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ABSTRACT	
Public	service	employee	are	required	to	provide	good	performance	to	people	who	
need	population	administration	services.	This	study	aimed	to	analyze	the	factors	
that	influence	work	motivation	and	official	employee	performance.	This	study	used	
a	sample	of	108	state	civil	servants	through	the	purposive	sampling	technique	at	
the	Department	of	Population	and	Civil	Registration.	The	exogenous	variables	 in	
this	study	are	incentives	and	workload,	while	the	endogenous	variables	are	work	
motivation	 and	 employee	 performance.	 The	 measurement	 of	 the	 variables	 was	
carried	 out	 using	 a	 Likert	 scale.	 Path	 Analysis	 did	 data	 analysis	with	 a	multiple	
linear	 regression	approach.	The	study	results	 indicate	a	direct	and	positive,	 and	
significant	effect	between	the	incentive	variables	and	employee	work	motivation,	
workload	and	employee	work	motivation,	incentives	and	employee	performance,	
workload	 and	 employee	 performance,	 and	 work	 motivation	 and	 employee	
performance.	 This	 effect	 can	 be	 shown	by	 the	 coefficient	 values	 of	 0.154,	 0.132,	
0.145,	0.126,	and	0.529.	The	results	of	this	study	support	that	the	incentive	factors	
and	 workload	 are	 given	 to	 employees	 can	 improve	 the	 performance	 of	 the	
Population	 and	 Civil	 Registration	 Service	 employees.	 Clarity	 and	 openness	 to	
sources	of	motivation	need	to	be	done	to	support	employee	performance.	Research	
provides	recommendations	on	 the	 importance	of	attention	 to	 improve	employee	
professionalism	so	that	employees	will	be	able	to	perform	well.	
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INTRODUCTION	

Human	resources	are	one	of	 the	essential	resources	 in	an	organization	or	company	because	
they	are	a	source	of	driving	the	achievement	of	organizational	goals	[1].	The	leadership	of	the	
organization/company	needs	to	give	good	attention	to	achieve	harmony	between	the	goals	of	
the	 employees	 working	 with	 the	 goals	 of	 the	 organization/company	 [2].	 The	 reciprocal	
relationship	between	the	company	and	human	resources	can	be	done	by	providing	adequate	
compensation	 to	 employees.	 This	 compensation	 is	 an	 award	 given	 to	 employees	 for	 their	
performance	in	achieving	company	goals.	This	compensation	can	be	in	the	form	of	financial	or	



	
	

	
	

626	

Vol.	8,	Issue	8,	August-2021	Advances	in	Social	Sciences	Research	Journal	(ASSRJ)	

Services	for	Science	and	Education	–	United	Kingdom	

non-financial,	which	 is	 given	 relatively	 to	 all	 employees	 for	 their	 performance	 in	 achieving	
organizational/company	 goals	 [3].	 Financial	 compensation	 can	 be	 salaries,	 benefits,	 bosses	
(incentives),	and	commissions.	 In	contrast,	non-financial	 forms	of	compensation	can	 include	
rewards	 for	 performance,	 training,	 responsibility,	 authority,	 and	 a	 supportive	 work	
environment	 [4].	 The	 employee's	 compensation	 depends	 on	 the	 size	 of	 the	 employee's	
performance	provided	by	the	employee.	Employees	will	be	enthusiastic	about	working	if	the	
compensation	received	is	following	expectations.	It	becomes	one	of	the	main	things	that	need	
attention	from	the	leadership	of	the	organization/company.	
	
The	incentive	variable	has	a	partially	significant	effect	on	improving	employee	performance	[5].	
This	study	indicate	that	the	higher	the	incentives	given	to	employees.	Employee	performance	
is	getting	better	because	the	incentives	received	by	employees	are	additional	income	received	
in	 one	month	 in	 addition	 to	 the	 basic	 salary.	 A	 different	 situation	 occurs	with	 the	 effect	 of	
providing	incentives,	namely	the	effect	of	workload.	One	of	the	factors	that	cause	a	decrease	in	
employee	 performance	 is	 an	 excessive	 workload.	 The	 understanding	 workload	 is	 the	
completion	of	a	set	of	activities	by	an	organizational	unit	systematically	based	on	job	analysis	
[6].	Employees	who	experience	work	as	a	workload	cause	them	to	experience	tension	at	work	
because	their	abilities	are	not	following	the	organization's	demands	[7].	This	situation	can	lead	
to	ineffective	employee	behavior,	such	as	laziness,	avoiding	tasks,	or	low	employee	motivation	
and	performance.	
	
Too	 much	 workload	 faced	 by	 employees	 is	 one	 source	 of	 pressure,	 and	 this	 will	 cause	
employees	 to	 have	 to	provide	more	 incredible	 energy	 than	usual	 in	 completing	 their	work.	
These	tasks	will	be	completed	well	or	not;	it	all	depends	on	how	a	person	lives	the	workload	he	
feels.	 The	 workload	 variable	 has	 the	 highest	 correlational	 level	 on	 performance,	 with	 a	
correlation	value	of	-0.776	compared	to	the	motivation	and	job	satisfaction	variables	for	Bank	
BJB	Padalarang	Branch	employees.	There	is	a	negative	relationship	between	workload	and	the	
performance	of	bank	employees	[8].	The	results	of	the	study	indicate	that	there	is	a	positive	
and	 significant	 effect	 between	workload	 on	 employee	work	motivation	 as	 indicated	 by	 the	
results	 of	 a	 partial	 analysis	 test	 (t-test)	 where	 t	 count	 >	 t	 table	 is	 7.610	 >	 1.654	 with	 a	
significance	of	=	5%,	and	the	coefficient	value	is	4,85%.	The	study	results	show	that	workload	
has	a	varied	influence	on	employee	work	motivation	[9].	
	
