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Abstract: This study aims to examine the effect of ability, 

motivation, discipline, and job satisfaction on employee 

performance. The population in this study were all employees of 

PT. Sung Chang Indonesia branch of Kulon Progo, totaling 1502 

people. The sampling technique used stratified random sampling 

with the formula from Isaac and Michael, obtained 229 samples. 

Data collection using a closed questionnaire. The research model 

provides a determination coefficient of 50 percent and has met 

the goodness of fit requirements. Hypothesis testing uses the t 

statistical test. Estimation using multiple linear regression, with 

the help of the SPSS.20 program, this study succeeded in 

providing statistical support that ability, motivation, work 

discipline, and job satisfaction have a significant positive effect 

on employee performance. 
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I. INTRODUCTION 

It should be realized that in this 4.0 era, not all activities 
can be replaced by machines. There are still many large 
companies that still rely on their operations to be carried out by 
humans. Like PT Sung Chang Indonesia (PT SCI) which was 
founded in 1986 in Seoul, Korea. As the largest wig and hair 
extension company in the world, it is possible, thanks to the 
hard work and sincerity of its tens of thousands of employees. 
In Indonesia, PT Sung Chang, which is a labor-intensive PMA, 
has 7 factories in Central Java and DIY. Company which 
emphasizes the importance of human resources (HR) who have 
valuable, rare, inimitable and nonsubstitutable characteristics 
[1]. This is in line with the resource-based concept [2] which 
states that the uniqueness and integration of HR managerial 
practices is the key to the concept of sustainable competitive 
advantage. 

This advantage arises when a company manages to do 
something that other companies cannot. The company is able 
to bring every employee to achieve the predetermined 
performance.  Performance is the level of success in carrying 
out tasks and the ability to achieve goals that have been 
detected by knowledge. Performance can be defined as work 
that can be achieved by a person or group of people in an 

organization, in accordance with their respective authorities 
and responsibilities, to achieve the goals of the organization 
concerned legally, not to violate the law, and in accordance 
with morals and ethics. The company wants every employee to 
perform optimally, to be able to meet the European, American 
and Japanese markets.  

Many factors can affect employee performance. These 
factors can arise from individual employees, internal 
companies and external companies. Flippo (1998) states that 
employee performance is influenced by ability, motivation, job 
satisfaction, leadership, work climate, organizational culture, 
and work discipline. However, this study only raises four 
factors that affect employee performance, namely ability, 
motivation, discipline, and employee job satisfaction. 

Ability is an individual's capacity to carry out various tasks 
in a particular job [3]. All abilities of a person are essentially 
composed of two sets of factors, namely intellectual abilities, 
often called soft skills and physical abilities (hard skills). 
Abilities, namely abilities that are formed from a number of 
competencies possessed by an employee including loyalty, 
discipline, cooperation and responsibility. Competence can also 
reduce the error rate in each division (production, marketing, 
finance and human resources) so that it can improve 
performance [4]. 

Motivation is very important in every company. Employees 
who have high work motivation can encourage employees to 
work more enthusiastically, do not give up easily, work 
creatively, and can make a positive contribution to their work 
and responsibilities. Apart from motivation, discipline is also 
important for company performance. Discipline in a company 
can be seen from how employees carry out their 
responsibilities in accordance with predetermined rules. High 
employee discipline will create a more conducive work 
atmosphere and have a positive impact on company activities. 
Disciplined employees will also work effectively and 
efficiently so as to avoid wasting time and energy. For this 
reason, a company that has high discipline will certainly find it 
easier to achieve its goals because the system or rules that 
apply can be carried out properly by employees. 
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Job satisfaction reflects a person's feelings about his job. 
This can be seen in the positive attitude of employees towards 
work and everything they face in their work environment. Each 
employee will have a different level of satisfaction according to 
the value system that applies to him. The more aspects of the 
job that are in accordance with the wishes of the employee, the 
higher the level of satisfaction he feels, and vice versa. This has 
been shown by [5] and [6] whose research shows that 
motivation and job satisfaction have a positive effect on 
employee performance. From this background, this study raises 
the title "The Influence of Ability, Motivation, Discipline, 

and Job Satisfaction on Employee Performance. Studies at 
PT. Sung Chang Indonesia " 

 .Theory Study and Hypothesis Development 
A. Effect of Ability on Employee Performace 

