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ABSTRACT 
 

 
The purpose of this study was to determine the effect of job satisfaction on the work discipline 
of government employees in the district office. The population in this study were all employees 
at the Pangkalan Kerinci sub-district office Riau Province, Indonesia. This study is a 
quantitative study, data analysis using SPSS 23. The results of research with the t-test, t-value 
(8.297) is greater than t-table (2.021). So it was concluded that Ha was accepted and H0 was 
rejected, so the hypothesis that there was a significant relationship between job satisfaction and 
employee work discipline at the Pangkalan Kerinci sub-district office was acceptable. While 
the R2 test was 61.6%, while 38.4% was influenced by other factors not examined in this study. 
This means that job satisfaction has a significant influence on the work discipline of 
government employees. 
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1. Introduction 
 

Public servants are the backbone of the government in efforts to provide services to the 
community. Because it is increasingly developing and accepting the role of government in 
achieving its objectives, increasing the expertise and ability of the apparatus is a must(Zindiye 
et al., 2012). Maximum Job Satisfaction, the organization must guarantee the right people and 
the conditions that enable them to work optimally and will make employees disciplined at 
work. The achievement of organizational goals that are driven and run by employees who play 
an active role and as actors in efforts to achieve the goals of the organization(Auer Antoncic & 
Antoncic, 2011; Iskamto et al., 2020) . 
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Work discipline is a process of developing construction for employees who are 
interested because work discipline is shown in the actions not in the person. Discipline is also 
a training process for employees so that employees can develop self-control and can be more 
effective at work. Government employees play an important role in providing services to the 
community, especially employees in the District Office. Discipline and job satisfaction of 
government employees at the Kerinci Pamat sub-district office can be seen from the level of 
employee attendance and following the rules (Iskamto, 2019).  

 
each service has set a standard completion. But sometimes problems still occur. One of 

them was an increase in the completion time of the making of community land ownership letter. 
Some elements still ask for the cost of making correspondence. In addition, the problem of land 
ownership is rather vulnerable because sometimes a land is recognized by two, three or more 
owners. Heterogeneous communities sometimes conflict between migrants and local 
communities. Then the boundary problem And the most frequent e-KTP network problems that 
always experience signal interference, so that the disruption of e-KTP data recording service 
activities. Based on the foregoing, 
 

 
2. Literature review 
 
Work Discipline 
 Discipline is one's awareness and willingness to await all company regulations and applicable 
social norms (Melayu SP Hasibuan, 2016: 193) 
According to Edy Sutrisno (2009: 85) in everyday life, wherever humans are, needed rules and 
regulations that will regulate and limit every activity and behavior. However, these regulations 
will have no meaning if they are not accompanied by sanctions for violators. 
 Fathoni (2006: 172) says that discipline is the awareness and willingness of a person to obey 
all company regulations and applicable social norms. 
 According to Keith Davis in Anwar Prabu Mangkunegara (2015: 129) argues that work 
discipline can be interpreted as the implementation of management to maintain organizational 
guidelines. 
But in practice, discipline is often interpreted the same as punishment and efforts to control 
one's behavior. With this interpretation, the definition of discipline is always associated with a 
firm and harsh attitude of punishment (punishment) that is given as an effective tool to enforce 
discipline, that is to be able to behave in accordance with applicable rules or regulations. 
So, someone will be willing to obey all the rules and carry out their duties, both voluntary and 
coercive. Discipline means that employees always come and go home on time, do a good job, 
comply with all company regulations and applicable social norms. 
Punishment is needed in increasing discipline and educating employees to obey all company 
regulations. Penalties must be fair and strict to all employees. With fairness and firmness, the 
goal of giving strict penalties for violators is not an educative tool for employees. 

Discipline must be upheld in a company organization. Without the support of good employee 
discipline, it is difficult for the company to realize its goals. So, discipline is the key to the 
success of a company in achieving its goals(Iskamto & Risman, 2018). 
 
Factors That Affect Work Discipline 
 According to Singodimedjo in Edy Sutrisno (2009; 89-92), factors affecting work discipline 
are: 
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1. The size of the compensation. The size of the compensation can affect the upright discipline of 
employees will comply with all applicable regulations. If he feels he is guaranteed collateral 
that is worth the effort he has contributed to the company. 

