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ABSTRACT: Employee performance is the result of work that has been achieved by an employee or group of 

people according to the responsibilities and authorities given to him. Several factors that influence employee 

performance are job satisfaction and motivation. This research was conducted at PT. Bank Sumut KCP Sei 
Rampah. The purpose of this study was to see the effect of job satisfaction and motivation on the performance of 

PT Bank Sumut KCP Sei Rampah employees. This research is a quantitative research using primary data in the 

form of questionnaires from interviews with employees. The sample of this research is the employees of PT. 

Bank Sumut Kcp Sei Rampah. Partially, the results of this study indicate that there is an insignificant negative 

effect between job satisfaction variables on employee performance, but there is a significant positive effect 

between work motivation variables on employee performance. Simultaneously, the results of this study indicate 

the influence of job satisfaction and motivation together on employee performance. 
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I. INTRODUCTION  

In the era of globalization, business competition is getting tougher. Company sued take strategic steps 

to face various challenges in order to carry out activities his efforts. Human resources are one of the important 

factors in supporting progress company. The progress of the company can be seen by the presence of competent 

human resources quality in the face of various challenges. The quality of a company's HR can be seen of the 

performance achieved by the company for a certain period. The company's performance Effective and efficient 

is the accumulation of individual and group performance in it. Performance is the result of work that has a 

strong relationship with goals organizational strategy, customer satisfaction and contributing to the economy 

(Abdullah, 2014). Performance can be said as the company's work performance which is the result of 

implementation of work plans made by a group of human resources in it, both leaders, as well as employees. 

Bank Sumut KCP Sei Rampah which is located on Jl. State, Sei Rampah, Kec. Sei Rampah, Serdang 
Bedagai Regency consists of 2 implementation parts, namely the business and operational. Based on the results 

of an interview with Mr. Agus Hamdani Ritonga, SE as Head of Operations Section, for the sales business the 

target has been achieved every year, because Bank of North Sumatra, especially KCP Sei Rampah, cooperates 

with Regency ASN Serdang Bedagai. Likewise with the performance of section employeestellerhas achieved 

performance targets whole. But for performanceCustomer Servicenot fully achieved. For To achieve the 

performance of a company, there are several factors that can affect including internal factors and external 

factors. Internal factors include researchers focusing on motivation and job satisfaction to assess the 

performance of Bank Sumut Kcp Sei Rampah employees. 

Factors that affect performance according to (Hasibuan, 2017) in outline factors that affect performance 

internally and externally. Some of them are job satisfaction and motivation. Job satisfaction is an emotional 

attitude that is shown by being happy with the work being undertaken. Some of the factors that affect job 
satisfaction, namely the work itself, salary, promotion, supervision, co-workers, and overall (Robbins, 2016). 
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There are three elements that are the key to motivation, namely effort, organizational goals,and needs. 

So motivation in this case is actually a response to an action. Motivation arises from within humans because of 

the encouragement by the existence of an element of a goal. This goal is about needs, so it can be said that there 
will be no motivation if there is no perceived need. The abilities, skills, and abilities of employees are 

meaningless to the company, if they don't want to work hard by using their abilities, skills, and skills which he 

has. Hasibuan (2016) says that work motivation is the provision of driving force that creates enthusiasm for 

one's work so that they want to work together, work effectively, and integrated with all efforts to achieve 

satisfaction. Meanwhile, according to Serdamayanti (2014), motivation is the willingness to spend a high level 

of effort towards organizational goals conditioned by the effort's ability to meet needs individual. Based on the 

several definitions above, it can be concluded that motivation is: an impulse that moves someone to participate 

in achieving a desired goal has been set by the company. 

