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This study aims to analyze the impact of Work 
Supervision, Work Motivation, and Work 
Environment on the Work Discipline of 
employees at the West Binjai District Office. 
Utilizing a quantitative approach with an 
associative method, the research involved 30 
employees as respondents. Data were collected 
through a questionnaire designed to measure the 
relevant research variables. The gathered 
information was processed using SPSS version 25 
statistical software. Multiple linear regression 
analysis was applied to evaluate both the 
simultaneous and partial effects of work 
supervision, work motivation, and work 
environment on employee work discipline. The 
results of the study indicate that both 
simultaneously and partially, work supervision, 
work motivation, and work environment have a 
positive and significant impact on work discipline. 
Effective supervision helps employees comply 
with established regulations, while strong 
motivation enhances their commitment to 
responsibilities. Furthermore, a conducive work 
environment plays a crucial role in improving 
overall employee performance 
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INTRODUCTION 
Human resources (HR) are individuals who work in both government and 

private institutions, covering various aspects of employee management, such as 
recruitment, training, development, performance appraisal, and employee 
welfare. The main objective of HR management is to maximize employee 
potential and productivity, in order to create a healthy and supportive work 
environment. HR is the most important asset in an organization, because humans 
are the only resource that can drive other resources. 

The sub-district office functions as an administrative office located in a 
sub-district and is responsible for the welfare of the surrounding community. 
This office is also often a means to fulfill the administrative needs of the 
community, such as making certificates, identity cards, family cards, and 
administration of new residents or those who have moved. Success in carrying 
out these administrative tasks is highly dependent on the quality of the human 
resources in it, especially in terms of work discipline. 

According to Hasibuan (2018), work discipline is a person's awareness and 
willingness to obey company regulations and applicable social norms. Work 
discipline includes employee attitudes and behaviors that are in accordance with 
the standards set by the company. Furthermore, Hasibuan (2018) outlines several 
indicators of work discipline, namely attendance at work, adherence to 
regulations, compliance with work standards, a high level of alertness, and 
ethical behavior in the workplace. The results of the pre-survey showed that 
work discipline problems at the West Binjai District Office were still significant. 
As many as 66.67% of employees arrived late, 60% went home late, 20% did not 
utilize their working time properly, and 53.33% did not follow the applicable 
standard provisions. This indicates problems in discipline, such as unexplained 
lateness and lack of compliance with work procedures. 

In addition to work discipline, supervision is an important factor in 
ensuring that employees carry out their duties optimally. Effective supervision 
can improve employee compliance with regulations and improve organizational 
performance. According to Handoko (2016), supervision (controlling) is the 
process of finding and implementing methods and tools to ensure that plans are 
implemented as determined. Supervision can have positive or negative impacts. 
Positive supervision aims to ensure that organizational goals are achieved 
efficiently and effectively, while negative supervision functions to prevent 
unwanted activities. According to Handoko (2016), work supervision indicators 
include accuracy, timeliness, objectivity, and comprehensive and focused 
supervision at points of supervision strategy. However, the results of a pre-
survey at the West Binjai District Office showed that employee supervision was 
not optimal. As many as 80% of employees were not supervised while working, 
66.67% were not given deadlines, 26.67% rarely gave relevant opinions, and 60% 
of supervision did not run according to strategy. This shows that supervision in 
the office needs to be improved, especially in terms of leadership involvement 
and the effectiveness of the strategies implemented. 

Work motivation also plays an important role in improving employee 
work discipline. Mangkunegara (2018) describes motivation as a driving force or 
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energy that directs employees toward achieving organizational goals. The 
indicators of motivation, as outlined by Mangkunegara (2018), include the need 
for achievement, the need for affiliation, and the need for power. The results of a 
pre-survey at the West Binjai District Office showed that employee work 
motivation was still low. As many as 80% of employees were not motivated to 
meet housing needs, 33.33% did not have good relationships with coworkers, 
60% did not try to be good individuals for others, and 86.67% felt dissatisfied 
because of inappropriate compensation. This indicates low work motivation and 
a lack of encouragement to behave positively in the work environment. 