2. The presence or absence of leadership in the company. Leadership model is very important, 
because in the company environment (organization) all employees (employees) will always 
pay attention to how the leader can enforce his discipline and how he can control himself from 
words, actions and attitudes that can harm the established disciplinary rules. 

3. There are no definite rules that can be used as a handle. Coaching discipline will not be carried 
out in the company (organization), if there are no definite written rules to be able to hold 
together. 

4. Courage of the leader in taking action. With actions taken against disciplinary offenders in 
accordance with existing sanctions, all employees (employees) will feel protected and in their 
hearts promise not to do the same. 

5. The presence or absence of leadership supervision. In every activity carried out by the company 
(organization) there is a need for supervision that will direct the employees to be able to carry 
out the work appropriately in accordance with what has been determined. 

6. There is no attention to the employees (employees). An employee (employee) is not only 
satisfied with receiving high compensation, challenging work but also they still need great 
attention from their own leader. 

7. Created habits that support the establishment of discipline. Respect each other, give praise in 
accordance with the place and time, including employees (employees) in meetings. 
 
 Kinds of Work Discipline 
 There are two forms of work discipline, namely: Anwar Prabu (2015: 129-130) 

1. Preventive Discipline. Preventive discipline is an effort to move employees to follow and 
comply with work guidelines, rules that have been outlined by the company. The aim is to 
move employees to self-discipline. 

2. Corrective Discipline. Corrective Discipline is an effort to move employees to declare a 
company and direct it to comply with regulations in accordance with the guidelines that apply 
to the company. In corrective discipline, employees who violate discipline need to be 
sanctioned in accordance with applicable regulations. The purpose of sanctions is to correct 
employee violations, maintain applicable regulations and provide lessons to violators 
 
Indicators of Work Discipline 
Indicator is a tool used to explain about a condition when something is said to be "good" what 
is used to explain the thing called "good". When it is said someone has "understood" what is 
used to explain the person's level of understanding. 
 Hasibuan (2016: 194-198) basically there are many indicators that affect the level of employee 
discipline including: 

1. Purpose and ability. The purpose and ability to influence the level of employee discipline. The 
goals to be achieved must be clear and ideally set and quite challenging for the ability of 
employees. This means that the goals (jobs) charged to the employee are in accordance with 
the ability of the employee concerned, so that he works earnestly and is disciplined in doing it. 

2. Leadership Model. The leader's role is very instrumental in determining employee discipline 
because the leader is made the role model and role model by his subordinates. With the example 
of a good leader, the discipline of subordinates will also be good. But if the leader's example is 
not good (less disciplined), the subordinates will certainly lack discipline. 
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3. Remuneration. Rewarding also influences employee discipline because retribution will give 
employees satisfaction and love for their work. If the employee's love for the job is getting 
better, their discipline will get better too. 

4. Justice. Justice contributes to the realization of employee discipline because of ego and human 
nature who always feel themselves important and ask to be treated the same as other humans. 
Justice that is used as the basis of the policy in providing compensation (recognition) or 
punishment will stimulate the creation of good employee discipline. 

5. Waskat Waskat (inherent supervision) is the most effective real action in bringing about 
employee discipline. With a referee means the supervisor must be active and directly supervise 
the behavior, morals, attitudes, work enthusiasm and work performance of his subordinates. It 
is effective in stimulating employee discipline and morale. Employees feel they are getting 
attention, guidance, guidance, direction and supervision from their superiors. 

6. Penalty sanctions. Penalty status plays an important role in maintaining employee discipline. 
With sanctions increasingly severe penalties, employees will be increasingly afraid of violating 
the rules, attitudes and disciplinary behavior of employees will be reduced. The severity or 
severity of the sanctions that will be applied also affects the good or bad of employee discipline. 

7. Firmness. Firm leadership reprimands and punishes every employee who is disciplined will 
bring good discipline to an agency. 

