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Abstract: This study aims to analyze the influence of work discipline, incentives, and work motivation
on employee performance at PT Citra Mandiri Distribusindo. The background of this research is based
onissues such as low employee discipline, unequal incentive distribution, and lack of motivation, which
lead to fluctuating employee performance. The research used a descriptive quantitative method with a
survey approach, employing questionnaires distributed to all employees except Directors, General
Managers, and HRD, with a total of 109 respondents. The data analysis technique used multiple linear
regression to examine the influence of each variable. The results showed that partially and simultane-
ously, work discipline, incentives, and work motivation significantly influence employee performance.
The implication of this research is that the company must enhance employee discipline, clarify the
incentive system, and foster motivation through effective communication and recognition to achieve

optimal employee performance.
Keywords: Human resources; incentives; motivation; performance; work discipline

1. Introduction

Human resources are critical to achieving organizational objectives, especially in today’s
competitive and dynamic business environment. Employees are strategic assets whose pet-
formance directly affects a company’s sustainability and success[1]. PT Citra Mandiri Distri-
busindo, a distribution company in Batam, Indonesia, established in 2014, faces challenges in
maintaining consistent employee performance, influenced by issues related to discipline, in-
centives, and motivation. Performance data from January to December 2024 shows fluctuat
ing achievement levels, ranging from 65.14% to 85.96%, with an average of 67.33%. This
instability correlates with high levels of lateness, low incentive effectiveness, and poor em-
ployee morale. The company’s incentive scheme is seen as inadequate, especially for sales
staff, while limited appreciation and poor communication have undermined motivation. Pre-
vious studies using quantitative methods (e.g., regression models) have shown that motiva-
tion, discipline, and incentives significantly affect employee performance|2][3][4][5]. How-
ever, these studies often overlook internal policy structures and contextual HR challenges.
This study addresses declining performance at PT Citra Mandiri Distribusindo by empirically
analyzing how work discipline, incentives, and motivation influence employee outcomes.
Contributions include providing updated organizational data, validating the role of internal
HR practices, and proposing practical strategies to improve employee performance.

2. Literature Review

2.1. Employee Performance

Employee performance is widely regarded as a critical factor in achieving organizational
success. It reflects the extent to which employees fulfill their responsibilities and contribute
to organizational objectives. According to Amalia & Siagian, performance comprises a series
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of processes that demonstrate how well tasks are carried out within a specified period,
whether the outcomes meet, exceed, or fall short of expectations[6]. Performance is not only
measured by output but also by quality, timeliness, effectiveness, independence, and adher-
ence to ethical standards|7]. These indicators are often influenced by employees' skills, expe-
riences, and psychological engagement[8].

2.2 Work Discipline

Work discipline is essential for maintaining order and consistency in the workplace. It
refers to employees’ willingness and ability to comply with organizational rules and proce-
dures. Zillah et al. define work discipline as a form of self-regulation and compliance, which
includes punctuality, attendance, obedience to standard operating procedures, and ethical be-
havior[9]. Jufrizen emphasizes that discipline is a reflection of the seriousness and responsi-
bility with which employees approach their tasks[10]. A disciplined workforce ensures better
coordination, higher productivity, and reduced instances of misconduct. The lack of disci-
pline, on the other hand, can lead to delays, errors, and lowered morale.

2.3 Incentives

Incentives are deliberate mechanisms used by organizations to motivate employees to
perform beyond the minimum requirements. lKomariah et al. describe incentives as both fi-
nancial and non-financial rewards that influence motivation and job satisfaction|3]. Financial
incentives include bonuses, commissions, profit-sharing, and allowances, while non-financial
incentives consist of recognition, career development opportunities, and improved working
conditions[11]. Almaududi et al. argue that incentives are effective only when they are per-
ceived as fair, attainable, and aligned with employees' expectations[12]. A pootly designed
incentive system can demoralize employees and reduce productivity, as observed in compa-
nies where rewards are either too difficult to achieve or unequally distributed.

2.4 Work Motivation

Work motivation is a psychological force that drives individuals to act and sustain effort
toward work-related goals. Motivation can be classified into intrinsic and extrinsic categories.
Intrinsic motivation comes from within the individual, such as a sense of purpose or enjoy-
ment derived from the work itself, while extrinsic motivation is driven by external rewards or
the avoidance of negative consequences|[13][14]. Ridwan & Anwar define motivation as a
fundamental determinant of human behavior, influencing the level of energy, direction, and
persistence individuals exhibit at work|[15]. Komariah et al. emphasize that motivation plays
a pivotal role in improving employee engagement, especially when combined with appropriate
leadership, supervision, and communication|3].