The work environment is an important factor that influences employee 
experience and productivity. Sutrisno (2018) explains that the work environment 
plays a crucial role in supporting employee activities. The key indicators of the 
work environment, according to Sutrisno (2018), consist of the workplace 
atmosphere, relationships with colleagues, and the availability of work facilities. 
The results of a pre-survey at the West Binjai District Office showed problems in 
the work environment. As many as 13.33% of employees felt that air circulation 
was uncomfortable, 66.67% complained about poor lighting, 60% had poor 
relationships with coworkers, and 73.33% did not help each other with difficult 
work. This shows that the physical condition of the office is less than optimal and 
relationships between employees need to be improved. 

Based on the background above, the researcher is interested in conducting 
research with the title "Analysis of Work Supervision, Work Motivation, and 
Work Environment on Work Discipline of Employees at the West Binjai District 
Office". 
 
LITERATURE REVIEW 
Work Discipline 

Hasibuan (2018) defines work discipline as an individual's awareness and 
willingness to comply with all established company regulations and prevailing 
social norms. Meanwhile, Sutrisno (2018) states that several factors influence work 
discipline, including the work environment, work motivation, compensation, 
exemplary leadership within the company, clear regulations as a reference, the 
leader’s decisiveness in enforcing rules, supervisory measures, attention to 
employees, and the formation of habits that promote discipline. Furthermore, 
Hasibuan (2018) outlines several indicators of work discipline, namely attendance 
at work, adherence to regulations, compliance with work standards, a high level 
of alertness, and ethical behavior in the workplace. 
Work Supervision 

 According to Handoko (2016) Supervision (controlling) is the process of 
finding and implementing ways and tools to ensure that plans are implemented as 
determined. Supervision indicators according to Handoko (2016) are accurate, 
timely, objective and comprehensive and focused on strategic supervision points. 
Work Motivation 
 Mangkunegara (2018) describes motivation as a driving force or energy that 
directs employees toward achieving organizational goals. The indicators of 
motivation, as outlined by Mangkunegara (2018), include the need for 
achievement, the need for affiliation, and the need for power. 
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Work Environment 
 Sutrisno (2018) explains that the work environment plays a crucial role in 
supporting employee activities. The key indicators of the work environment, 
according to Sutrisno (2018), consist of the workplace atmosphere, relationships 
with colleagues, and the availability of work facilities. 
 
METHODOLOGY 

This research employs a quantitative approach with an associative design, 
which, as stated by Sugiyono (2018), aims to examine the relationship and 
influence among variables. The independent variables in this study consist of 
work supervision, work motivation, and work environment, while the 
dependent variable is work discipline. The study involves 30 employees from the 
West Binjai District, using a saturated sampling technique, meaning that the 
entire population is taken as the sample. Data collection is conducted through 
questionnaires and analyzed using SPSS version 25. The analysis technique 
applied is multiple linear regression, as it includes more than one independent 
variable. Prior to hypothesis testing, a classical assumption test is performed to 
ensure the validity of the model. Hypothesis testing involves the F test, t test, and 
coefficient of determination (R²) to evaluate the influence and contribution of 
independent variables on the dependent variable, both simultaneously and 
partially. 

 
RESULT AND DISCUSSION 
General Description of the Research Object 

Binjai Barat District is one of five districts in Binjai City. Historically, Binjai 
Barat District began with the inauguration of the District Coordinator in 1981 in 
Binjai City, consisting of the West Binjai Coordinator, South Binjai Coordinator, 
and Binjai City Coordinator.   

The inauguration of the Sub-district Coordinator was the forerunner to the 
formation of sub-districts in the Binjai City area, which at that time did not have 
an administrative division of sub-districts. At that time, Binjai City had 19 sub-
districts. In line with the mandate of Law No. 5 of 1974 concerning Regional 
Government and Law No. 5 of 1979 concerning Village Government, the West 
Binjai Sub-district Coordinator was inaugurated as a sub-district that oversees six 
sub-districts, namely Bandar Senembah Sub-district, Limau Mungkur Sub-district, 
Limau Sundai Sub-district, Payaroba Sub-district, Sukaramai Sub-district, and 
Suka Maju Sub-district. 