8. Human relations. Harmonious human relations among fellow employees contribute to creating 
good discipline in a company, good relationships that are vertical and horizontal should be 
harmonious. If a harmonious human relationship is created, a comfortable working 
environment and atmosphere will be created, this will motivate good discipline in the 
organization 
 
 
Job Satisfaction  
 Job satisfaction theory tries to reveal what makes some people more satisfied with their work 
than some others. This theory also seeks a basis for the process of people's feelings towards job 
satisfaction. Among job satisfaction theories are Two-Factor theory and Valuo theory 
(Wibawo, 2007: 502-503) 

1. Two Factor Theory. The two factor theory is a theory of job satisfaction advocating that 
satisfaction and dissatisfaction are part of different variable groups, namely motivators and 
hygiene factors. In general, people expect that certain factors provide satisfaction if available 
and cause dissatisfaction if there is. In this theory, dissatisfaction is related to conditions around 
work (such as working conditions, wages, security, quality, supervision, and relationships with 
others), and not with the work itself. Because these factors prevent negative reactions, they are 
called hygiene or maintenance factors. Instead, satisfaction is drawn from factors related to the 
work itself or direct results thereof, such as the nature of the work, achievement in work, 
promotion opportunities and opportunities for self-development and recognition. Because these 
factors are associated with high levels of job satisfaction, they are called motivators. 

2. Value Theory. According to this theoretical concept of job satisfaction occurs at the level where 
the work results are received by individuals as expected. The more people who receive results, 
the more satisfied. The less they receive the results, the less satisfied they will be. Value theory 
focuses on results everywhere that judge people regardless of who they are. The key to 
satisfaction in this approach is the difference between the aspects of work that one has and 
wants. The greater the difference, the lower the satisfaction of people. The implications of the 
theory invite attention to aspects of work that need to be changed to get job satisfaction. In 
particular, this theory suggests that these aspects do not have to be the same for everyone, but 
may be aspects of the value of work about people who feel there is a serious conflict. 
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Job Satisfaction Indicator 
 Hasibuan (2008: 202), states that: indicators of job satisfaction are: 

1. Enjoys his work. The person who is well aware of the direction in which he is leading, why he 
is taking that path, and how he must go towards his goal. He likes his job because he can do it 
well. 

2. Loves his work. Give the best thing to give all forms of attention with all your heart that has 
with all the effort to one goal for the best results for his work. Employees want to sacrifice 
themselves even though it is difficult, even if sick, by not knowing the time, wherever 
employees are always thinking about their work. 

3. Work Morale Inner agreements that arise from within a person or group of people to achieve 
certain goals in accordance with established quality standards. 

4. Discipline. Conditions that are created and formed through the process of a series of behaviors 
that show the values of obedience, obedience, loyalty, order and or order. 

5. Work performance. The results of work achieved by a person in carrying out the tasks assigned 
to him based on skill and sincerity and time. 
Meanwhile, according to Robbin and Judge (2007: 81) dimensions of employee job satisfaction 
consist of: 

1. His work. A job requires a certain skill in accordance with their respective fields. Difficult 
whether or not a job and someone's feeling that his expertise is needed in doing the job, will 
increase or reduce job satisfaction. The indicator is the type of work. 

2. Salary. One of the factors in fulfilling the life needs of employees considered appropriate or 
not. The indicators are salary level and reward level. 

3. Supervision / supervisor. A good boss means to respect the work of his subordinates. For 
subordinates, superiors can be regarded as a father / mother / friend figure as well as their boss. 
The indicators are the attitude of superiors and leadership style. 

4. Co-workers. Factors relating to the relationship between employees and their superiors and 
with other employees, both the same and different types of work. The indicator is the attitude 
of coworkers. 
 
 
Effect of Job Satisfaction on Work Discipline 
 Job satisfaction at work is job satisfaction enjoyed at work by obtaining praise for work results, 
placement, treatment equipment, and good work environment. Employees who prefer to enjoy 
job satisfaction at work will prioritize their work more than rewards even though remuneration 
is important. Job satisfaction affects the level of employee discipline, meaning that satisfaction 
is obtained from work, good employee discipline. Conversely, if job satisfaction is less 
achieved from work, then employee discipline is low (Hasibuan, 2016: 203), for that the 
company also needs to pay attention to employee job satisfaction.  Discipline in working is a 
factor that must also be owned by employees who want to achieve satisfaction in work. 
Discipline can be in the form of timeliness in working, obedience to the tasks assigned to him, 
and the use of facilities properly. The current paradigm of institutions that want to develop and 
advance greatly requires employees who are highly disciplined in their work. Those who have 
high spirits, obey the rules set by the institution, are creative and can implement the facilities 
properly. In addition, with high work discipline from employees, they will be able to feel the 
results of work that has been occupied so far, and will be able to feel satisfaction in working. 
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3. RESEARCH METHODOLOGY 
 
This research is a quantitative research. Data processing uses SPSS 23. This research was 
conducted at the Government Office of Pangkalan Kerinci Sub-District, Pelelawan Regency, 
Riau Province, Indonesia. Sampling using simple random sampling technique. The sample in 
this study were all employees at the Pangkalan Keramat sub-district office, amounting to 45 
people. 

