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Abstract. 

The Influence of Work Motivation and Work Discipline on Employee Performance Through 

Mediation of Job Satisfaction (Empirical Study of Regional Water Supply Companies (Perumdam) 

Tjm, Sukabumi Regency). The purpose of this study was to determine the effect of work motivation 

and work discipline on employee performance through the mediation of job satisfaction. The study 

population was 161 employees of the executive division at the Regional Public Water Company 

(Perumdam) TJM Sukabumi Regency and a sample of 115 employees. Data collection for each 

variable studied using a questionnaire with a rating scale. Data analysis techniques using descriptive 

statistical analysis techniques and path analysis techniques (path analysis). The results showed: (a) 

There is a direct influence between work motivation on job satisfaction with a regression coefficient 

value of βy.1 = 0.986, work motivation contributes 97.21% to job satisfaction, (b) There is a direct 

effect between work discipline on job satisfaction with a regression coefficient value of βy.1 = 

0.335. Work discipline contributes 11.22% to job satisfaction, (c). There is a direct influence 

between work motivation on employee performance with a regression coefficient value of βz.1 = 

0.329. Work motivation contributes 10.82% to employee performance, (d). There is a direct effect 

between work discipline on employee performance with a regression coefficient value of βz.2 = 

0.804. Work discipline contributes 64.64% to employee performance, (e). There is a direct effect 

of job satisfaction on employee performance with a regression coefficient of βz.y = 0.303. Job 

satisfaction contributes 9.18% to employee performance, (f). There is an indirect effect between 

work motivation on employee performance through job satisfaction with a zcount value greater than 

ztable or 38.42 > 1.96. So it can be concluded that job satisfaction mediates the influence of work 

motivation on employee performance, and (g). There is an indirect effect between work discipline 

on employee performance through job satisfaction with a zcount value greater than ztable or 15.02 > 

1.96. So it can be concluded that job satisfaction mediates the effect of work discipline on employee 

performance. 

Keywords: work motivation; work discipline; job satisfaction; employee performance 

______________________________________________________________________________________________________ 

 

I. INTRODUCTION 

Human resources are the movers and determinants of 

the course of an organization or agencies. Because of the 

importance of the human element in carrying out a job, it is 

necessary to get the attention of the leadership [1]. 

Employees are an important factor in every organization 

both in achieving office or agency goals effectively and 

efficiently. An organization not only expects capable, 

competent and skilled employees, but most importantly they 

want to work hard and want to achieve maximum work 

results [2]. Employee abilities and skills mean nothing to 

agencies/organizations if they don't want to work hard. In 

order to want to work hard and enthusiastically achieve 

optimal results, in this case motivation is very important 

because the leader distributes work to his subordinates to do 

well and be integrated to the desired goals [3]. An 

organization is required to be able to improve the quality of 

existing human resources. The quality of human resources is 

largely determined by the extent to which the existing system 

in the organization or company is able to support and satisfy 

the desires of both employees and from the organization or 

company [4]. Therefore, organizations and companies are 

required to have mutually supportive performance to achieve 

organizational goals and personal goals. Employees play a 

major role in running the wheel of company life [5]. If 

employees have high productivity and work motivation, the 

wheels will run fast and will ultimately result in good 

performance and achievement for the company. But on the 

contrary, if employees work unproductively and do not have 

high morale, are not tenacious at work and have low morale, 

it can reduce company performance [6]. Employees are a 

person or group of people who occupy a very important 

leading position in the operational processes of the 

Article history 

received 02 January 2023 

revised 23 January 2023 

accepted 16 February 2023 

DOI: https://doi.org/10.33751/jssah.v3i1.7412   

http://u.lipi.go.id/1564563754
https://doi.org/10.33751/jssah.v3i1.7412


JOURNAL OF SOCIAL STUDIES, ARTS AND HUMANITIES (JSSAH) Volume 03, Number 01, March 2023, Page 15 - 20 
https://journal.unpak.ac.id/index.php/proceedings   e-ISSN: 2808-120X, Publisher: Universitas Pakuan 

 

 - 16 - 

 

organization. In this regard, employees will spearhead the 

success of an organization, the problem is that there are many 

things that organizations need to pay attention to employees 

related to loyalty, dedication, totality, dedication and 

performance itself [7]. 