3. Proposed Method

This study employed a quantitative descriptive approach using a survey method to ex-
amine the influence of work discipline, incentives, and work motivation on employee perfor-
mance at PT Citra Mandiri Distribusindo. The research was conducted from March to July
2025 in Batam, Indonesia. The population comprised 109 employees, excluding Directors,
General Managers, and HR personnel. Using a saturated sampling technique, all employees
were selected as respondents. Data were collected through a structured questionnaire consist-
ing of 20 items measured on a 5-point Likert scale[16]. The key vatiables in this study include,
independent variables (Work Discipline (X1), Incentives (X2), and Work Motivation (X3)),
dependent variable (Employee Performance (Y)). Data analysis was performed using multiple
linear regression with the help of SPSS version 25[17]. Prior to regression, classical assump-
tion tests such as normality, multicollinearity, and heteroscedasticity were conducted to ensure
the validity of the model. A significance level of 5% («x = 0.05) was applied to test the hypoth-
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4. Results and Discussion

4.1. Validity Test

The validity of the questionnaire items in this study was evaluated by comparing the
Pearson correlation coefficient (felculared) Of each item with the critical r-table value (fubl) at a
5% significance level for a two-tailed test. With 109 respondents, the degrees of freedom (df
=N - 2) was 107, yielding an ruple value of 0.1882.

Table 1. Validity Test Analysis Results

Item Statement Pearsc?n Teabel Sig. Information
Corelation

X1.1 0,741 0,1882 0,0000 Valid
X1.2 0,674 0,1882 0,0000 Valid
X1.3 0,576 0,1882 0,0000 Valid
X1.4 0,581 0,1882 0,0000 Valid
X1.5 0,690 0,1882 0,0000 Valid
X2.1 0,760 0,1882 0,0000 Valid
X2.2 0,690 0,1882 0,0000 Valid
X2.3 0,578 0,1882 0,0000 Valid
X2.4 0,648 0,1882 0,0000 Valid
X2.5 0,531 0,1882 0,0000 Valid
X3.1 0,744 0,1882 0,0000 Valid
X3.2 0,660 0,1882 0,0000 Valid
X3.3 0,619 0,1882 0,0000 Valid
X3.4 0,743 0,1882 0,0000 Valid
X3.5 0,445 0,1882 0,0000 Valid

Y1 0,745 0,1882 0,0000 Valid

Y2 0,632 0,1882 0,0000 Valid

Y3 0,703 0,1882 0,0000 Valid

Y4 0,582 0,1882 0,0000 Valid

Y5 0,592 0,1882 0,0000 Valid

Based on the results presented in Table 4.1, all items across the four variables—Work
Discipline (X1), Incentives (X2), Work Motivation (X3), and Employee Performance (Y)—
exceeded the critical threshold, indicating their statistical validity. Specifically, the feacutated val-
ues for X1 ranged from 0.576 to 0.741; for X2, from 0.531 to 0.760; for X3, from 0.445 to
0.744; and for Y, from 0.582 to 0.745. Since all values are above the minimum requirement,
it can be concluded that the questionnaire items used in this study are valid and suitable for
further analysis.

4.2 Reliability Test

The reliability of the research instrument was assessed using the Cronbach’s Alpha co-
efficient, which is a widely accepted statistical measure to evaluate internal consistency. In
general, a variable is considered reliable if its Cronbach’s Alpha value is 0.6 or higher, indicat-
ing that the items within each variable consistently measure the same construct.

Table 2. Reliability Test Results

Item Statement | Cronbach's Alpha

X1 0,666
X2 0,647
X3 0,652

Y 0,660
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The results of the reliability test, as presented in Table 4.2, show that all variables in this
study met the reliability criteria. Specifically, the Cronbach’s Alpha values were 0.666 for
Work Discipline (X1), 0.647 for Incentives (X2), 0.652 for Work Motivation (X3), and 0.660
for Employee Performance (Y). Although some of the coefficients are only slightly above the
threshold, they still fall within the acceptable range for exploratory research. Therefore, it can
be concluded that all measurement instruments used in this study are statistically reliable and
appropriate for further analysis.

4.3 Normality Test

The normality of the data in this study was assessed using three methods: histogram
analysis, Normal P-P plot, and the Kolmogorov—Smirnov statistical test.

Histogram
Dependent Variable: KINERJA KARYAWAN

Mean = -3 96E-16
30 Std. Dev. = 0986
H=109

Frequency

-4 -2 0 2

Regression Standardized Residual

Figure 1. Histogram Analysis

The histogram (Figure 1) shows a bell-shaped curve, indicating that the data are approx-
imately normally distributed.

