correction.
d. This is a lower bound of the true significance.
Sumber: Data cutput SPSS 22 oleh penulis (2020)
b. Multicollinearity Test
Tabel 4.12
Hasil Uji Multikolinearitas
Coefficients®
Collinearity Statistics
Model Tolerance VIF
1 Disiplin a1 1.093
Maotivasi Kena a1 1.093

a. Dependent Variable: Kinera
Sumber: Data output SPSS 22 oleh penuliz (2020)

c. Skatterplot test

Scatterplot
Dependent Variable: Kinerja

Regression Studentized Residual
-1
a

chr; ssion Standardized Predicted Vaiue
Gambar 4.3
Hasil Uji_Scatterplot

Sumber: Data output SPSS 22 oleh panulis (2020)
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d. Autocorrelation Test

d. Correlation Coefficient Analysis

Tabel 417
Hasil Analisis Koefisien Korelasi Secara Parsial Variabel Disiplin (X1)
terhadap Variabel Kinerja Karvawan (Y)

Tabel 4.13
Hasil Uji Autokorelasi dengan Durbin — Watson Test
Mode! Summary®
R Adjusted R | 5td. Error of Durbin-
Model R Square Square the Estimate Watson
1 623 389 369 2082 1713

a. Predictors: (Constant), Motivasi Kerja, Disiplin
b. Dependent Variable: Kinerja
Sumber: Data output SPS3 22 oleh penulis (2020)

5. Simple Linear Regression Analysis
a. Simple linear regression test for Discipline

Coarelafions
Dk iness

Disipiin Pearson Comelaiion 1 445

Sig. [2-iaded) Doa

N 65 85
Einera Pearson Conmelaiion 445 1

S, [2-taded) 0o

N B5§ 55

= Cocrefabion = sgniican at the 1.1 level D1aied)
Zumber: Data output SPSS 22 olich pesuli= 2020}

Tabel 4.18

Hasil Analisis Koefisien Korelasi Secara Parsial Variabel Motivasi Kerja (Xz)
terhadap Variahel Kinerja Karvawan (Y)

Corresations
Motizasi Kena Kinesja

Maivas Feriz | Pearsos Conslahon 1 =50 |

Sig. (Z-izied} e

N 55 &5
Wiresa Pearsos Conslaios 350 1

Sig. (24aied) 203

N A5} &5

= Comelabon i signiscant al the 0.0 level [2-4aied)
Sumber Dt otpet SP55 11 oich permiis (2080

Tabel 4.19

(X1) on Performance (Y)
Tahel 4.14
Hasil Uji Besresi Linier Sederhana Vartabel Disiplin (X1} terhadap Varizhel
Kinerja Karyawan (Y)
Coefficients”
Unsiandanized | Slendardzed
Coeficients Coeficenis
] B Sl Erwor Belz t S5
1 {Consiarf} | 24522 442 5471 03
Disipln 451 §15 45 158 LU
2 Degendent Vaniable: Kinera
Soamiber: Dats oufrat SPSS 12 oleh pemciiz (2000

b. Simple linear regression test for Discipline
(X2) on Performance (Y)

Tahel 4.15
Hasil Tji Rearesi Linier Sederhiana Variabel Motivasi (X) Terhadap
Kinerja Karyawan (Y)
Coefficients”
Sandasdize|
Unstandarized 1
et i
Mods! B | Sid Emer Beia t Sig
[Constant) | 2700 LR Se37 oM
Wativasi 3 s
Kera 2h] 104 sl 52 0

3. Depercent Varizbie: Kinzja
Smibe: Thafe paipot BPS5 22 olzh peradis (N0

c. Multiple Linear Regression Analysis

Tahel 4.16
Hasil Uji Regresi Linier Berganda
Coefficients®
Sandanize
Ursiandandized d
Made! B | 51 Emer Eela T S
1 [Constast) (12406 4850 2485 {15
Dispin 3z 106 07| 2955 04
E‘“‘i{;ﬁ‘ 52 A3 458| @40z o0

3 Dependenl Varnanle: Enefjia
Samber: Dats owput PSS 22 olels penuliz 20200

Hasil Analis
iz Koefisien Korelasi Secara Simultan Antara Variabel Disiplin (X1} dan
Variabel Motivasi Kerja (Xz) terhadap Variabel Kinerja Karvawan (Y)

Model Summarny™
Adpsted B Sid Emor of fhe
el R R Square Sneas Estmale
1 &3 359/ 358 2052

a Predactors: {Corstant), Mobvasi Ketja, Disipln
b Depeadent Varizble: Eincria
Simmber: Dista oviput SPES 12 ool pemnlis (20011)

e. Analysis of the Coefficient of Determination
(R2)
Tabel 4.20

Hasil Analisis Koefisien Determinasi Secara Parsial Variabel Disiplin (X1)
terhadap Variabel Kinerja Karvawan (¥)

Mode! Semmary”
Afusled B | Std Eoor of e
Wadal R R Squame Square Esimaie
1 445 1% 125} 2367

3 Prediclors: (Constan], Disiplin

b Dependent 'Warizble: Kinema

Zarober Dheta oozt SPSS 22 oleh pesntis (202)
Tabel 4.21

Harsil Analisiz Koefisien Determinasi Secara Parsial Variabel Motivasi Kerja
[X:) terhadap Variabel Kimerja Karvawan (Y)

Mode! Summary®
PhusiedR | S Emorohe
Wodsl A | RSgurz |  Squae Esfmate
1 S T T F

2. Prediciors: {Constasi], Molvas: kefa
. Dizpendent Vasahie- Kinefa
Suomiber: Dets ompat 3PS5 1 olsh pemnlis 20
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Tahel 412
Hazil Analicis Koefisien Deternaimasi Secara Sizultan Antara Variabel

Disiplin {%:) dan Variabel Motivasi Kerja (X} terhadap Variabel Kinerja

Karyawan {Y)
Mode! Summany®
fopsedR | Sa Emw oiBe
odel R H Square Souare Esimaie
1 w23 380 355 2082

a Presiiciors: {Constant, Mofesi Keta: Disiplin
b Dependent Varabie: Kinerja
Samhar: Deta ougret 5755 11 oleh pemmliz 200

6. Hypothesis test
a. Partial Hypothesis Testing

Tabel4.23
Hasil Uji t Variabel Disiplin (%1} Terhadap Kinerja Karvawan (Y)
Coefficients’
Unsiandandmed Standamized
Cosfficients Cosfizests
Muodel B S&d. Eme Beda T Sig
1 (Constant) M52 2457 5471 0%
Disipin A5 15 M5 3938 M0

a Dependent Varizble: Kinera
Smnber: Data catpat SPSS 22 ol pesubis ()

CONCLUSION

Based on the results of research and
discussion, the following conclusions can be
drawn:

1. Based on the formulation of the problem,
discipline has a positive and significant effect
on employee performance where the tcount>
t-table (3.939> 1.998) and sig <0.05 (0.000
<0.05) are obtained.

2. Based on the formulation of the problem,
work motivation has a positive and significant
effect on employee performance where the
tcount> t-table (5.228> 1.998) and sig <0.05
(0.000 <0.05) are obtained.

Based on the formulation of the problem,
discipline and work motivation have a positive and
significant effect on employee performance where
the Fcount> Ftable value is obtained, namely
(19.707> 3.15) and the sig value <0.05 (0.000
<0.005).
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