Motivation	 is	a	person's	"driving	 force"	 to	behave	 in	achieving	 the	goals	 that	have	been	set.	
Everyone	has	self-motivation,	which	of	 course,	 can	be	different	 from	one	person	 to	another	
[10].	The	formation	of	motivation	results	from	a	physiological	or	psychological	imbalance	that	
requires	action	to	balance.	Needs,	drives,	and	goals/initiatives	are	the	shapers	of	motivation	in	
the	form	of	behavior.	Thus,	motivation	will	affect	a	person's	actions	and	behaviour	[11].	Work	
motivation	 has	 a	 positive	 and	 significant	 effect	 on	morale	 and	work	motivation	 [12].	Work	
motivation	also	has	a	significant	effect	on	performance	[13].	The	more	motivated	employees	
are	at	work,	the	higher	the	morale	and	accelerate	the	achievement	of	organizational	goals.	
	
The	conditions	of	 the	development	era	 require	 the	government	 to	provide	excellent	 service	
through	the	provision	of	human	resources	who	can	provide	excellent	service	to	the	community	
[14].	The	Department	of	Population	and	Civil	Disabilities	 is	one	of	the	agencies	that	provide	
public	 services.	 As	 an	 institution	 directly	 related	 to	 the	 population,	 the	 Department	 of	
Population	 and	Civil	 Registration	 has	 the	main	 task	 of	 providing	 population	 administration	
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services	for	every	resident.	Population	data	is	the	basis	of	all	development	strategies	so	that	all	
parties	must	 support	 the	performance	of	 the	Population	 and	Civil	Registration	Office.	Good	
governance	is	the	most	prominent	central	issue	in	public	administration	management	in	the	
reform	era	[15].	Good	governance	refers	to	the	process	of	public	administration	that	maximizes	
the	 public	 interest.	 Good	 governance	 has	 six	 critical	 aspects:	 legitimacy,	 transparency;	
accountability;	state	law;	responsiveness;	and	effectiveness	[16].	The	quality	of	public	services	
is	an	indicator	of	the	success	of	the	public	services	provided.	Public	services	are	a	benchmark	
for	carrying	out	tasks	and	measuring	government	performance	through	the	bureaucracy	[17].	
All-State	Civil	Apparatus	(SCA)	within	the	Population	and	Civil	Registration	Office	in	East	Bali	
(Klungkung	 Regency,	 Bangli	 Regency,	 and	 Karangasem	 Regency)	 have	 received	 additional	
employee	 income	 outside	 of	 salary	 but	 have	 not	 received	 additional	 incentives.	 Regional	
governments	can	provide	additional	income	to	state	civil	servants	(Decree	of	the	Minister	of	
Home	Affairs	Number:	061-5449	of	2019)	based	on	workload,	work	performance,	place	of	duty,	
working	conditions,	scarcity	of	professions,	and	other	objective	considerations	by	taking	into	
account	regional	financial	capabilities.	In	the	context	of	improving	the	general	welfare	of	the	
state	 civil	 apparatus.	 Based	 on	 the	 phenomenon	 and	 different	 research	 results,	 providing	
incentives	and	workload	on	work	motivation	and	employee	performance	in	the	Department	of	
Population	and	Civil	Registration	in	the	East	Bali	region	is	investigated.		
	
In	general,	this	study	aims	to	examine	the	factors	that	influence	work	motivation	and	employee	
performance	 at	 the	Department	 of	 Population	 and	 Civil	 Registration.	More	 specifically,	 this	
study	aims	as	follows:	(1)	To	analyze	the	effect	of	incentives	on	employee	motivation;	(2)	The	
effect	of	workload	on	employees'	work	motivation;	(3)	The	effect	of	 incentives	on	employee	
performance;	 (4)	 The	 effect	 of	 employee	workload	 on	 employee	 performance;	 and	 (5)	 The	
effect	of	work	motivation	on	employee	performance.	
	

PERSPECTIVE	
Incentive	
Incentives	are	awards	given	to	employees	who	perform	work	according	to	or	exceeding	the	set	
targets	[18].	The	incentive	is	an	award	in	the	form	of	money	given	by	the	organization's	leaders	
to	employees	to	work	with	high	motivation	and	achievement	in	achieving	organizational	goals	
[19].	Incentives	are	awards	given	by	the	organization	to	employees	so	that	they	want	to	work	
as	well	as	possible	and	can	generate	employee	work	motivation	so	that	organizational	goals	
will	soon	be	achieved.	In	principle,	the	provision	of	incentives	will	benefit	both	parties	[20].	The	
grouping	of	incentives	based	on	the	type	is	divided	into	three	types,	namely	Material	Incentives	
(money	 and	 or	 goods	 that	 have	 a	 market	 value),	 Non-Material	 Incentives	 (valuable	
goods/objects),	and	a	Combination	of	Material	and	Non-Material	Incentives	[21].	The	provision	
of	incentives	essentially	aims	to	increase	employee	motivation	to	achieve	organizational	goals	
by	offering	financial	incentives	above	and	beyond	basic	wages	and	salaries	[22].	The	primary	
purpose	of	providing	incentives	is	to	provide	responsibility	and	encouragement	to	employees	
to	improve	the	quality	and	quantity	of	their	work	[18].	
	
Workload	
According	to	Permendagri	No.	12	of	2008,	the	workload	is	the	amount	of	work	carried	out	by	a	
position/organizational	 unit	 and	 is	 the	 product	 of	 the	 work	 volume	 and	 the	 time	 norm.	 If	
workers'	ability	exceeds	the	job's	demands,	a	feeling	of	boredom	will	arise	[23].	Vice	versa,	if	
workers'	ability	is	lower	than	the	demands	of	the	job,	more	fatigue	will	appear.	The	workload	
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is	a	set	of	activities	that	must	be	completed	by	an	organizational	unit	within	a	certain	period	
[24].	Workload	measurement	can	be	interpreted	as	a	technique	to	obtaining	information	about	
the	efficiency	and	effectiveness	of	the	work.	Measurement	of	workload	is	the	amount	of	time	
required	 to	 complete	 the	 tasks	 assigned	 to	 each	 employee	 [25].	 Two	 factors	 that	 affect	 the	
workload	 are	 external	 (factors	 originating	 from	 outside	 the	 worker's	 body)	 and	 internal	
(factors	originating	from	within	the	body	as	a	result	of	reactions	to	external	workloads)	[26].	
One	source	of	the	emergence	of	pressure	is	because	the	workload	it	faces	is	too	much.	At	the	
same	 time,	 the	 workload	 is	 too	 little	 will	 cause	 a	 sense	 of	 monotony	 and	 boredom	 [27].	
Employees	who	 experience	work	 as	 a	workload	 employees	 experience	 tension	 at	work	 [8].	
Tension	 occurs	 because	 his	 abilities	 do	 not	 match	 the	 demands	 of	 the	 organization.	 This	
situation	impacts	the	behavior	displayed	by	employees,	namely	ineffective	behavior	at	work,	
such	 as	 laziness,	 avoiding	 tasks,	 or	 low	 employee	 motivation	 and	 performance.	 Excessive	
workload	will	affect	employee	job	satisfaction	and	employee	performance	[28].	
	