Normal P-P Plot of Regression Standardized Residual
Dependent Variable: KINERJA KARYAWAN
10

I
IRRP

.
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Figure 2. Normal P-Plot

Similarly, the Normal P-P plot (Figure 2) displays data points that align closely with the
diagonal line, further suggesting a normal distribution pattern.
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Table 3. Kolmogorov-Smirnov Test Results

One-Sample Kolmogorov-Smirnov Test
Unstandardized Residual
N 109
Normal Parameters»b Mean 0,0000000
Std. Deviation 2, 77175635
Most Extreme Differ- Absolute 0,094
ences Positive 0,089
Negative -0,094
Test Statistic 0,094
Asymp. Sig. (2-tailed) ,019¢
Sig, 0,270d
Monte Carlo Sig, (2- Eg;”j; 0,259
tailed) 99% Confidence Interval
Upper
0,282
Bound ’

However, the results of the Kolmogorov—Smirnov test, as shown in Table 3, indicate
otherwise: the Asymp. Sig. (2-tailed) value was 0.019, which is less than the significance level
of 0.05, implying that the data deviate from a normal distribution. To address this, the re-
searcher employed the Monte Catlo method as an alternative test. The Monte Carlo Sig. (2-
tailed) value was 0.270, which exceeds 0.05, thus confirming that the data can be considered
normally distributed under this more robust resampling-based approach. This finding satisfies
the assumption of normality required for further linear regression analysis.

4.4 Multicollinearity Test

The multicollinearity test in this study was conducted by examining the Tolerance and
Variance Inflation Factor (VIF) values for each independent variable. A variable is considered
free from multicollinearity if its tolerance value is greater than 0.10 and its VIF value is less
than 10. Conversely, tolerance values < 0.10 and VIF values = 10 indicate the presence of
multicollinearity.

Table 4. Multicollinearity Test Results

Coefficients?
Collinearity Statistics
Model Tolerance VIF
Disiplin Kerja 0,792 1,263
Insentif 0,829 1,206
Motivasi Kerja 0,814 1,229

Based on the results presented in Table 4, none of the independent variables exhibit
signs of multicollinearity. The tolerance values for Work Discipline, Incentives, and Work
Motivation are 0.792, 0.829, and 0.814 respectively—all well above the 0.10 threshold. Simi-
larly, the VIF values for these variables—1.263 (Work Discipline), 1.206 (Incentives), and
1.229 (Work Motivation)—are significantly below the cutoff point of 10. These findings con-
firm that the independent variables in this study are not highly correlated with one another
and meet the assumptions required for reliable multiple regression analysis.

4.5 Heteroscedasticity Test

The Glejser test was employed in this study to detect the presence of heteroskedasticity
in the relationship between the independent variables—Work Discipline, Incentives, and
Work Motivation—and the dependent variable, Employee Performance.

Table 5. Heteroscedasticity Test with Glejser Test Results
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Coefficients?
Unstandardized | Standardized
Model Coefficients Coefficients . Sig:
B Std, Beta
Error

(Constant) 3,067 1,296 2,367 | 0,020
Disiplin Kerja | -0,086 | 0,053 -0,176 -1,630 | 0,106
1 Insentif 0,066 0,058 0,120 1,141 | 0,256
Motivasi 0,029 | 0,054 0,058 0,544 | 0,588

Kerja

The results, presented in Table 5, indicate that there is no evidence of heteroskedasticity
in this model. This conclusion is supported by the significance values obtained for each vari-
able: 0.106 for Work Discipline, 0.256 for Incentives, and 0.588 for Work Motivation—all of

which are greater than the 0.05 threshold.

Scatterplot
Dependent Variable: Abs_Res

Regression Studentized Residual
L]

Regression Standardized Predicted Value

Figure 3. Heteroscedasticity Test with Scatterplot Results

Additionally, the scatterplot shown in Figure 3 demonstrates that the residuals are ran-
domly dispersed without forming any clear pattern or systematic structure. This visual con-
firmation further supports the conclusion that the assumption of homoskedasticity has been
met, and thus, the regression model is appropriate for use in further analysis.

4.6 Multiple Linear Regression Analysis Test

To analyze the influence of work discipline, incentives, and work motivation on em-
ployee performance, this study employed a multiple linear regression analysis.