 

II. LITERATURE REVIEW 
Performance 

Performance is the result of a process that refers to and is measured over a period of timecertain 

conditions or agreements that have been previously determined. Performance implementation is carried out by 

human resources who have the ability, competence, motivation, and interests. How the organization values  and 

treats human resources will affect their attitudes and behavior in carrying out performance. According to Rivai 

(2012), performance is a real behavior that is displayed by everyone as a work performance produced by 

employees in accordance with their role in the company. Meanwhile, external factors are factors that support 

employees in their work comes from the environment, arem: Leadership style, career development, work 

environment, training, compensation, and management system in the company, the implementation of the 

company, in the proceduresused to ensure a company meets the standards. Factors that affect performance 
According to (Hasibuan, 2017) in outline factors that affect performance internally and externally. Internal 

factors is a factor that comes from within the employee, like intellectual abilities,work discipline, work 

experience, job satisfaction, educational background,  and employee motivation. Performance indicators are 

tools to measure the extent to which achievement employee performance, some indicators to measure employee 

performance are : work quality, work quantitiy, punctuality, effectiveness, and independence. 

 

Job satisfaction 

Job satisfaction is an emotional attitude or feeling that pleases individuals wholoves his job. This 

attitude is reflected by work morale, discipline, and work performance. Job satisfaction is enjoyed on the job, 

outside of work, and a combination of inside and outside work (Hasibuan, 2017: 202). The job satisfaction of an 

employee depends on the characteristics of the employee and the job situation.Each employee will have a 

different level of satisfaction according to the value system used happens in him. The more aspects of work that 
match your interests and expectations of the employee, the higher the level of satisfaction he feels andon the 

contrary. Based on definition above, the authors conclude that job satisfaction is a positive or negative feeling 

that arises from the attitude of responsibility of a person employees on the work done and expected and affect 

the the company. 

 

Work Motivation 

In essence, human behavior is motivated by the desire to get something which is the goal of the 

activity. The meaning of motivation is as a need, desire, impulse, the impulse of one's self. The motivation that 

exists in a person will realize a behavior that is directed towards the goal of achieving the goal of satisfaction. 

Can be concluded that motivation is the spirit or drive in a person to do certain activities in order to achieve a 

goal that can have a positive effect on performance. Motivation is a condition or energy that moves employees 
who are directed or aimed at achieving the company's organizational goals. Positive employee mental attitude It 

is the work situation that strengthens his work motivation to achieve better performance. 

 

III. METHOD                                                                                                            

This research is a quantitative research, used primer data. The population in this study were the 

employees of Bank Sumut Sei Rampah, totaling 44 people. The data collection method used in this study used a 

scale. Psychology is a measuring tool in the form of several statements that reveal aspects or attributes 

psychology (Azwar, 2012). The method used to state items and respond to the scale through the scale Likert to 

measure attitudes, opinions, and perceptions of a person or group of people about social phenomena (Sugiyono, 
2009). Scale Likert contains a systematic statement to show the respondent's opinion on that statement. The 

questionnaire answered by the respondent as research data. Likert scale has two characteristics, namely positive 

and negative. For positive statement (favorable) were given a range of 4-1 and for negative statements 

(unfavorable) were given a range of 1-4. In the psychological scale of this study was given 4 (four) alternative 
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answer choices, namely Strongly Agree (SS), Agree (S), Disagree (TS), and Strongly Disagree (STS). This 

study uses a performance scale, job satisfaction scale and work motivation scale.  

 

IV. RESULT 
This research used validity and reliability test , validity test to see the extent to which the test or 

instrument is able to measure the concept and its relationship with other dimensions. Realiability refers 

toconsistency, constancy, and trustworthiness of the measuring instrument empirically high and low reliability is 

shown through the reliability coefficient. 