Performance is the work that can be achieved by a person 
or group of people in an organization, in accordance with their 
respective authorities and responsibilities, in an effort to 
achieve the goals of the organization concerned legally, does 
not violate the law and is in accordance with morals and ethics. 
[7]. [8], suggests that the factors that influence employee 
performance are: motivation, job satisfaction, leadership, work 
climate, organizational culture, work discipline, and employee 
abilities. [9] suggest five indicators of employee performance 
are: quantity, quality, punctuality, attendance, and the ability to 
work together. Furthermore, [10] suggested six indicators of 
employee performance variables, including: 

a.  Quality. Shows the extent to which the quality of an 
employee in carrying out his duties includes accuracy, 
completeness, and neatness. 

b. Quantity. The amount generated is realized from a 
completed activity cycle. 

c.   Attitude. Attitudes towards the company, other 
employees and jobs. 

d.   Cooperation. Employees are able to work with 
colleagues, employees have a positive attitude towards each 
team work, and employees are willing to help work team 
members in completing work. 

e. Communication. Employees use each other's information 
to achieve common goals with both colleagues and direct 
superiors. 

Ability is an individual's capacity to carry out various tasks 
in a particular job [3]. All abilities of an individual are 
essentially composed of two sets of factors, namely intellectual 
abilities, often called soft skills and physical abilities (hard 
skills). [11] describes "the ability to be a determining factor for 
the success of the personnel department to maintain effective 
human resources". Individuals who are unable to solve the 
problems they face will be considered not serious in doing their 
work. Michael Zwell in [12] reveals six factors that can 
influence an employee's abilities, namely: Beliefs and values, 
skills, experiences, personality characteristics, motivation, and 
emotional issues.  

There have been many studies conducted to show evidence 
that ability has a positive effect on employee performance. As 
done by [13], [14], [15], [16], [17], [18], [19], {20], [21]. All of 
which show the consistency of support for the concept of 
experts and empirical evidence that the ability of employees, 
which Robbin (2008) categorizes into soft skills and hard skills, 
has a positive effect on employee performance. Employees 

who have higher abilities will perform higher, and conversely, 
lower employees' abilities will result in lower performance as 
well. From the conceptual exposure and empirical evidence,can 
be formulated the first hypothesis, that ability has a positive 

influence on employee performance. 
B. The Effect of Motivation on Employee Performance 

Motivation is a desire or encouragement in a person to take 
an action to achieve goals [12]. Desire is a motive that 
encourages a person to behave in a certain way to achieve his 
goals. If the behavior is right, then that person will get 
satisfaction, because the goal is achieved. But if his behavior is 
not right, then he will not achieve his goal.  

There are many well-known motivational theories from 
various motivational figures, but this research raises the 
motivation theory of Abraham H. Maslow's hierarchical needs. 
Maslow identifies human needs and classifies them into five 
hierarchies of needs, from the most basic needs to the highest 
needs, as follows:    

a)       Physiological needs, namely the need for eating, 
drinking, physical protection, breathing, sex. This need is the 
most basic level requirement.  

b)    Safety needs. The need for security, namely the need 
for protection from threats, dangers, conflicts, and the 
environment. 

c)     Love and belonging. The need for love and belonging, 
namely the need to be accepted by the group, affiliated with, 
interact, and the need to love and be loved. 

d)    Esteem needs. The need for self-esteem, namely the 
need to be respected and appreciated by others. 

e) Self-actualization needs. Self-actualization needs, 
namely the need to show abilities, skills, and self-potential to 
others. Someone who is at the level of self-actualization needs, 
will show his best abilities to achieve his / her best / highest 
career. 

There have been many studies conducted to show evidence 
that motivation has a positive effect on employee performance. 
As done by [22], [23], [24], [25], [26], [27], [28], [29],  and 
[30]  

From the conceptual exposure and empirical evidence, can 
be formulated a second hypothesis, that motivation has a 

positive effect on employee performance. 
 

C. The Effect of Work Discipline on Employee Performance 
Work discipline is an attitude and behavior of a person that 

shows obedience, obedience, loyalty, unity and order to 
company or organizational rules and prevailing social norms. 
Enforcing work discipline is very important for the 
organization. The existence of work discipline will guarantee 
the maintenance of order and the smooth execution of work 
and will produce optimal performance. Work discipline is an 
attitude of respecting, appreciating, obeying and obeying the 
applicable regulations, both written and unwritten and being 
able to carry them out and not to avoid accepting the sanctions, 
if they violate the duties and authority given to them [13]. 
Keith Davis in [14] states that "Discipline is management 
action to enforce organization standards". 