Table 6. Multiple Linear Regression Analysis Test Results

Coefficients?
Unstandardized Coeffi- . .
Model cients Standardized Coefficients . Sig.
B Std. Error Beta

(Constant) 5,787 1,053 5,496 | 0,000
’ Disiplin Kerja 0,239 0,043 0,363 5,542 | 0,000
Insentif 0,344 0,047 0,468 7,305 | 0,000
Motivasi Kerja 0,144 0,044 0,214 3318 | 0,001

The results of the data processing are presented in Table 6 and can be summarized in
the following regression equation:
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Y = 5.787 + 0.239(Work Discipline) + 0.344(Incentives) + 0.144(Work Motivation)

Based on this regression equation, several interpretations can be made. First, the con-
stant value of 5.787 indicates the baseline level of employee performance when all independ-
ent variables are held at zero. Second, the regression coefficient for Work Discipline (X1) is
0.239, suggesting a positive influence on employee performance. This implies that for every
1% increase in work discipline, employee performance is expected to increase by 0.239 or
23.9%. Third, the coefficient for Incentives (X2) is 0.344, also indicating a positive effect. An
increase of 1% in incentives would result in a 0.344 or 34.4% rise in performance. Lastly, the
coefficient for Work Motivation (X3) is 0.144, meaning that a 1% increase in motivation is
associated with a 0.144 or 14.4% improvement in employee performance. These results
demonstrate that all three variables contribute positively to enhancing performance out-
comes.

4.7 Coefficient of Determination Test

Table 7. Coefficient of Determination Test Results

Model Summary
Model | R | R Square | Adjusted R Square | Std. Error of the Estimate
1 0,802 | 0,643 0,633 1,40554

Based on the results shown in Table 7, the value of Adjusted R Square is 0.633, indicating
that the independent variables—Work Discipline, Incentives, and Work Motivation—collec-
tively explain 63.3% of the variance in Employee Performance. This means that the regression
model has a strong explanatory power, as a significant proportion of the performance varia-
tion is accounted for by the variables included in the study. However, the remaining 36.7%
of the variation may be attributed to other factors not examined in this research, such as
leadership style, job satisfaction, work environment, or organizational culture. These findings
suggest that while the selected variables are important predictors, future studies may benefit
from incorporating additional variables to further improve the model’s explanatory capability.

4.8 t-test
Table 8. t-tes Results
Coefficients?
. . Standardized
Model Unstandardized Coefficients Cocfficients . Sig.
B Std. Error Beta

(Constant) 5,787 1,053 5,496 | 0,000
1 Disiplin Kerja | 0,239 0,043 0,363 5,542 | 0,000
Insentif 0,344 0,047 0,468 7,305 | 0,000
Motivasi Kerja | 0,144 0,044 0,214 3,318 | 0,001

Referring to the results in Table 8, the statistical analysis of the partial effect of each
independent variable on the dependent variable (Employee Performance) was conducted us-
ing a t-test. The results are as follows:

a.  Work Discipline (X1)

The t-calculated value for Work Discipline is 5.542, which is greater than the t-table
value of 1.98282 at a 5% significance level (« = 0.05). The significance value (p-
value) is 0.000, which is less than 0.05. This indicates that Work Discipline has a
statistically significant and positive effect on Employee Performance. Therefore, the
first hypothesis is accepted, and it can be concluded that improvements in discipline
levels are likely to enhance employee performance.

b. Incentives (X2)

The t-calculated value for Incentives is 7.305, also higher than the t-table value of
1.98282. The p-value is 0.000, which is well below the 0.05 threshold. This shows
that Incentives exert a significant positive influence on Employee Performance.



International Journal of Economics and Management Sciences 2025 (August), vol. 2, no. 3, Jessyca, et al. 73 of 75

Thus, the second hypothesis is supported, suggesting that better or fairer incentive
systems will lead to improved employee outcomes.
c.  Work Motivation (X3)

The t-calculated value for Work Motivation is 3.318, exceeding the critical t-table
value of 1.98282. The associated significance level is 0.001, also below the 0.05 cut-
off. These results indicate that Work Motivation has a significant and positive rela-
tionship with Employee Performance. Therefore, the third hypothesis is also ac-
cepted, implying that higher employee motivation contributes meaningfully to better

performance.
49 F Test
Table 9. F Test Results
ANOVA?
Model Sum of Squares | df | Mean Square F Sig,
Regression 374,129 3 124,710 63,127 | 0,000P
1| Residual 207,431 105 1,976
Total 581,560 108

The results of the simultaneous hypothesis test, as shown in Table 9, demonstrate that
the independent variables—Work Discipline, Incentives, and Work Motivation—collectively
have a significant effect on the dependent variable, Employee Performance. This conclusion
is supported by the F-test result, where the F-calculated value is 63.127, which is substantially
greater than the F-table value of 2.69. Moreover, the significance value (p = 0.000) is well
below the standard threshold of 0.05, indicating that the model is statistically significant.
These findings confirm that the three independent variables, when analyzed simultaneously,
meaningfully and positively influence employee performance. Therefore, the regression
model used in this study is valid and appropriate for explaining the variation in employee
performance at PT Citra Mandiri Distribusindo.