Humans have unique characteristics and differ from 

one another, so their performance will also be different. 

Differences in performance among human resources in 

organizations or agencies are the center of attention for 

motivators and training program providers [8]. Performance 

is basically the result of work in quality and quantity 

achieved by an employee in carrying out his duties according 

to the responsibilities given to him. In this case, employees 

can learn how much their performance is through 

information tools such as good comments from work 

partners. However, performance appraisal refers to a formal 

and structured system that measures, assesses and influences 

job-related traits and outcomes including absenteeism rates 

[9]. The focus of performance appraisal is to find out how 

productive an employee is and whether the employee can 

work together or be more effective in the future. So 

important is the issue of employee performance, that it is not 

wrong if the core of human resource management is how to 

manage human resource performance [10]. Managing people 

in an organizational context means managing people in order 

to produce optimal performance for the organization. 

Therefore the performance of these employees needs to be 

managed properly to achieve organizational goals, so that it 

becomes a concept of performance management[11]. The 

following is target data and customer realization in recent 

years: 

 

Table 1.  Target and Realization of Customer Service for 

Regional Public Water Company (Perumdam) 

TJM Sukabumi Regency 

 

Year Service Targets Realization 
Achievement 

Percentage 

2017 8.000 7.208 90% 

2018 9.000 7.645 85% 

2019 10.000 8.366 84% 

 

Based on Table 1, it shows that the target and 

realization of customer service always decreases. In 2017 the 

target of 8,000 was realized 7,208 with a percentage of 

90.00%. In 2018 the target of 9,000 was realized 7,645 with 

a percentage of 85%. In 2019 the target of 10,000 was 

realized 8,366 with a percentage of 84%. In connection with 

these demands, there is a phenomenon of employee 

performance that is less than optimal, where the results of the 

recapitulation of employee performance assessments for 50 

employees in the internal environment of the TJM Sukabumi 

Regency Public Water Supply Company (Perumdam). 

Regional Drinking Water Company (Perumdam) TJM 

Sukabumi Regency is one of the Sukabumi Regency 

Regional Owned Enterprises which is engaged in providing 

clean drinking water services to the community. Based on 

the results of the author's preliminary study of 30 employees 

at the TJM Sukabumi Regency Public Water Supply 

Company (Perumdam), it shows that there are employee 

performance problems, namely that employee performance 

has not reached the target. Problems that occur in employees 

of the TJM Sukabumi Regency Public Drinking Water 

Company (Perumdam) are thought to be caused by work 

motivation and work discipline. Employee performance is 

one of the determining factors in the success of an 

organization/company such as the Regional Water Supply 

Company (Perumdam) TJM Sukabumi Regency. If the way 

employees work is good, then good employee performance 

is achieved, so it can be said that employee performance has 

an important role in the organization. Besides that, in an 

organization, high performance from employees is 

something that is highly expected, with high performance the 

organization can plan various policies. Another factor that 

causes employee performance problems is job satisfaction 

[12]. Job satisfaction is very important for employees 

because everyone who works expects satisfaction from their 

workplace. Basically job satisfaction is an individual thing 

because each individual has a different level of satisfaction 

according to the values that apply to each individual. The 

more aspects of work that are in accordance with individual 

wishes, the higher the level of satisfaction felt and will create 

good work results so that the expected performance will be 

achieved [13]. Based on the background described above and 

employee performance issues, the authors are interested in 

raising research with the title "The Influence of Work 

Motivation and Work Discipline on Employee Performance 

Through Mediation of Job Satisfaction (Empirical Study of 

the Regional Public Water Company (Perumdam) TJM 

Sukabumi Regency.) 

Performance (Job Performance) is the result of work 

in quality and quantity from the achievement of duties and 

responsibilities of employees within an organization [14]. 

Dimensions Indicators: a. Work quality; how good or how 

complete is the work, b. Working quantity; how many units 

are produced per unit time, c. Effectiveness; related to the 

implementation of activities in a timely manner, d. 

Efficiency; The level of use of resources to achieve work 

results, e. Productivity, speed in completing work on time 

and the results are satisfactory. 