 

4.1 Validity Test 

The results of the variable (Y) employee performance have good and acceptable values and is 

considered valid to see employee performance. This is because the values  of some indicators  has been fulfilled 
likeChi-square test has a p value = 1,000 > 0.05, and meets the standard of valueFit indices which can be seen 

in the following table, where the value is getting closer to 1000 then the better. As for the secondary assessment 

of the other measures, it can be seen the majority of the values  are below 0.05, meaning that the construct of the 

employee performance variable is acceptable which can be seen in the table 4.1 below : 

 
     

 Variable Chi2 GFI RMSEA CFI SRMR 

 employee performance 1,000 0.799 0.000 1,000 0.139 

 job satisfaction 0.337 0.873 0.028 0.993 0.159 

 work motivation 0.998 0.914 0.000 1,000 0.131 

Table 4.1.1 Fit of Measuring Instrument 

 

Based on the table above, it can be concluded that the scale construct is declared valid because it meets 

the fit requirements of a measuring instrument even though not everything is in line with expectations 

but the value is acceptable with the idea that it is not too far from the standard that has been 
determined. 

In testing the hypothesis, the estimation used for this standard is the standard the overall estimate made 

with the JASP program. On the variable X1 satisfaction work, the loading factor moves from 0.528 to 0.940 and 

there are 3 dropped items of the first factor with a value of 0.018 is the lowest of the three. Then the second 

factor of the job satisfaction scale fell entirely with a value of -0.994 which was considered not can explain the 

second factor. Finally, there are two of the fifth factor with the highest value high 0.496 and in this case even 

though the value is close to 0.050 but we still drop it because the value you are looking for should be above 

0.050 so that it really describes the factor to be measured. 

 

 

 

 
 

 

 

 

 

 

 

 

 

 

 
  

 

Picture 4.1  Loading factor of Job Satisfaction 
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Then on the work motivation variable, the loading factor moves from 0.564 to 0.959 and in this variable there is 

only one item that falls and that is in the third factor in the fourth item with a value of 0.318. 

 
 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

 

 

 

 

 

Picture 4.1.2 Loading work motivation scale factor 

 
At the end of the construct validation there is a performance Y variable, the loading factor on this 

variable moves from 0.522 to 0.901, and this variable has several points who fall, in total there are 12 items that 

fall in this variable. As for the items the fall starts from the first factor with a total of 6 items and there are 2 

items fall. Then the second factor is 4 items in total with 2 items falling, in the third factor there are 6 items in 

total and only 1 item is dropped. Then in the fourth factor there are 6 items in total and there are 3 items that 

fall. Fifth factor is the last with a total of 8 items and there are 4 items that fall. 

 

 
Picture 4.1.3 Loading performance scale factor 

4.2 Realiability Test 
This test is carried out after the validity test and what is tested is a statement that has been tested valid. 

The level of reliability used is measuring the coefficientCronbach Alphawith using the JASP program.A 

statement saidreliableif the number is in range 0 to 1. The reliability coefficient that is getting closer to 1 

indicates the higher the reliability. On the other hand, the coefficient that is getting closer to 0 means that the 

lower the reliability it has. 



The Effect of Job Satisfaction and Motivation on Bank Sumut Employee’s Performance  

*Corresponding Author:  Yana Tamita Putri                                                                                               54 | Page 

Table 4.2.1 Scale reliability Test Results 
Variable McDonald's Cronbach's Information 

(X1) Job Satisfaction 0.891 0.904 Reliable 

(X2) Work Motivation 0.913 0.907 Reliable 

(Y) EmployeePerformance 0.831 0.862 Reliable 

 

Based on the table above, it can be concluded that the statement used in this research 

questionnairereliablebecause it has valueCronbach Alphahas approached the number 1 which is getting higher. 

This indicates that each statement item used will be able to obtain consistent data if the statement is resubmitted 

then the answer will be relatively the same as before. 

 

4.3 Normally Assumption Test 

This test is used to measure data on an ordinal, interval or ratio scale. If analyzed using the parametric 
method, the normality requirements must be met, namely the data comes from a normal distribution. Normal 

data if the significance is greater than 0.05. This study uses the testShapiro Wilkusing a significance level of 

0.05. 