This research was conducted in Binjai Barat District using a questionnaire 
distribution method to 30 district employees as research samples. Questionnaire 
data processing includes several variables, namely Work Supervision (X1) with 8 
statements, Work Motivation (X2) with 6 statements, Work Environment (X3) with 
6 statements, and Work Discipline (Y) with 10 statements. The questionnaire was 
arranged in a Likert scale format in the form of a checklist table. The data obtained 
were then tested for validity to ensure that the research instrument could measure 
the variables studied accurately. Validity testing was carried out by correlating the 
scores of each statement item with the total individual score. Data processing and 
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analysis in this study were carried out using SPSS Version 25, with validity testing 
limited to 30 respondents. 
1. Data Quality Test 

a. Validity Test 
Tabel 4.1 Validity Test 

 
Source: SPSS Processed Data (2025) 

 
The validity test results indicate that the correlation values for all question 

items within the variable exceed 0.30. Therefore, all questionnaire items are 
considered valid and suitable for use as a measurement instrument in the study. 

b. Reliability Test 
 

Tabel 4.2 Reliability Test 

 
Source: SPSS Processed Data (2025) 

 
Based on Table 4.2, the Cronbach's Alpha value for each variable in this 

study is above 0.60. This indicates that the questionnaire used has met the 
reliability standards, so it can be used for further research. 
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2. Classical Assumption Test 
a. Normality Test 

Histogram Test 
 

 
Figure 4.1 Histogram Test 

Soure: SPSS Processed Data (2025) 
 

This figure shows the standard regression residual distribution for the 
dependent variable "Total Y". The residuals appear to be close to a normal 
distribution, with a mean close to zero and a standard deviation of approximately 
0.947. Overall, these results indicate that the assumption of normality of the 
residuals in the regression analysis is likely met. However, for further validation, 
additional analysis can be performed, such as statistical tests of normality using 
the Kolmogorov-Smirnov or Shapiro-Wilk tests. 

P Plot Test 
 

 
Figure 4.2 P Plot Test 

Source: SPSS Processed Data (2025) 
 

In the image above, the Normal PP Plot Regression Standardized Residual 
section shows that the data points tend to follow the diagonal line. This indicates 
that the data in this study has a distribution that is close to normal. Thus, the 
regression model used can be said to meet the assumption of normality. 
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Kolmogorov-Sminov test 
Tabel 4.3 Kolmogorov-Sminov Test 

 
Source: SPSS Processed Data (2025) 

 
The test results indicate an Asymp. Sig. (2-tailed) value of 0.200. Since this 

value exceeds the significance threshold of 0.05 (0.200 > 0.05), it can be inferred that 
the research data follows a normal distribution. 

a. Multicollinearity Test 
Tabel 4.4 Multicollinearity Test 

 
Source: SPSS Processed Data (2025) 

 
Work Supervision 0.904, work motivation 0.942, and work environment 

0.944, all of which indicate that the tolerance value is > 0.1, as seen from the 
Coefficient table above. Work Supervision is 1.106, Work Motivation is 1.062, and 
Work Environment is 1.059, which means the Variance Inflation Factor (VIF) value 
<10. So it can be concluded that there is no multicollinearity in this study. 

b. Heteroscedasticity Test 
 

 
Figure 4.3 Heteroscedasticity Test 
Soure: SPSS Processed Data (2025) 
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Based on the image above, the results of the scatterplot analysis show that 
the data distribution does not form a clear pattern and is randomly distributed 
around the Y-axis value of 0, both above and below it. Thus, it can be concluded 
that in this study there is no problem of heteroscedasticity. 
3. Multiple Linear Regression Analysis 

Tabel 4.5 Multiple Linear Regression Analysis 

 
Source: SPSS Processed Data (2025) 

 
The coefficient values of the independent variables (work supervision, 

work motivation, and work environment on work discipline) are presented based 
on Table 4.11 above. According to the table, the resulting regression equation is as 
follows: 

Y = (-7.878) + 0.528 X1 + 0.686 X2 + 0.625 X3 + e 
The Explanation Regarding this Regression Equation is as Follows: 

If work supervision, work motivation, and work environment remain 
constant or unchanged, the constant value of -7.878 indicates that work discipline 
is also -7.878. If the constant value falls within the range of +1 to -1, it can be 
concluded that variables X1, X2, and X3 contribute to variable Y. 