Job satisfaction is the emotional response (feelings) 

of employees about the achievement of expectations from 

their work [15]. With indicators of job satisfaction: (a). the 

work itself: the freedom to realize abilities, creations, 

achievements, etc., (b). Salary: the amount of wages received 

and the level at which this can be seen, (c). opportunity to 

advance: opportunity to advance in the organization, (d). 

supervision: Supervisor's ability to show interest and 

concern about employees, and (e). colleagues: good and 

responsible relationship. 

Work motivation is an encouragement that is formed 

from the existence of an individual's need to be enthusiastic, 

passionate and act in doing work to achieve certain goals  

[16]. The dimensions of work motivation are: a. Intrinsic 

Dimension, with indicators 1. Responsibility, 2. Progress, 3. 

Achievement, b. Extrinsic Dimension, with indicators 1. 

Company Policy and Administration, 2. Working 

Conditions, 2. Salaries and Wages (Wages and Salaries), 4. 

Interpersonal Relations, 5. Supervision Quality (Quality 

Supervisor) 
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Work discipline is the efforts and provisions made 

and systematically designed to prevent problems (violations) 

for employees with the aim of guaranteeing order and 

protecting the work safety of employees [17]. Based on the 

factors above, it can be concluded that. Dimensions of work 

discipline, namely: a. Dimensions of organizational 

regulations, with indicators: 1. Employee behavior, 2. 

Punishment, b. Dimensions of implementing and supervising 

regulations, with indicators: 1. Employee consistency, 2. 

Employee obligations, c. Dimensions of 

obedience/compliance of members of the organization, with 

indicators: 1. Employee rules, 2. Employee prohibitions. 

 

 

II. RESEARCH METHODS 

This research method is a descriptive research with a 

quantitative approach. In this study, the authors used a 

correlational quantitative approach to process data obtained 

from research locations, where quantitative data according to 

Cooper [18] is data in the form of numbers or qualitative data 

that is numbered. This study illustrates the influence of the 

independent variables in this case work motivation (X1) and 

work discipline (X2) through the intervening variable 

namely job satisfaction (Y) on the dependent variable of 

employee performance (Z).  

In this study the data collection technique that will be 

carried out is through questionnaires, literature studies [19]. 

In measuring the direct and indirect effects of each 

independent variable on the dependent variable and finding 

the total effect on path analysis, an analysis is carried out 

using path analysis. Simultaneous Hypothesis Test. The two-

party significance test was carried out by referring to the 

probability value compared to 0.05, with the decision-

making criteria if the probability <0.05 then accept Ha and if 

the probability > 0.05 then accept H0 and reject Ha. Sobel 

test. The Sobel test was carried out to find out whether the 

effect through a mediating variable is significantly capable 

of being a mediator in that effect. Criteria for decision 

making if tcount > ttable then accept Ha reject Ho which 

means that the intervening variable mediates the effect of the 

independent variable on the dependent variable positively 

and significantly, whereas if zcount <ztable reject Ha accept 

H0 which means the intervening variable does not mediate 

the effect of the independent variable on the dependent 

variable positively and significantly. Dimensional analysis is 

used to determine the effect between the dimensions of the 

independent variables, namely motivation and work 

discipline with the intervening variable, namely job 

satisfaction and to determine the independent variable, 

namely motivation and work discipline and the intervening 

variable, job satisfaction with the dependent variable, 

namely employee performance. 

 

III. RESULTS AND DISCUSSION 

The Direct Effect of Work Motivation on Job Satisfaction 

After testing the requirements analysis through the 

normality test, homogeneity test, and linearity test. The 

direct effect of work motivation on job satisfaction is the 

following results: 

 

Table 2. Direct Effect of Motivation on Job Satisfaction 

 
In accordance with the research hypothesis, the direct 

effect of work motivation on job satisfaction using simple 

regression analysis obtained a regression value of ry.1 = 

0.986. This means that there is a direct influence between 

work motivation on job satisfaction. To test whether or not 

the direct influence that occurs between work motivation on 

job satisfaction is significant, the t test is used. based on the 

table above, a tcount value of 62.577 is obtained with a ttable 

value at the sig level = 0.05 with n – 2 or 115-2 = 113. It can 

be concluded that the tcount > ttable or 62.577 > 1.658 or a 

sig value of 0.000 <0.05 means the influence direct 

relationship between work motivation and job satisfaction is 

significant. To find out the contribution of work motivation 

to job satisfaction, it is calculated based on the value of the 

coefficient of determination, namely r2 = (ry.1)2 = (0.986)2 

x 100% = 97.21%. Means that the variable of work 

motivation contributes 97.21% to job satisfaction. 