Work	Motivation	
Motivation	is	a	process	that	starts	from	the	lack	of	physiological	or	psychological	needs	that	
trigger	behavior	or	encouragement	to	achieve	goals	or	obtain	incentives	[29].	Motivation	is	a	
study	of	action	that	involves	psychological	processes,	and	motivation	usually	starts	from	the	
occurrence	of	a	physiological	or	psychological	imbalance	that	requires	action	to	balance	it	[11].	
The	three	main	components	of	motivation	are	needs,	drives,	and	incentives/goals.	Motivation	
is	often	interpreted	as	an	impulse,	which	will	move	the	soul	and	body	to	act	so	that	the	motive	
is	a	"driving	force"	for	a	person	to	behave	in	achieving	the	goals	that	have	been	set	[30].	Maslow	
developed	 a	 theory	 of	 needs	 based	 on	 the	 assumption	 that	 human	 needs	 are	 hierarchical,	
starting	from	the	most	basic	needs,	namely	the	needs	that	must	be	met	so	that	humans	can	live,	
to	the	highest	needs,	namely	the	need	to	be	able	to	develop	themselves	[31].	The	first	thing	that	
needs	to	be	done	to	understand	Maslow's	theory	is	to	look	at	a	real	need	[32].	The	motivational	
model	has	evolved	from	classical	(traditional)	theory	to	modern	theory,	under	the	development	
of	civilization	and	science	[33].	The	primary	things	that	distinguish	classical	(traditional)	theory	
from	modern	theory	can	be	divided	into	two,	namely	(1)	Classical	theory	focuses	on	analysis	
and	decomposition	(specialization).	In	contrast,	the	modern	theory	focuses	on	integration	and	
planning	and	presents	all	the	views	needed.	(2)	Classical	theory	implies	unidimensionality	(if	
something	is	an	object,	then	the	object	cannot	be	a	second	object).	At	the	same	time,	the	modern	
theory	states	multidimensionality	(motivation	is	not	only	to	fulfill	physical	needs	but	must	also	
provide	spiritual	satisfaction).	
	
Employee	Performance	
Job	Performance	or	Actual	Performance	support	term	of	performance	(work	achievement	or	
actual	achievement	achieved	by	someone)	[34].	The	definition	of	performance	is	the	quality	and	
quantity	 achieved	 by	 an	 employee	 under	 his	 responsibilities	 [19].	 Performance	 is	 a	 set	 of	
processes	that	encourage	a	manager	to	take	appropriate	action	today	to	produce	organizational	
performance	 in	 the	 future	 (organizational	 effectiveness	 and	 efficiency)	 [35].	 Employee	
performance	appraisal	needs	to	be	done	by	an	organization	or	company	to	determine	the	work	
performance	achieved	by	each	employee,	whether	their	achievements	are	in	the	good,	enough,	
or	less	category.	Performance	appraisal	is	a	leadership	activity	to	evaluate	employee	behavior	
and	work	performance	and	determine	different	policies	[36].Performance	appraisal	refers	to	
how	well	a	person	does	the	job	assigned	to	him.	The	benefit	of	the	performance	appraisal	for	
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employees	is	to	provide	feedback	on	various	things	such	as	abilities,	shortcomings,	potential,	
which	will	ultimately	determine	the	path,	plan	in	career	development	[10].	
	

METHOD	
Participants	
The	population	in	this	study	were	all	SCA	in	the	Department	of	Population	and	Civil	Registration	
in	the	East	Bali	region.	Samples	were	obtained	using	the	purposive	sampling	technique.	The	
sample	 in	 this	 study	 amounted	 to	 108	 SCA	 in	 Klungkung	 Regency,	 Bangli	 Regency,	 and	
Karangasem	Regency,	with	the	following	details:	SCA	in	the	Population	and	Civil	Registration	
Office	of	Klungkung	Regency	as	many	as	36	people,	Bangli	Regency	as	many	as	46	people	and	
Karangasem	Regency	as	many	as	26	people.	The	criteria	used	by	researchers	in	this	study	are	
SCA	employees	who	work	in	the	Population	and	Civil	Registration	Service.	The	distribution	of	
respondents	 according	 to	 education	 group	 is	 relatively	 homogeneous;	 as	 many	 as	 84	
respondents	 or	 about	 77.78	 percent	 of	 respondents	 are	 civil	 servants	 with	 undergraduate	
education	 and	 above.	 There	 are	 as	 many	 as	 22	 respondents	 or	 around	 20.37%	 percent	
employees	with	high	school	graduates	and	only	two	people	or	1.85	percent	who	are	diploma	
graduates.	

	
	

Figure	1.	The	proportion	by	Area	of	Duty	(a)	and	Education	(b)	
	
Procedure	
This	 type	 of	 research	 is	 quantitative	 research,	 with	 the	 data	 used	 are	 primary	 data	 and	
secondary	data.	Sources	of	primary	and	secondary	data	are	from	the	Department	of	Population	
and	Civil	Registration	of	Klungkung	Regency,	Bangli	Regency,	Karangasem	Regency,	and	other	
sources.	Secondary	data	 is	used	to	describe	 the	object's	condition	 to	be	studied,	namely	 the	
effect	of	incentives	(Additional	Employee	Income)	and	workload	on	employee	motivation	and	
employee	performance	at	the	Population	and	Civil	Registration	Office	in	the	East	Bali	region.	
Primary	data	was	collected	using	a	questionnaire	distributed	to	all	employees.	The	readiness	
of	the	questionnaire	 instrument	that	will	be	used	to	collect	data,	 two	tests	are	used,	namely	
validity	and	reliability	tests	[37].	The	time	of	the	study	was	carried	out	for	one	month,	starting	
from	the	fourth	week	of	November	2020	to	the	third	week	of	December	2020.	
	