Hasibuan (2013), suggests indicators that affect the level of 
discipline of employees of an organization, namely: 

a. Goals and Capabilities. Goals and abilities also affect 
the level of employee discipline. The goals to be 
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achieved must be clear and ideally set as well as 
challenging enough for employees' abilities. 

b. Leadership Model. Leaders must realize that their 
behavior will be imitated and imitated by their 
subordinates. Leaders must have high discipline, so 
that subordinates follow and have high discipline as 
well. 

c. Remuneration. Remuneration also affects employee 
discipline, because remuneration will give employees 
satisfaction and love for their work. 

d. Justice. Justice is used as the basis for policy in 
providing remuneration (recognition) or punishment 
which will stimulate the creation of good employee 
discipline. With good justice will create good 
discipline too. 

e. Supervision attached. meaning that superiors must be 
active and directly supervise the behavior, morals, 
attitudes, work passions, and work performance of 
their subordinates. Inherent supervision is not just 
about monitoring work morale and employee 
discipline, it must also try to find a more effective 
work system to realize organizational goals. With a 
good system, internal controls will be created that can 
reduce errors and support employee discipline and 
work morale. 

f. Legal sanctions. Legal sanctions play an important 
role in maintaining employee discipline. Legal 
sanctions must be determined based on logical 
considerations, make sense and be clearly 
communicated to all employees. 

g. Firmness. Leaders who dare to act decisively apply 
punishment for employees who are disciplined will be 
respected and recognized by their leadership by their 
subordinates. Conversely, if the leadership is not firm, 
it is difficult for him to maintain discipline in his 
subordinates, because they think that there are no 
rules and legal sanctions for disciplinary behavior. 

h. Human Relations. Managers must strive to create an 
atmosphere of harmonious and binding human 
relations, vertically and horizontally to foster 
discipline. 

There have been many studies conducted to show evidence 
that work discipline has a positive effect on employee 
performance. As has been done by [22], [25], [26], [27], [28], 
[30], [31], [32], [33], [34], [35], [36], [37], [38]. Their research 
shows the consistency of their support for the concept that 
work discipline has a positive effect on employee performance. 

From the conceptual exposure and empirical evidence,can 
be formulated the third hypothesis, that work discipline has 

a positive effect on employee performance. 
D. The Effect of Job Satisfaction on Employee Performance 

Job satisfaction is one very important factor to get optimal 
work results. When a person feels satisfaction at work, he will 

do everything possible to the best of his ability to complete his 
job assignments. Job satisfaction is a pleasant or unpleasant 
emotional state in how employees perceive their work [11]. 
Furthermore, Celluci, Anthony, and David in Mas'ud (2004) 
suggest four indicators of job satisfaction are: satisfaction with 
salary, satisfaction with promotion, satisfaction with 
colleagues, satisfaction with supervisors. 

There have been many studies conducted to show evidence 
that work discipline has a positive effect on employee 
performance. As was done by [5], [6], [7], [23], [24], [29], 
[38], [39], [41]. From the conceptual exposure and empirical 
evidence,can be formulated the fourth hypothesis, that job 

satisfaction has a positive effect on employee performance. 
 

II. RESEARCH METHODS 

A. Research Variables 
This study raised four independent variables, namely ability 

(X1), motivation (X2), discipline (X3), and job satisfaction (X4), 
which were predicted to affect employee performance (Y) as 
the dependent variable.                                                                                                    
B. Population and Sample 

The population of this study were 1502 employees of 

PT. Sung Chang Indonesia branch of Kulon Progo, which is 

distributed into thirteen work divisions (cut, sasak, sangchim, 

curly, post, S / W, cap, knettig, BB / BP, poaching, mechanic, 

staff, security  

 guard). Using probability sampling techniques with the 

method stratified random sampling. The sample size was 

determined using the formula from Isaac and Michael, and the 

sample obtained was 229.3 

C. Data Collection Techniques 

This research uses primary data. The data collection 

technique uses a closed questionnaire, where each alternative 

answer is weighted on a Likert scale from 1 to 5. 

 

D. Analysis Method 
Analysis used multiple linear regression, to the following 

research econometric models: 

III. RESEARCH RSEULTS AND DISCUSSION 

A. The Hypothesis Testing 
hypothesis of this research was tested using the t statistical 

test on the econometric model: 

𝑌 = 𝛼 + 𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + 𝛽4𝑋4 + (1)  

With the help of the SPSS.20 program, the research model 
has a determination coefficient value of 0.50 and has met the 
Goodness of Fit requirements. Furthermore, testing the 
hypothesis using the t statistical test, the following results were 
obtained: 
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B. Discussion
This study has successfully demonstrated statistical support

for Flippo (1998) which states that performance is influenced 
by ability, motivation, discipline and job satisfaction. 
1. Effect of Ability on Employee Performance

Results of this study indicate that ability has a significant
positive effect on employee performance. This means that the 
higher the dimensions of ability which include the intellectual 
abilities and physical abilities of employees, the higher the 
contribution to improving their performance. 