 

Direct Effect of Work Discipline on Job Satisfaction 

The direct effect of work discipline on job satisfaction 

results as follows: 

 

Table 3. Direct Effect of Work Discipline on Job Satisfaction 

 
In accordance with the research hypothesis, the direct 

effect of work discipline on job satisfaction using simple 

regression analysis obtained a regression value of ry.2 = 

0.335. This means that there is a direct influence between 

work discipline on job satisfaction.  To test whether or not 

the direct effect that occurs between work discipline on job 

satisfaction is significant, the t test is used. based on the table 

above, the t-count value is 3.781 with the t-table value at the 

sig level = 0.05 with n – 2 or 115-2 = 113. It can be concluded 

that the tcount > ttable or 3.781 > 1.658 or a sig value of 

0.000 <0.05 means that the direct effect of work discipline 

on job satisfaction is significant. To find out the contribution 

of work discipline to job satisfaction, it is calculated based 

on the value of the coefficient of determination, namely r2 = 

(ry.2)2 = (0.335)2 x 100% = 11.22%. Means that the work 

discipline variable contributes 11.22% to job satisfaction. 
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The direct effect of work motivation on employee 

performance 

The direct effect of work motivation on employee 

performance is the following results: 

 

Table 4. The Direct Effect of Motivation on Employee 

Performance 

 

 
 

In accordance with the research hypothesis, the direct 

effect of work motivation on employee performance using 

simple linear regression analysis obtained a regression value 

of rz.1 = 0.329. This means that there is a direct influence 

between work motivation on employee performance.   To 

test whether or not the direct influence that occurs between 

work motivation on employee performance is significant, the 

t test is used. based on the table above, a tcount value of 

3.701 is obtained with a ttable value at the sig level = 0.05 

with n – 2 or 115-2 = 113. It can be concluded that the 

tcount > ttable or 3.701 > 1.658 or a sig value of 0.000 <0.05 

means the direct effect of work motivation on employee 

performance is significant. To find out the contribution of 

work motivation to employee performance, it is calculated 

based on the value of the coefficient of determination, 

namely r2 = (ry.1)2 = (0.329)2 x 100% = 10.82%. This 

means that the work motivation variable contributes 10.82% 

to employee performance. 

 

Direct Effect of Work Discipline on Employee 

Performance 

The direct effect of work discipline on employee 

performance results as follows: 

 

Table 5.  Direct Effect of Work Discipline on Employee 

Performance 

 
 

In accordance with the research hypothesis, the direct 

effect of work discipline on employee performance using 

simple linear regression analysis obtained a regression value 

of rz.2 = 0.804. This means that there is a direct influence 

between work discipline on employee performance. To test 

whether or not the direct influence that occurs between work 

discipline on employee performance is significant, the t test 

is used. based on the table above, a tcount value of 14.353 is 

obtained with a ttable value at the sig level = 0.05 with n – 2 

or 115-2 = 113. It can be concluded that the tcount > ttable 

or 14.353 > 1.658 or a sig value of 0.000 <0.05 means the 

influence The direct relationship between work discipline 

and employee performance is significant. To find out the 

contribution of work discipline to employee performance, it 

is calculated based on the value of the coefficient of 

determination, namely r2 = (rz.2)2 = (0.804)2 x 100% = 

64.64%. This means that the work discipline variable 

contributes 64.64% to employee performance. 

 

Direct Effect of Job Satisfaction on Employee 

Performance 

The direct effect of job satisfaction on employee 

performance is the following results: 

 

Table 6.  Direct Relationship between Job Satisfaction and 

Employee Performance 

 

 
 

In accordance with the research hypothesis, the direct 

effect of job satisfaction on employee performance using 

simple regression analysis obtained a regression value of rz.y 

= 0.303. This means that there is a direct influence between 

job satisfaction on employee performance. To test whether 

or not the direct influence that occurs between work 

discipline on employee performance is significant, the t test 

is used. based on the table above, a tcount value of 3.386 is 

obtained with a ttable value at the sig level = 0.05 with n – 2 

or 115-2 = 113. It can be concluded that the tcount > ttable 

or 3.386 > 1.658 or a sig value of 0.001 <0.05 means the 

influence direct relationship between job satisfaction on 

employee performance is significant. To find out the 

contribution of job satisfaction to employee performance, it 

is calculated based on the coefficient of determination, 

namely r2 = (rz.y)2 = (0.303)2 x 100% = 9.18%. It means 

that the variable of job satisfaction contributes 9.18% to 

employee performance. 