Case	materials	and	discussion	questions	
The	authors	have	determined	the	research	variables	to	be	studied	so	that	the	authors	can	obtain	
information	about	the	variables	studied,	processed,	and	analyzed,	then	conclusions	are	drawn.	
In	this	study,	the	research	variables	consist	of	two	exogenous	variables,	namely	incentives	and	
workload,	and	two	endogenous	variables,	namely	work	motivation	and	employee	performance.	
The	material	 for	 the	 response	 questions	 are	 1)	 the	 response	 to	 the	 provision	 of	 incentives	
regarding	 additional	 Employee	 Income	 received	 by	 SCA,	 which	 is	 often	 referred	 to	 as	 the	
performance	allowance;	2)	workload	on	a	set	or	number	of	activities	that	employees	within	a	
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specific	time	must	complete;	3)	work	motivation	about	things	that	cause	and	support	employee	
behavior	so	that	 they	want	to	work	hard	and	enthusiastically	to	achieve	the	goals	that	have	
been	set;	and	4)	employee	performance	regarding	the	quality	and	quantity	achieved	in	carrying	
out	their	duties	by	their	responsibilities.	Employee	performance	conditions	become	the	basis	
for	determining	additional	employee	income.	
	
Instruments	and	Data	Analysis		
Measurement	 of	 variables	 using	 a	 Likert	 scale.	 The	 Likert	 scale	 is	 used	 to	 measure	 the	
perception	of	the	attitude	or	opinion	of	a	person	or	group	of	people	about	social	phenomena.	
Variable	measurements	 were	 carried	 out	 using	 a	 Likert	 scale,	 which	 has	 a	 gradation	 from	
Strongly	Agree	(SA)	to	Strongly	Disagree	(SD)	with	a	score	for	Strongly	Agree	(SA):	5,	Agree	(A):	
4,	Neutral	(N):	3,	Disagree	(D):	2	and	Strongly	Disagree	(SD):	1.	This	scale	is	then	converted	into	
a	quantitative	value	which	is	then	used	for	further	analysis.	The	readiness	of	the	questionnaire	
instrument	to	be	used	for	data	collection	carried	out	two	tests,	namely	the	Validity	test	and	the	
Reliability	test.	The	instrument	used	to	measure	the	validity	is	the	Pearson	Product	Moment	
Correlation,	with	a	95%	confidence	level	or	=	0.05.	After	testing	the	validity,	the	next	step	is	to	
test	the	reliability	of	the	instrument.	To	test	the	reliability	of	the	instrument	in	this	study	using	
the	Cronbach	Alfa	reliability	coefficient.	
	
The	validity	test,	an	alpha	of	5%,	and	a	sample	size	of	about	100,	the	r	table	value	of	0.195,	was	
obtained.	All	variables	are	valid	because	they	have	a	higher	r-value	than	the	table	r	value.	In	the	
incentive,	workload,	and	motivation	dimension,	the	calculated	r-value	is	between	0.443-0.765,	
0.537-0.820,	 and	 0.457-0.703.	 Likewise,	 for	 the	 dimensions	 of	 employee	 performance,	 the	
calculated	r-value	is	between	0.443-0.788.	The	reliability	test	also	shows	the	same	thing;	that	
is,	all	of	them	are	reliable.	The	incentive,	workload	dimension,	and	work	motivation	dimension	
have	a	Cronbach	alpha	value	of	0.783-0.836	(acceptable),	0.836-0.866	(good),	and	0.828-0.844	
(good).	 Likewise,	 the	dimensions	of	 employee	performance	have	 a	Cronbach	alpha	value	of	
0.828-0.844	(good).		
	
Hypothesis	testing	was	carried	out	to	determine	the	significance	of	incentives	and	workload	on	
work	motivation	and	employee	performance.	The	partial	hypothesis	 testing	was	carried	out	
using	the	T-test,	while	the	simultaneous	hypothesis	testing	was	carried	out	using	the	F	test.	The	
data	analysis	was	obtained	 from	 the	 respondents;	 the	data	were	 tabulated	according	 to	 the	
respondents'	answers.	
	
The	data	analysis	method	that	will	be	used	 is	 the	path	analysis	method	with	multiple	 linear	
regression	approach.	The	regression	follows:	
	
𝑦!"#$%&'$ 																	= 	𝛽( +	𝛽)	𝑋*+',+#$- + 𝛽.𝑋/,0&+	2,34&	
𝑍5$+,34&	6,7&8&$ 				= 	𝛽( +	𝛽9	𝑋*+',+#$- + 𝛽:𝑋/,0&+	2,34&		
𝑍5$+,34&	6,7&8&$ 				= 	𝛽( + 𝛽;	𝑌<"#$%&'$ 	
	
The	 perfect	 relationship	 between	 exogenous	 variable	 and	 endogenous	 variable	 is	 done	 by	
looking	at	the	coefficient	of	determination.	This	test	is	done	based	on	value	of	R	Square	(R2).The	
coefficient	of	determination	value	is	between	0	–	1.	A	small	value	of	R2	means	that	the	ability	of	
exogenous	variables	to	explain	endogenous	variables	is	minimal.	A	value	close	to	1	means	that	



	
	

	
	

631	

Suarningsih, A. A. A. R., Widyani, A. A. D., & Budiastra, A. A. K. (2021). Factors Affecting Employment Motivation and Performance of Employees in 
the Department of Population and Civil Registration. Advances in Social Sciences Research Journal, 8(8). 625-640. 

URL:	http://dx.doi.org/10.14738/assrj.88.10686	
	

the	exogenous	variable	provides	almost	all	the	information	needed	to	predict	the	endogenous	
variable.	
	