 

Table 4.3 Descriptive Statistic 

 Y  X1 X2 

Valid 39 39 39 

missing 0  0 0 

mean 64,513 62,231 87,359 

Std. Deviation 5.698  4.368 2,045 

Shapiro-Wilk 0.966  0.941 0.957 

P-value of Shapiro-Wilk 0.275 0.051 0.138 

Minimum 54,000 53,000 82,000 

Maximum 76,000 68,000 91,000 

 

Based on the table above, it can be seen that the significance value of Shapiro Wilkmore greater than 0.05. So it 

can be concluded that the residual value is normally distributed. 

 

4.4 Linearility Assumption Test 

The linearity assumption test is used to determine the linear status of a distribution research data with 
the criteria seen from the linearity test is if Fcounted< Ftable then data it is linear. And vice versa if the value of 

Fcounted. is known > Ftable then the data is not linear, while the results of the first linearity are carried out in the 

SPSS program while for support is taken from JASP. Then the linearity can also be seen from the QQ plot so 

that it becomes supporting evidence of the fulfillment of assumptions.  

 
ANOVA Table 

 Sum of Squaresdf Mean Square F Sig. 
     

                                                     (Combined) 7571.03921 360526 1.154   

  

linearity 

 

5498.6641 

5498.66 

17,600 . 000 

 

   

 

  

         

Employee 

performance * 

Groups Deviation from 

2072.37520 103,619 . 332 . 991 

 

 

linearity 

  

Job satisfaction 

       

Within Groups 

 

593608319 312,425 

   

     

         

 Total   13507.12240     

  (Combined) 1340428923 582.795 96,345 . 000  

 

between linearity 

 

13230,6111 

13230.6 2187.2 

. 000 

 

  

11 32 

 

Employee performance *  
Groups

 

     

Deviation from 173.67822 7,894 1.305 . 291  
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Table 4.4.1 Linearity Test Result 
 

Based on the table above, it is known that for the job satisfaction variable (X1) and work motivation 

(X2) has a value of Fcount of 0.332 and 1.305. Meanwhile, to find Ftable it is necessary to know the values  of dfl 

and df2 = k-1 (2-1) = 1, and df2 = 41-k (41-2) = 39 (k is the number of variable and n is the number of 

respondents). So that the value of F . is obtainedtableof 3,238. So, based on this value, it can be concluded that 

for the job satisfaction variable (X1) and work motivation (X2) there is a significant linear relationship to the 

performance variable employee (Y). This happens because the value of Fcount< Ftable and the significance 

value on linearity of0.000 < 0.05. Meanwhile, from the plot results, it can be seen from the following plot 

results which also is considered linear because the points do not spread far from a predetermined line 

 

 
Picture 4.4.1  QQ Plot Standardized Residual 

 
4.5 Multicollinearity Assumption Test 

This test is carried out to find out whether there is a correlation between the variables free. To determine the 

presence or absence of multicollinearity in the regression model, you can known from the tolerance value and 

the value ofVariance Inflation Factor(VIF). Common valuesused to show the presence of multicollinearity is 

the value oftolerance>0.1 or equal with a VIF value > 10. And vice versa if the VIF value < 10, then nothing 

multicollinearity.happens. 

 

 

Table 4.5.1 Multicollinearity Test 

Work motivation 

 

linearity 

  

       

 Within Groups  102.83317 6.049    

 Total   13507.12240     
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Based on the table above, it is known that the value oftolerance0.954 > 0.1 and the VIF value is 1.058 < 10. It 

can be concluded that there is no multicollinearity between the independent variables. 

 
4.6  Heteroscedasticity Assumption Test 

This test is carried out to test whether in the regression model there is a significant residual variance inconsistent 

in the regression analysis which causes the accuracy of the prediction results to be doubtful. This 

heteroscedasticity test can be done using Linear RegressionPlot. The data is said to have heteroscedasticity if 

the residual scatter diagram forms certain pattern. The dots formed must be spread randomly, spread both above 

and below below the number 0 on the Y axis. If this condition is met then nothing happens heteroscedasticity 

and regression models are feasible to use. The results of the heteroscedasticity test with use graphic sscatterplot 

can be seen in the image below: 

 

 

Picture 4.6.1 Residual vs Predicted 

 

Based on the picture above, it can be explained that you can see that the dots spread randomly, and are quite 

spread out both above and below the numbers 0 (zero) on the Y axis. Then it can be concluded that there are no 

symptoms heteroscedasticity in the regression model used. 