5. Comparison

This study confirms that work discipline significantly affects employee performance at
PT Citra Mandiri Distribusindo. This is evidenced by the t-test result, where the significance
value is 0.000 (less than 0.05) and the t-value (5.542) exceeds the critical t-table value
(1.98282). The finding implies that higher discipline levels among employees are likely to en-
hance their performance. This result alighs with previous studies by Ratnawati et al., Graicelda
& Siagian, Napitupulu & Siagian, and Ginting & Siagian, which also found a significant impact
of work discipline on performance[18][19][20][21]. At PT Citra Mandiri Distribusindo, em-
ployee discipline is reflected through consistent attendance, punctuality, adherence to com-
pany rules, and timely completion of responsibilities. A disciplined workforce ensures opera-
tional efficiency and smooth product distribution, ultimately strengthening business petfor-
mance and partnerships.

The study also found a significant relationship between incentives and employee perfor-
mance, supported by a t-value of 7.305 (greater than 1.98282) and a significance level of 0.000.
Both financial and non-financial incentives encourage employees to be more productive,
loyal, and responsible. This finding is consistent with research by Widakdo et al., Komariah
et al., and Waruwu & Simanullang, which affirmed that incentives positively influence perfor-
mance[3][5][22]. At PT Citra Mandiri Distribusindo, incentives play a strategic role not only
as rewards but also as motivation triggers. A well-structured incentive system helps employees
maintain consistent performance, particularly in meeting daily and weekly distribution targets.
For optimal impact, the company should ensure fairness and clarity in incentive policies and
conduct periodic evaluations to maintain relevance and effectiveness.

Likewise, work motivation significantly influences employee performance, as shown by
a t-value of 3.318 and a p-value of 0.001, both meeting significance criteria. Motivation—
driven by responsibility, pride, recognition, and challenge—encourages employees to com-
plete tasks more effectively. This aligns with the findings of Ratnawati et al., Komariah et al.,
and Waruwu & Simanullang[3][5][18]. In PT Citra Mandiri Distribusindo’s fast-paced and
demanding work environment, motivated employees tend to be more focused, responsible,
and resilient. High motivation supports operational success by promoting efficiency and
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meeting tight deadlines. Therefore, it is essential for the company to create a supportive en-
vironment through recognition, clear communication, and opportunities for growth.

The F-test results also demonstrate that work discipline, incentives, and motivation col-
lectively affect employee performance, with a significance value of 0.000 and F-value of
63.127 exceeding the critical F-table value of 2.69. This confirms that the combination of
these three variables contributes significantly to improving performance. These findings are
supported by studies from Waruwu & Simanullang, Supratman et al., and Rahayu & Rusandy,
which similarly highligchted the joint impact of discipline, incentives, and motiva-
tion[5][23][24]. Together, these factors foster a productive and supportive work environment.
Discipline ensures operational order, incentives stimulate external drive, and motivation sus-
tains internal commitment. When managed synergistically, they enhance employee and organ-
izational performance.

In conclusion, the results of this study show that work discipline, incentives, and moti-
vation—both individually and simultaneously—have a positive and significant influence on
employee performance at PT Citra Mandiri Distribusindo. As practical implications, the com-
pany is encouraged to strengthen each of these factors either independently or in combination
to ensure continued improvement in employee outcomes.

6. Conclusions

Based on the analysis results, several conclusions and recommendations can be drawn.
First, the company is encouraged to maintain and strengthen a culture of discipline among
employees. One effective approach is to recognize those who consistently demonstrate punc-
tual attendance by offering special incentives or regular recognition such as monthly awards.
Second, it is advisable for the company to reassess its financial incentive system to ensure it
is more performance-based and fair. Incentives tied to measurable achievements can serve as
a strong motivational driver for employees to meet established targets. Third, employees who
show high levels of responsibility should be provided with opportunities for growth, such as
participation in training programs, involvement in decision-making processes, and greater re-
sponsibilities. These measures will foster a sense of appreciation and enhance employee com-
mitment to the organization. Finally, future researchers are encouraged to explore different
variables or research settings in order to broaden the scope of study. This research may serve
as a reference or comparative framework for those interested in expanding similar topics in
the future.
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