 

4. RESULTS AND DISCUSSION 

From table 4.1 it is known from 45 respondents taken as samples, 15 people (33.3%) are men 
and 30 people (66.7%) are women. From these data we can see that the Pangkalan Kerinci 
Sub-District Office Officer is predominantly female 

Table 4.1. Characteristics of Respondents by Gender 
Item  amount % 
Gender Male 15 33.3 
 Female 30 66.7 
Age  40 < years 38 84.5 
   >40 years 7 15.5 

Education High school 27 60.0 
Diplom 5 11.1 
Under Graduate 13 28.9 

Source: Data processed 2018 

From table 4.1 it can be seen that of 45 respondents, 38 people (84.5%) were under 40 
years old, while 7 people (15.5%) respondents were over 40 years old. dominantly under 40 
years old and still young and energetic. The next respondent profile is distinguished by level 
of education. Based on the level of 27 people (60.0%) with high school education, 5 people 
(11.1%) had D3 education and 13 people (28.9%) had undergraduate education (S1). From 
these data, we can see that more than half of high school officials are in Pangkalan Kerinci 
Sub-district Office. This means that the employee of Pangkalan Kerinci Sub-District Office his 
competencies have not fulfilled his education. 

 

Validity test 
Validity test is the accuracy or accuracy of an instrument in measuring what it wants to 

measure. In this study the number of respondents was 45 people. By using a significance level 
of 0.05, a rtable of 0.304 is obtained. If count ≥ rtable, the instrument or question items correlate 
significantly to the total score (declared valid). If on the contrary count <rtable, the statement 
item is declared invalid. Based on data collected from the respondent table shown in the 
following table, there are 12 statements for variable X and 16 statements for variable Y. The 
results of item analysis are shown in the following table: 
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Table 4.1. Results of Analysis of Variable Statement Items X 

Item 
Scale Mean if 
Item Deleted 

Scale 
Variance if 

Item Deleted t-value 
DK1 Statement 61.11 56.692 .649 
DK2 Statement 60.98 57.249 .584 
DK3 Statement 61.02 56.931 .760 
DK4 Statement 61.20 57.709 .586 
DK5 Statement 60.87 58.800 .556 
DK6 Statement 61.04 55.453 .728 
DK7 Statement 60.33 60.727 .411 
DK8 Statement 60.91 57.583 .545 
DK9 Statement 61.02 56.795 .604 
DK10 Statement 60.62 59.922 .486 
DK11 Statement 60.69 58.537 .613 
DK12 Statement 60.76 57.962 .667 
DK13 Statement 60.73 58.564 .630 
DK14 Statement 60.47 59.936 .460 
DK15 Statement 61.02 57.977 .476 
DK16 Statement 60.89 57.828 .631 

Source: Data processed 2018 

From table 4.1 it is known, the correlation of the first statement with a t-value of 0.649> 0.304, 
then declared valid. This is because r count (0.649) is greater than rtable (0.304), for statement 
item 2 and so on it is declared valid because r count is greater than rtable (0.304). 

Table 4.2 Results of Analysis of Variable Statement Items Y 

 
Scale Mean if 
Item Deleted 

Scale 
Variance if 
Item Dleted 

Corrected Item-
Total 

Correlation 
KK1 Statement 45.24 30.007 .555 
KK2 Statement 44.80 32.709 .188 
KK3 Statement 45.60 27.427 .671 
KK4 Statement 45.33 28.545 .542 
KK5 Statement 45.16 29.407 .600 
KK6 Statement 45.09 29.719 .604 
KK7 Statement 45.22 29.268 .480 
KK8 Statement 45.40 27.427 .662 
KK9 Statement 45.38 29.059 .605 
KK10 Statement 45.20 28.664 .692 
KK11 Statement 45.40 29.473 .596 
KK12 Statement 45.58 27.931 .643 
Source: Data processed 2018. 