RESULTS	AND	DISCUSSION	
In	general,	this	study	produces	information	on	the	factors	that	influence	work	motivation	and	
employee	performance	at	the	Department	of	Population	and	Civil	Registration.	The	results	of	
this	study	are	as	follows:	(1)	analysis	of	the	relationship	between	incentives	and	workload	with	
work	 motivation;	 (2)	 analysis	 of	 the	 relationship	 between	 incentives	 and	 workload	 with	
employee	 performance;	 (3)	 analysis	 of	 the	 relationship	 between	 work	 motivation	 and	
employee	 performance;	 (4)	 analysis	 of	 the	 effect	 of	 incentives	 and	 workload	 on	 employee	
performance	through	work	motivation;	and	(5)	the	results	of	hypothesis	testing.	
	
(1) Analysis	 of	 the	 Relationship	 between	 Incentives	 and	 Workload	 with	 Work	
Motivation	 This	 analysis	was	 conducted	 to	 determine	 the	 direct	 effect	 of	 incentives	 and	
workload	variables	on	work	motivation.	The	analysis	used	is	multiple	linear	regression.	

	
					
	
	
	
	
	
	
	
	
	
	
	

Figure	2.	The	Direct	Effect	of	Incentives	and	Workload	on	Work	Motivation	
	
Figure	2	shows	the	path	analysis	of	model	1,	namely	the	effect	of	incentives	and	workload	on	
work	motivation.	The	values	of	R	and	R2	can	be	seen	in	Table	1.	
	

Table	1.	Values	of	R	and	R2	
			Model	Summary	
Model	 R	 R	Square	 Adjusted	R	Square	 Std.	 The	 error	 of	 the	

Estimate	
1	 0,420	 0,177	 0,161	 0,315	

Predictors:	(Constant),	incentive,	workload	
	
Table	1	shows	that	the	value	of	R	is	0.420;	this	means	the	magnitude	of	the	correlation	between	
all	 exogenous	 and	 endogenous	 variables.	 In	 contrast,	 the	 R2	 value	 of	 0.177	means	 that	 the	
magnitude	of	 the	 contribution	of	 exogenous	variables	or,	 in	percentage,	17.7	percent	of	 the	
effect	of	exogenous	variables	on	endogenous	variables,	and	the	rest	is	influenced	by	unexplored	
factors.	
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Table	2.	Effect	of	Exogenous	Variables	on	Endogenous	Variables	
		ANOVA	
Model	 Sum	of	Squares	df	 Mean	Square	 F	 Sig.	
1	 Regression	 1.851	 2	 .926	 8.981	 .000b	

Residual	 10.821	 105	 .103	 	 	
Total	 12.672	 107	 	 	 	

Endogenous	Variable:	Motivation	
Predictors:	(Constant),		Incentive,	Workload	

	
Table	2	shows	the	effect	of	exogenous	variables	on	endogenous	variables	with	a	sig	value	of	
0.000,	with	a	value	less	than	a	p-value	of	0.05.	In	other	words,	the	two	variables	X	(exogenous	
simultaneously	affect	the	variable	Y	(endogenous).	The	calculated	F	value	in	this	study	is	8.981	
or	higher	than	the	F	table,	which	reaches	6.334	with	a	significance	of	5	percent.	The	exogenous	
variables	are	incentives,	and	workload	affects	the	endogenous	variable,	namely	employee	work	
motivation	simultaneously.	
	

Table	3.	Significance	of	Exogenous	Variables	to	Endogenous	Variables	
						Coefficients	

Model	

Unstandardized	
Coefficients	

Standardized	
Coefficients	 t	 Sig.	

B	 Std.	Error	 Beta	 	 	
1	 (Constant)	 2.723	 .253	 	 10.746	 .000	

I	 .154	 .053	 .262	 2.889	 .005	
B	 .132	 .048	 .248	 2.736	 .007	

Endogenus	Variable:	Motivation	
	
Table	3	 shows	 the	 testing	of	 each	exogenous	variable	against	 the	endogenous	variable.	The	
incentive	sig	value	of	0.005	indicates	that	the	incentive	significantly	affects	work	motivation	
because	 the	 sig	 is	 <0.05.	 The	workload	 sig	 value	 of	 0.007	 also	 indicates	 that	 the	workload	
significantly	affects	work	motivation	because	the	sig	is	<0.05.	The	incentive	coefficient	in	this	
study	is	0.154.	It	means	a	positive	or	in	line	with	the	relationship	between	the	incentive	variable	
and	employee	motivation.	The	value	of	0.154	 indicates	 that	an	 increase	 in	 incentives	of	one	
level	will	have	the	potential	to	increase	employee	motivation	by	15.4	percent.	
	
On	 the	 other	 hand,	 the	 workload	 regression	 coefficient	 reached	 0.132.	 This	 coefficient	 is	
positive,	which	indicates	that	the	relationship	between	workload	and	employee	motivation	is	
unidirectional.	In	other	words,	under	conditions	that	are	not	yet	optimum,	a	one-level	increase	
in	workload	will	have	the	potential	to	increase	employee	motivation	by	13.2	percent.	
	
The	 results	 showed	 that	 work	 incentives	 had	 a	 positive	 effect	 on	 SCA	 work	 motivation.	
Incentives	 act	 as	 promotions	 in	motivating	 a	work	 action	 [38].	 Individuals	will	 take	 action	
because	of	the	need	for	encouragement	from	inside	and	outside	the	SCA.	Skills	and	knowledge	
are	 needed	 in	 doing	 work	 to	 support	 employees	 to	 have	 high	 motivation	 [39].	 Thus,	 one	
determining	factor	for	improving	company	performance	is	employee	motivation.	Incentives	in	
the	form	of	finance	can	be	adjusted	to	the	needs	to	increase	employee	work	motivation	[40].	
The	provision	of	incentives	requires	a	fair	and	proper	employee	perspective.	Fairness	has	the	
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meaning	of	financial	incentives	provided	by	institutions	following	or	commensurate	with	the	
work	and	achievements	of	employees.	
	