 
4.7 Multiple Linear Regression 

The following are the results of multiple linear regression testing from the answer tabulation processing 

respondents : 

ANOVA  
     

Model  Sum of Squares df Mean Square F p 

H Regression 137,187 2 68,594 2.252 0.012 

 Residual 1096.556 36 30,460   

 Total 1233,744 38     

Source: Data processed by researchers (2022) 

Table 4.7.1 Multiple Linear Regression Test Results 
 

Based on the table of multiple linear regression test results above, it can be presented that together or 

simultaneously the variables X1 and X2 make a significant contribution to changes or fluctuations in the Y 

variable with an F value of 2.252 and p = 0.012 < 0.050. While the explanation of the contribution of each 

independent variable to the Y variable can be seen in the following table: 
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Table 4.7.2 Regression Calculation Value 

1. Intercept value of 3.761 means that if the job satisfaction variable (X1) and motivation variable work (X2) 

= 0 then the employee performance variable (Y) is 3.761. It means this value is a fixed value if there is no 
change in the value of the independent variable. 

2. The coefficient for the variable job satisfaction (X1) is 0.281 which means that job satisfactionis predicted 

to increase by 0.281 then the performance of employees at Bank Sumut (Y) is predictedwill increase by 0.281 

from the intercept value assuming the variable the other independent the value is fixed. 

3. Coefficient for work motivation variable (X2) is equal to 0.581, meaning that if the work motivation is 

predicted to increase by 0.581 then the performance of employees at Bank Sumut (Y) is predicted will increase 

by 0.581 from the intercept value with the assumption that the variable the other independent the value is fixed. 

 

4.8. Hypothesis Test 

The t test is used to test the significant level of the influence of the independent variable partially to the 

dependent variable. The test is carried out by comparing steps tcount with ttable provided that if tcount > ttable and 
significant value < 0.05 (α : 5%), then the independent variable partially has a significant effect on the 

dependent variable.  

1. The job satisfaction variable (X1) shows that the value of tcountof 1.335 and the value of significance 

for the variable job satisfaction 0.019 means <0.05. then it can be concluded that the job satisfaction variable 

(X1) has a significant effect on the employee performance variable (Y). 

2. The work motivation variable (X2) shows that the value of tcountof 1,290 and the value of significance 

for the variable job satisfaction 0.020 means <0.05. then it can be concluded that the work motivation variable 

(X2) has a significant effect on the employee performance variable (Y). 

The results of F test  analysis show that the independent variables simultaneously have an effect 

positive and significant on the dependent variable so that the third hypothesis is accepted. From result indicates 

that job satisfaction and work motivation are important elements in performing work tasks, with good 

satisfaction and good motivational support in achieving optimal performance. 
 

V. CONCLUSION 

Based on the results of the research and discussion that have been described previously, 

the conclusions of this study are as follows: 

1. Job satisfaction has a positive effect on employee performance at Bank Sumut KCP Sei Rampah 

  If the company knows the employee's wishes, the performance will also increase good. 

2. The work motivation variable has a positive and significant effect on the performance variable 

employees so that the second hypothesis is accepted. That is, with the fulfillment of the gift motivation both 

physically and non-physically, employees will be able to focus on carry out the assigned duties and 

responsibilities. The percentage of work motivation is 58.5%, which means that the motivation of Bank Sumut 

employees is already high. 
3. All independent variables (job satisfaction and work motivation) together (simultaneously) has a 

positive and significant effect on the dependent variable (employee performance at the Bank of North Sumatra). 
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