The work supervision coefficient of 0.528 indicates that every increase in 
work supervision will improve employee work discipline by 0.528. Since the 
coefficient value is not equal to zero, it can be concluded that variable X1 influences 
variable Y. 

The work motivation coefficient of 0.686 shows that each increase in work 
motivation will enhance employee work discipline by 0.686. A coefficient value 
that is not zero indicates that variable X2 has an effect on variable Y. 

The work environment coefficient of 0.625 indicates that every 
improvement in the work environment will increase employee work discipline by 
0.625. Since the coefficient value is not zero, it can be concluded that variable X3 
influences variable Y. 
4. Hypothesis Testing 

a. Simultaneous Test (F Test) 
b.  

Tabel 4.6 Simultaneous Test (F Test) 

 
Source: SPSS Processed Data (2025) 
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Based on the interpretation of the F-test results, with the F-table value 
determined at nk-1 = 30-3-1 = 26, the calculated F-table value is 2.975. As shown in 
the table, the obtained significance value is 0.000. Since this value is below the 0.05 
threshold and the F-count of 14.697 exceeds the F-table value of 2.975, the null 
hypothesis (H0) is rejected, while the alternative hypothesis (H4) is accepted. This 
confirms that Work Supervision, Work Motivation, and Work Environment 
collectively influence Work Discipline. 

c. Partial Test (t-Test) 
 

Tabel 4.7 Partial Test (t-Test) 

 
Source: SPSS Processed Data (2025) 

 
Based on the table above, the partial hypothesis test demonstrates the 

significance of each variable's influence on work discipline. The t-table value is 
determined using degrees of freedom (df = n - k - 1). With n = 30 and k = 3, df = 26 
is obtained. The t-table value at df = 26 with α = 0.05 is 2.05553. The analysis results 
are as follows: 
1. Testing the Effect of Work Supervision on Work Discipline 

Work motivation has a notable influence on work discipline, as indicated 
by a significance value of 0.005, which is below the 0.05 threshold (0.005 < 0.05). 
The t-count of 3.046 surpasses the t-table value of 2.05553, leading to the rejection 
of H0 and the acceptance of H2. These findings suggest that work motivation has 
a positive and significant effect on work discipline. The greater the employees’ 
motivation, the more disciplined their work behavior. 
2. Testing the Effect of Work Motivation on Work Discipline 

The results indicate that work motivation significantly affects work 
discipline, with a significance value of 0.005, which is less than 0.05 (0.005 < 0.05). 
Since the t-count of 3.046 is higher than the t-table value of 2.05553, H0 is rejected, 
and H2 is accepted. This confirms that work motivation has a strong and positive 
impact on work discipline. The higher employees' motivation, the better their 
adherence to work discipline 
3. Testing the Influence of Work Environment on Work Discipline 

The study results show that the work environment plays a crucial role in 
shaping work discipline, with a significance value of 0.011, which is below 0.05 
(0.011 < 0.05). The t-count of 2.751 exceeds the t-table value of 2.05553, leading to 
the rejection of H0 and the acceptance of H3. This finding highlights that a 
supportive work environment positively and significantly enhances employee 
discipline. A secure, comfortable, and well-maintained workplace fosters higher 
levels of work discipline among employees.  
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d. Coefficient of Determination (R²) Test 
 

Tabel 4.8 Coefficient of Determinitation Test 

 
Source: SPSS Processed Data (2025) 

 
The R Square value of 0.629 in the table above indicates that the 

independent variables, Work Supervision, Work Motivation, and Work 
Environment, collectively explain 62.9% of the variation in Work Discipline. The 
remaining 37.1% is influenced by other factors not examined in this study, such as 
Leadership, Organizational Culture, Work Stress, or other variables. Among the 
three independent variables analyzed, Work Supervision has the most significant 
impact on Work Discipline. 

The findings of the partial hypothesis test regarding the influence of work 
supervision on work discipline revealed a t-count value of 3.549 and a t-table 
value of 2.05553, where t-count > t-table (3.549 > 2.05553) with a significance level 
of 0.001. As this significance value is below 0.05 (0.001 < 0.05), it indicates that 
work supervision has a partially significant and positive effect on the work 
discipline of employees at the West Binjai District Office. These findings are 
consistent with Handoko’s theory (2016), which asserts that effective supervision 
ensures the proper execution of plans, thereby improving work discipline. 
Additionally, the study aligns with the research of Kusumaningrum (2023), 
which also found that work supervision exerts a positive and significant 
influence on work discipline. 