The	 results	 showed	 that	 the	workload	had	 a	 positive	 effect	 on	 the	work	motivation	 of	 SCA	
employees.	The	results	showed	that	organizational	support	and	workload	quantitatively	affect	
work	fatigue.	Intrinsic	motivation	is	related	to	organizational	support	and	workload	[41].	The	
results	 of	 this	 study	 indicate	 the	 potential	 benefit	 of	 increased	motivation	 to	 reduce	work-
related	fatigue.	The	results	of	relevant	research	on	workload	and	motivation	show	that	when	
firefighters	with	high	autonomous	motivation	experience	high	workloads,	it	seems	they	can	no	
longer	devote	themselves	to	their	work	and	development	[42].		
	
(2) Analysis	 of	 the	 Relationship	 between	 Incentives	 and	Workload	with	 Employee	
Performance	
The	direct	effect	of	incentives	and	workload	on	performance	can	be	seen	in	the	path	analysis	of	
model	2	below:	
	
	
					
	
	
	
	
	
	
	
	

	
Figure	3.	Direct	Effects	of	Incentives	and	Workload	on	Performance	

	
Figure	3	shows	the	path	analysis	of	model	2,	namely	the	effect	of	incentives	and	workload	on	
performance.	The	values	of	R	and	R2	can	be	seen	in	Table	4.	
	

Table	4.	Values	of	R	and	R2	
			Model	Summary	
Model	 R	 R	Square	 Adjusted	R	Square	 Std.	 The	 error	 of	 the	

Estimate	
2	 0,365	 0,134	 0,117	 0,26745	

Predictors:	(Constant),	Incentive,	Workload	
	
Table	4	shows	that	the	value	of	R	is	0.365;	this	means	the	magnitude	of	the	correlation	between	
all	 exogenous	 and	 endogenous	 variables.	 In	 contrast,	 the	 R2	 value	 of	 0.134	means	 that	 the	
magnitude	of	the	contribution	of	exogenous	variables	or	13.4	percent	of	the	effect	of	exogenous	
variables	on	endogenous	variables,	and	the	rest	is	influenced	by	unexplored	factors.	
	
	
	
	

Incentive	
(X1)	
	

Workload	
(X2)	

Employee	
Performanc
e	

	(Z)	

β4	
	

β3	
	



	
	

	
	

634	

Vol.	8,	Issue	8,	August-2021	Advances	in	Social	Sciences	Research	Journal	(ASSRJ)	

Services	for	Science	and	Education	–	United	Kingdom	

Table	5.	Effect	of	Exogenous	Variables	on	Endogenous	Variables	
			ANOVA	
Model	 Sum	of	Squares	df	 Mean	Square	 F	 Sig.	
2	 Regression	 1.625	 2	 .812	 13.779	 .000b	

Residual	 6.014	 102	 .059	 	 	
Total	 7.638	 104	 	 	 	

Endogenous	Variables:	Performance	
Predictors:	(Constant),		Incentive,	Workload	

	
Table	5	shows	the	effect	of	exogenous	variables	on	endogenous	variables	with	a	sig	value	of	
0.000,	with	a	value	less	than	a	p-value	of	0.05.	In	other	words,	there	is	at	least	one	variable	X	
(exogenous)	that	influences	variable	Z	(endogenous).	The	calculated	F	value	in	this	study	was	
13,799	or	higher	than	the	F	Table,	which	reached	6,334	with	a	significance	of	5	percent.	The	
result	means	that	exogenous	variables,	namely	incentives	and	workload,	simultaneously	affect	
the	endogenous	variable,	namely	employee	performance.	On	the	other	hand,	based	on	the	t-
test,	it	is	known	that	the	incentive	variable	has	a	partial	effect	on	the	employee	performance	
variable.	The	test	is	indicated	by	a	significance	value	of	less	than	0.05.	The	incentive	coefficient	
value	is	0.145,	which	means	a	positive	or	in-line	relationship	between	the	incentive	variable	
and	employee	performance.	The	value	of	0.145	indicates	that	an	increase	in	incentives	of	one	
level	will	potentially	increase	employee	performance	by	14.5	percent.	
	
On	 the	 other	 hand,	 the	 workload	 regression	 coefficient	 reached	 0.126.	 This	 coefficient	 is	
positive,	which	indicates	that	the	relationship	between	workload	and	employee	performance	
is	 unidirectional.	 In	 other	 words,	 in	 conditions	 that	 are	 not	 yet	 optimum,	 an	 increase	 in	
workload	by	one	 level	will	have	 the	opportunity	 to	 increase	employee	performance	by	12.6	
percent	compared	to	the	previous	one.	
	

Table	6.	Significance	of	Exogenous	Variables	to	Endogenous	Variables	
							Coefficients	

Model	

Unstandardized	
Coefficients	

Standardized	
Coefficients	 t	 Sig.	

B	 Std.	Error	 Beta	 	 	
2	 (Constant)	 2.843	 .193	 	 14.695	 .000	

I	 .145	 .042	 .305	 3.417	 .001	
B	 .126	 .038	 .294	 3.286	 .001	

Endogenus	Variable:	Performance	
	
Table	6	 shows	 the	 testing	of	 each	exogenous	variable	against	 the	endogenous	variable.	The	
incentive	sig	value	of	0.001	 indicates	 that	 the	 incentive	has	a	significant	effect	on	employee	
performance	because	the	sig	<0.05	and	the	workload	sig	value	of	0.001	also	indicate	that	the	
workload	has	a	significant	effect	on	performance	because	of	the	sig	<0.05.	
	
The	results	of	the	study	indicate	that	incentives	have	a	positive	effect	on	the	performance	of	
SCA	 employees.	 This	 study	 supports	 the	 effect	 of	 financial	 incentives	 for	 SCA	 either	
simultaneously	 or	 partially	 and	 determines	 the	 dominant	 variables	 affecting	 employee	
performance	 in	 the	 Department	 of	 Population	 and	 Civil	 Registration.	 Compensation	 in	
employee	 benefits	 is	 one	 aspect	 of	 human	 resource	 management	 that	 has	 caused	 a	 lot	 of	
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controversy	over	the	years	[43].	Compensation	plays	a	significant	role	 in	exploring	talent	 in	
performance.	 The	 compensation	 result	 implies	 that	 adequate	 compensation	 can	help	 retain	
employee	motivation	to	maintain	organizational	performance	and	competitive	advantage	[44].	
	