From the resulting multiple linear regression model, the 
ability to have the largest regression coefficient value of the 
three other variables, namely motivation, discipline, and job 
satisfaction is positive at 0.582. This means that each 
percentage increase in the ability of employees will increase 
the performance of 0.582. Conversely, each percentage 
decrease in ability will result in a decrease in performance of 
0.582. 

This study supports the research that has been conducted by 
[13], [14], [15], [16], [17], [18], [19], [20], [21] states that 
ability has a positive effect on employee performance. 

2. Effect of Motivation on Employee Performance
The 

Results of this study indicate that motivation has a 
significant positive effect on employee performance. This 
means that the higher the motivational dimensions of Maslow's 
needs, which include the fulfillment of physical needs, safety 
needs, social needs, achievement needs, and actualization 
needs, the higher the employee's performance will be. 

From the resulting multiple linear regression model, 
motivation has a positive regression coefficient value of 0.225. 
This means that each percentage increase in employee 
motivation will result in an increase in performance of 0.225. 
Conversely, each percentage decrease in employee motivation 
will result in a decrease in performance of 0.225. 

This study supports the research conducted by [6], [13], 
[14], [17], [20], [22], [23], [24], [25], [26], [27], [28], [29], 
[30], that motivation has a positive effect on employee 
performance. 

3. The Effect of Work Discipline on Employee
Performance The 

Results of this study indicate that discipline has a 
significant positive effect on employee performance. This 
means that the higher the disciplinary dimensions which 
include goals and abilities, exemplary leadership, 
remuneration, justice, supervision, penalties, assertiveness, and 
human relations, the higher the employee's performance will 
be. And vice versa. 

From the resulting multiple linear regression model, 
discipline has a positive regression coefficient value of 0.124. 
This means that each percentage increase in employee 
discipline will result in an increase in performance of 0.124. 
Conversely, each percentage reduction in employee discipline 
will result in a decrease in performance equal to that 
coefficient. 

This study supports the research that has been conducted by 
[22], [25], [26], [27], [28], [30], [31], [32], [34], [36], [37], 
[38], that discipline has a positive effect on employee 
performance. 

4. Effect of Job Satisfaction on Employee
Performance The 

Results of this study indicate that job satisfaction has a 
significant positive effect on employee performance. This 
means that the higher the dimensions of job satisfaction which 
include salary, promotion, coworkers and supervisors, the 
higher the employee's performance. 

From the resulting multiple linear regression model, job 
satisfaction has a positive regression coefficient of 0.141. This 
means that each percentage increase in employee job 
satisfaction will result in an increase in performance of 0.141. 
Conversely, each percentage decrease in employee job 
satisfaction will result in a decrease in performance of 0.141. 

This study supports the research that has been conducted by 
[5], [6], [7], [23], [24], [29], [39], [41], with the results that 
satisfaction has a positive effect on employee performance. 

This study shows that the ability has the highest regression 
coefficient (0.582) compared to the motivation coefficient 
(0.225), work discipline (0.124), and job satisfaction (0.141). 
This means that ability is the dominant variable that affects 
employee performance. This means that management has 
succeeded in conditioning its employees to have intellectual 
abilities and skills according to job requirements. On the other 
hand, the company still has homework to improve the aspects 
of motivation, work discipline, and employee job satisfaction 
so that employees can contribute to their performance. 

TABLE I. RESULT TABLE T-STATISTICS 

COEFFICIENTSA 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .062 2.967 .021 .983 

Ability .582 .070 .508 8.309 .000 

Motivation .225 .076 .192 2.952 .003 

Diciplin .124 .055 .115 2.267 .024 

Job 

Satisfaction 
.141 .059 .145 2.406 .017 

Dependent Variable: Job Performance 

R2: 0,50 

Source: processed data. 

From the t statistical test table, it produces multiple 

linear regression models: 
𝛾 = 0,062 + 0,582𝑋1 + 0,225𝑋2 + 0,124𝑋3 + 0,141𝑋4
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IV. CONCLUSION

1. This study succeeds in showing statistical evidence that

ability, motivation, discipline, and job satisfaction have a

significant positive effect on employee performance.

2. This study also shows that ability has the highest coefficient

of influence on improving employee performance, followed

by motivation, job satisfaction, and discipline.

3. This study succeeded in providing statistical evidence of

support for Flippo (1998) that ability, motivation, discipline,

and job satisfaction have a positive effect on employee

performance.
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