The partial hypothesis test on the effect of work motivation on work 
discipline produced a t-count value of 3.046 and a t-table value of 2.05553, where 
t-count > t-table (3.046 > 2.05553) with a significance level of 0.005. Given that the 
significance value is below 0.05 (0.005 < 0.05), it can be concluded that work 
motivation has a significant and positive partial effect on work discipline among 
West Binjai District Office employees. These results support Mangkunegara’s 
theory (2018), which states that motivation encourages employees to act in a goal-
oriented manner to fulfill organizational objectives, thereby strengthening work 
discipline. This conclusion is further reinforced by Kusumaningrum’s research 
(2023), which found that work motivation positively and significantly impacts 
work discipline. 

Regarding the effect of the work environment on work discipline, the 
partial hypothesis test yielded a t-count value of 2.751 and a t-table value of 
2.05553, where t-count > t-table (2.751 > 2.05553) with a significance level of 0.011. 
Since this significance value is lower than 0.05 (0.011 < 0.05), it confirms that the 
work environment has a partially significant and positive impact on work 
discipline among West Binjai District Office employees. These findings align with 
Sutrisno’s theory (2018), which suggests that a conducive work environment 
facilitates employee activities and enhances discipline. Additionally, these results 
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support the study conducted by Kusumaningrum (2023), which found that the 
work environment significantly and positively affects work discipline. 

The simultaneous hypothesis test on the combined influence of Work 
Supervision, Work Motivation, and Work Environment on work discipline 
produced an F-count value of 14.697 and an F-table value of 2.975, where F-count 
> F-table (14.697 > 2.975) with a significance level of 0.000. Since the significance 
value is less than 0.05 (0.000 < 0.05), it can be concluded that these three variables 
collectively have a significant and positive effect on work discipline among 
employees at the West Binjai District Office. These findings are in line with the 
research conducted by Kusumaningrum (2023), which also demonstrated that 
supervision, motivation, and the work environment play a crucial role in 
enhancing work discipline. 
 
CONCLUSION AND RECOMMENDATION 
Based on the Findings of this Study, the Following Conclusions can be Drawn: 

1. This research provides a comprehensive understanding of the factors 
influencing employee work discipline, particularly in the government 
sector. By examining the effects of work supervision, work motivation, 
and work environment on work discipline, future research can explore 
additional variables that may contribute to enhancing discipline. 
Furthermore, these findings can serve as a foundation for comparative 
studies in other government agencies. 

2. This study enriches the body of knowledge in human resource 
management, especially concerning factors affecting employee work 
discipline in the public sector. The findings can be used as a reference by 
students, lecturers, and academics for conducting similar research or as 
educational material in courses related to organizational management and 
public administration. Additionally, this study strengthens the role of 
universities in contributing relevant academic insights to the workforce. 

3. For the West Binjai District Office and other government institutions, the 
study results can serve as a reference in formulating more effective 
policies to improve employee work discipline. Recognizing that work 
supervision, motivation, and environment significantly impact discipline, 
leaders can implement strategies to foster a more conducive work 
environment, enhance supervision systems, and provide appropriate 
motivation for employees. These efforts are expected to boost productivity 
and improve the quality of public services at the district level. 

Suggestions  
Based on the study results, aspects of work supervision with the lowest 

average scores are “Supervision is conducted according to a predetermined 
schedule” (X1.3) and “Supervision reports are always submitted on time” (X1.4), 
both receiving an average score of 3.27, categorized as poor. To enhance the 
effectiveness of work supervision, particularly in terms of timeliness in 
implementation and reporting, the following steps are recommended: 

1. Enhancing Adherence to Supervision Schedules 
2. Strengthening Coordination and Communication 
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3. Increasing Efficiency in the Preparation and Submission of Supervision 
Reports 

 
FUTHER STUDY 

This research still has limitations, so it is necessary to conduct further 
research related to the topic of Analysis of Work Supervision, Work Motivation 
and Work Environment on Work Discipline of Employees at the Binjai Barat 
District Office in order to improve this research and add insight for readers 
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