The	 results	 showed	 that	 the	 workload	 had	 a	 positive	 effect	 on	 the	 performance	 of	 SCA	
employees.	 This	 result	 also	 significantly	 influences	 employee	 performance	 through	 the	
motivation	 variable.	 The	workload	 is	 one	 of	 the	 contradictory	 variables,	 whether	 it	 affects	
employee	 performance	 or	 not.	 The	managerial	 implication	 results	 of	 this	 study	 is	 that	 the	
provision	of	a	workload	based	on	the	competence	and	comfort	of	employees.	The	implication	
can	improve	their	performance.	In	addition,	employees	who	have	higher	levels	of	education	can	
better	adjust	their	workloads	because	they	have	higher	achievement	motivation	[45].	
	

(3) Analysis	 of	 the	 Relationship	 between	 Work	 Motivation	 and	 Employee	
Performance	

This	 analysis	 was	 conducted	 to	 determine	 the	 direct	 effect	 of	 motivational	 variables	 on	
performance	which	can	be	seen	in	the	following	model	3	path	analysis:	
	

	
	
	

Figure	4.	The	Direct	Effect	of	Work	Motivation	on	Employee	Performance	
	
Figure	4	can	be	seen	in	the	path	analysis	of	model	3,	namely	the	influence	of	work	motivation	
on	employee	performance.	The	values	of	R	and	R2	are	seen	in	Table	7.	
	

Table	7.	Values	of	R	and	R2	
			Model	Summary	
Model	 R	 R	Square	 Adjusted	R	Square	 Std.	An	error	of	the	Estimate	
3	 0,672	 0,452	 0,446	 0,212	

Predictors:	(Constant),	Motivation	
	
Table	 7	 shows	 that	 the	 value	 of	 R	 is	 0.672;	 this	 means	 that	 the	 correlation	 between	 the	
motivation	 variable	 and	 the	performance	 variable	 is	 significant.	 In	 contrast,	 the	R2	 value	of	
0.452	means	that	the	contribution	of	the	motivation	variable.	45.2	percent	of	the	influence	of	
the	 motivational	 variable	 on	 the	 performance	 variable,	 and	 the	 rest	 is	 influenced	 by	
unexamined	factors.	
	

Table	8.	The	Influence	of	Motivation	Variables	on	Performance	Variables	
		ANOVA	
Model	 Sum	of	Squares	df	 Mean	Square	 F	 Sig.	
3	 Regression	 3.552	 1	 3.552	 69.775	 .000b	

Residual	 5.397	 106	 .051	 	 	
Total	 8.949	 107	 	 	 	

Endogenous	Variables:	Performance	
Predictors:	(Constant),	Motivation	
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Table	8	shows	the	effect	of	motivational	variables	on	performance	variables	with	a	sig	value	of	
0.000	 and	 a	 value	 smaller	 than	 a	 p-value	 of	 0.05.	While	 in	 Table	 8,	 it	 can	 be	 seen	 that	 the	
motivation	variable	has	a	partial	effect	on	the	performance	variable.	The	result	is	indicated	by	
a	 significance	 value	of	 less	 than	0.05.	This	 study's	motivation	 coefficient	 on	performance	 is	
0.529,	 which	 means	 a	 positive	 or	 in-line	 relationship	 between	 motivational	 variables	 and	
performance.	In	other	words,	under	optimum	conditions,	an	increase	in	motivation	of	one	level	
will	have	the	opportunity	to	increase	employee	performance	52.9	percent	higher	than	before.	
	

Table	9.	Significance	of	Motivation	Variables	on	Performance	Variables	
						Coefficients	

Model	

Unstandardized	
Coefficients	

Standardized	
Coefficients	 t	 Sig.	

B	 Std.	Error	 Beta	 	 	
3	 (Constant)	 1.860	 .241	 	 7.715	 .000	

M	 .529	 .063	 .630	 8.353	 .000	
Endogenous	Variables:	Performance	

	
The	 results	 showed	 that	work	motivation	 had	 a	 positive	 effect	 on	 the	 performance	 of	 SCA	
employees.	Work	motivation	is	a	driving	force	that	creates	joy	in	work	to	work	together,	work	
effectively,	and	integrate	with	all	 their	efforts	to	achieve	satisfaction	[46].	Relevant	research	
shows	that	several	factors	can	affect	employee	work	motivation,	namely	job	satisfaction,	and	
low	 levels	 of	 hopelessness	 [47].	 The	 results	 of	 this	 study	 imply	 that	mentoring	 contributes	
positively	to	career	development	and	motivation.	
	

(4) Analysis	of	the	Influence	of	Incentives	and	Workload	on	Employee	Performance	
through	Work	Motivation.	

a. Analysis	 of	 the	 influence	of	 incentives	on	 employee	performance	 through	work	
motivation.	

The	direct	effect	of	incentives	on	performance		 	 =	0.145	(1)	
The	direct	effect	of	incentives	on	work	motivation		 	 =	0.154	(2)	
The	direct	effect	of	motivation	on	performance		 	 =	0.529	(3)	
Indirect	effect	of	incentives	on	performance	(2×3)		 	 =	0.081	(4)	
	The	effect	of	total	incentives	on	performance	(1	+	4)		 =	0.226	(5)	
b. Analysis	 of	 the	 effect	 of	 workload	 on	 employee	 performance	 through	 work	

motivation.	
Direct	effect	of	workload	on	performance		 	 	 =	0.126	(1)	
The	direct	effect	of	workload	on	work	motivation		 	 =	0.132	(2)	
The	direct	effect	of	motivation	on	performance		 	 =	0.529	(3)	
Indirect	effect	of	workload	on	performance	(2×3)		 	 =	0.070	(4)	
The	effect	of	total	workload	on	performance	(1	+	4)			 =	0.196	(5)	