 

Indirect Effect of Work Motivation on Employee 

Performance Through Mediation of Job Satisfaction 

 

Table 7.  Regression Coefficient of Independent Variable 

(Work Motivation) Against Mediating Variable 

(Job Satisfaction) 
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Table 8.  Mediating Variable Regression Coefficient 

Output (Job Satisfaction) Against Dependent 

Variable (Employee Performance) 

 

 
 

The table above shows that the regression coefficient 

value of work motivation on job satisfaction is 1.024 and the 

standard error value is 0.016 and the sig. 0.000. Furthermore, 

for job satisfaction it shows a regression coefficient value of 

0.798 with a standard error of 0.186 and a sig. 0.000. So that 

work motivation has a significant influence on employee 

performance through the mediation of job satisfaction. the 

calculation results show that the zcount value is 38.42 > 1.96, 

based on the comparison value zcount > ztable, it can be 

concluded that job satisfaction mediates the influence of 

work motivation on employee performance. 

 

The Effect of Work Discipline on Employee Performance 

through Mediation of Job Satisfaction 

 

Table 9. Output Regression of Independent Variable 

(Work Discipline) Against Mediation Variable 

(Job Satisfaction) 

 

 
 

Table 10. Mediating Variable Regression Coefficient 

Output (Job Satisfaction) Against Dependent 

Variable (Employee Performance) 

 

 
 

The table above shows that the regression coefficient 

value of work discipline on job satisfaction is 0.458 and the 

standard error value is 0.127 and the sig. 0.000. Furthermore, 

for job satisfaction it shows a regression coefficient value of 

0.798 with a standard error of 0.186 and a sig. 0.000. So that 

the work discipline variable has a significant influence on 

employee performance through the mediation of job 

satisfaction. Find the Z value from the results of the 

calculation it is known that the zcount value is 15.02> 1.96, 

based on the comparison value zcount> ztable, it can be 

concluded that job satisfaction mediates the influence of 

work discipline on employee performance. 

 

IV. CONCLUSION 

This research has succeeded in finding ways and 

strategies to improve employee performance through 

identification of the strength of influence between research 

variables. Furthermore, this research has produced findings 

about research variable indicators that need to be repaired 

and maintained. In detail, the conclusions of this study are as  

There is a direct influence between work motivation on job 

satisfaction. Thus strengthening work motivation can 

increase job satisfaction. There is a direct influence between 

work discipline on job satisfaction. Thus strengthening work 

discipline can increase job satisfaction. There is a direct 

influence between work motivation on employee 

performance. Thus strengthening work motivation can 

improve employee performance. There is a direct influence 

between work discipline on employee performance. Thus 

strengthening work discipline can improve employee 

performance. There is a direct influence between job 

satisfaction on employee performance. Thus strengthening 

job satisfaction can improve employee performance. There 

is an indirect effect between work motivation on employee 

performance through job satisfaction. Thus strengthening 

work motivation can improve employee performance 

through job satisfaction. Comparison of the value of the 

direct effect and the indirect effect obtained by calculating 

the indirect effect is greater than the direct effect, so it can 

be concluded that the job satisfaction variable functions 

effectively on employee performance as an intervening 

variable on the effect of work motivation on employee 

performance. This means that improving employee 

performance can be done together between work motivation 

and job satisfaction or can also be done separately. There is 

an indirect effect between work discipline on employee 

performance through job satisfaction. Thus strengthening 

work discipline can improve employee performance through 

job satisfaction. Comparison of the value of the direct effect 

and the indirect effect obtained by calculating the indirect 

effect is greater than the direct effect, so it can be concluded 

that the job satisfaction variable functions effectively on 

employee performance as an intervening variable on the 

effect of work motivation on employee performance. This 

means an increase in employee performance can be done. 

together between work discipline and job satisfaction or can 

also be done separately. 
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