From table 4.35 it is known, t-value (0.555) is greater than rtable (0.304), for 
statement item 2 and so on it is declared valid because r count is greater than rtable (0.304). 

Reliability Test 
The reliability test is used to determine the consistency of the measuring instrument, 

whether the measuring device used is reliable and remains consistent if the measurement is 
repeated. According to Sekaran (2008: 26), reliability of less than 0.6 is not good, while 0.7 is 
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acceptable and above 0.8 is good. Following are the results of the reliability test on the 
statement items of each variable. 

Table 4.3. Reliability Test Table for Each Variable 
No Variable Cronbach's Alpha 
1 Work Discipline (Y) .906 

2 Job Satisfaction (Y) 0.877 

Source: Data processed 2018  

From table 5.36 it can be seen that Cronbach's alpha in Variables X and Y is above 
0.6, this means good reliability (reliable).  

Normality test 
Normality test is used to determine whether the population data is normally 

distributed or not. This test is usually used to measure data on an ordinal scale, interval or 
ratio.  According Kriswanto (2008) in Masngudi (2012: 123), normality test is to see whether 
the residual value is normally distributed or not. Here are the results of the normality test on 
SPSS. 

 

Figure 5.1. Normality Test Results 

 

From Figure 5.1 it can be seen that the data spreads around the diagonal line and 
follows the direction of the diagonal line, then the regression model meets the normality 
assumption. 

Simple Linear Regression Test 
 Simple linear regression is used to determine the direction of the relationship between the 
independent variables and the dependent variable.  
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Table 4.4. Simple Linear Regression Test Results 

Coefficientsa 

Model 

Unstandardized Coefficients 
Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 11,294 6.507  1,736 , 090 

Job satisfaction 1,085 , 131 , 785 8,297 , 000 

a. Dependent Variable: Work Discipline 

From table 4.4 above it can be seen the results of a simple linear regression, namely: 
Y = 11.294 + 1.085X. From the results of these data can be explained as follows: 

a. A constant of 11,294 means that if job satisfaction (X) is 0, then work discipline (Y) still has a 
value of 11,294. 

b. Regression coefficient Job satisfaction variable (X) of 1.085, meaning that if job satisfaction 
has increased by 1 unit, then employee work discipline will increase by 1.085 units.  
 
Table 4.5. Determination Coefficient Test Results 

Model Summaryb 

Model R R Square Adjusted R Square 
Std. Error of the 

Estimate 

1 , 785a , 616 , 607 5,081 

a. Predictors: (Constant), Job Satisfaction 

b. Dependent Variable: Work Discipline 

From table 4.5 it can be seen that the value of R is 0.785. This means that the variable 
job satisfaction (X) has a close relationship with employee work discipline. While the R 
square value of 0.616, this means that the variable job satisfaction (X) contributes to the 
influence of employee work discipline by 61.6% and the remaining 38.4% is influenced by 
other variables not examined in this study. For example: motivation, compensation, 
enthusiasm for work, work environment, leadership and other 
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T test 

Table 4.6 Test Results t 

Coefficientsa 

Model 

Unstandardized Coefficients 
Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 11,294 6.507  1,736 , 090 

Job satisfaction 1,085 , 131 , 785 8,297 , 000 

a. Dependent Variable: Work Discipline 

 Source: Data processed 2018 

From table 4.6 it can be seen that the results of the acquisition of t test show that t-
value is 8,297> t-table 2,021 with a significance level of 0,000 less than 0.05. This means that 
job satisfaction has a significant influence on the work discipline of Pangkalan Kerinci Sub-
District Office Officers. 

 
5. CONCLUSION  

 
the results of research it can be concluded that from the t-test calculation, t-value (8,297) is greater than 
t-table (2,021). So it concluded that Ha accepted and Ho rejected, so the hypothesis that there was a 
significant relationship between job satisfaction and employee work discipline accepted. Also, from the 
linear regression, that R2 was 61.6%, while 38.4% was influenced by other factors not examined in this 
study. This means that job satisfaction has an influence on the work discipline of government 
employees. 
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