	
Overall,	 the	 increase	 in	 incentives	 will	 have	 a	 more	 significant	 influence	 on	 employee	
performance	compared	to	the	increase	in	workload.	An	increase	in	incentives	of	1	percent	will	
have	 the	 potential	 to	 increase	 employee	 performance	 by	 0.226	 percent.	 Meanwhile,	 the	
workload,	on	 the	other	hand,	also	shows	the	direction	of	 the	unidirectional	relationship.	An	
increase	 of	 1	 percent	 in	 workload	 will	 potentially	 encourage	 an	 increase	 in	 employee	
performance	by	0.196	percent.	
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Figure	5.	Path	Analysis	between	Exogenous	Variables	and	Endogenous	Variables	

	
									(5)	Hypothesis	Test	Results	
The	results	of	hypothesis	 testing	 in	 this	 study	can	be	 (1)	There	 is	a	direct	and	positive	and	
significant	effect	between	the	incentive	variable	and	employee	work	motivation,	because	it	is	
indicated	by	the	coefficient	value	of	0.154	and	the	t-count	value	of	0.005;	(2)	There	is	a	direct	
and	 positive	 and	 significant	 effect	 between	 the	 workload	 variable	 and	 employee	 work	
motivation,	because	 it	 is	 indicated	by	 the	coefficient	value	of	0.132	and	 the	 t-count	value	of	
0.007;	(3)	There	is	a	direct	and	positive	and	significant	effect	between	the	incentive	variable	
and	employee	performance,	as	indicated	by	the	coefficient	value	of	0.145	and	the	t-count	value	
of	0.001;	(4)	There	is	a	direct	and	positive	and	significant	effect	between	the	workload	variable	
and	employee	performance,	as	indicated	by	the	coefficient	value	of	0.126	and	the	t-count	value	
of	0.001;	and	(5)	There	is	a	direct	and	positive	and	significant	effect	between	the	variable	of	
employee	work	motivation	and	employee	performance,	because	it	is	indicated	by	the	coefficient	
value	of	0.529	and	the	t-count	value	of	0.000.	
	

CONCLUSIONS	AND	SUGGESTIONS	
This	study	shows	that	incentives	and	workload	factors	affect	work	motivation	and	employee	
performance	at	the	Department	of	Population	and	Civil	Registration.	The	conclusion	shows	that	
(1)	 the	 incentive	 variable	 has	 a	 direct	 and	 positive,	 and	 significant	 effect	 on	 the	 employee	
motivation	variable;	(2)	the	workload	variable	has	a	direct	and	positive	and	significant	effect	
on	 the	 work	 motivation	 variable;	 (3)	 the	 incentive	 variable	 has	 a	 direct	 and	 positive	 and	
significant	effect	on	the	employee	performance	variable;	(4)	the	workload	variable	has	a	direct	
and	positive	and	significant	influence	on	the	employee	performance	variable;	and	(5)	employee	
motivation	 variable	 has	 a	 direct	 and	 positive	 and	 significant	 influence	 on	 employee	
performance	variables.	
	
This	 study	 recommends	 that	 the	 thing	 that	 can	 be	 considered	 in	 providing	 incentives	 to	
employees	is	the	employees'	work	productivity.	The	provision	of	incentives	requires	a	fair	and	
proper	 employee	perspective.	 Fairness	 has	 the	meaning	 of	 financial	 incentives	 provided	by	
institutions	 following	 or	 commensurate	 with	 the	 work	 and	 achievements	 of	 employees.	 In	
addition	to	incentives	that	need	to	be	considered	in	improving	employee	performance	is	the	
workload	given	to	employees.	In	the	division	of	workload	to	employees,	the	professionalism	of	
employees	needs	to	be	a	concern	so	that	employees	will	be	able	to	perform	well.	To	improve	
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the	 professionalism	 of	 employees,	 the	 Head	 of	 the	 Department	 of	 Population	 and	 Civil	
Registration	 needs	 to	 provide	 the	 broadest	 possible	 opportunity	 for	 employees	 to	 attend	
education	and	training	following	their	primary	duties	and	responsibilities	so	that	the	academic	
abilities	and	skills	of	employees	will	increase.	The	work	commitment	of	all	employees	must	be	
a	concern,	and	all	employees	must	know	their	primary	duties	and	functions	so	that	they	will	be	
able	to	perform	well.	The	managerial	implication	of	the	results	of	this	study	is	that	the	provision	
of	a	workload	following	the	competence	and	comfort	of	the	state	civil	apparatus	can	improve	
the	performance	of	employees	at	the	Population	and	Civil	Registration	Service.	
	

ACKNOWLEDGMENT	
The	 author	 would	 like	 to	 thank	 the	 Government	 of	 the	 Republic	 of	 Indonesia	 through	 the	
Ministry	 of	 Education	 and	 Culture,	 Open	 University,	 for	 the	 sources	 of	 knowledge	 and	
experience	provided	to	complete	this	research.	The	authors	also	thank	the	respondents,	civil	
servants	 from	 the	 Department	 of	 Population	 and	 Civil	 Registration	 in	 the	 East	 Bali	 region	
involved	in	the	research,	and	the	validators	so	that	this	research	can	be	carried	out	correctly.	
	
Reference			
[1].	Panggabean,	M.	S.	(2018).	Human	resource	management	subject	[materi	pokok	manajemen	sumber	daya	
manusia].	Tangerang	Selatan:	Universitas	Terbuka.	

[2].	Reb,	J.,	Chaturvedi,	S.,	Narayanan,	J.,	&	Kudesia,	R.	S.	(2019).	Leader	mindfulness	and	employee	performance:	
A	sequential	mediation	model	of	LMX	quality,	interpersonal	justice,	and	employee	stress.	Journal	of	Business	
Ethics,	160(3),	745-763.	

[3].	Jessri,	M.,	Kosmidou,	V.,	&	Ahuja,	M.	K.	(2020).	Employees’	decision	to	participate	in	corporate	venturing:	A	
conjoint	experiment	of	financial	and	non-financial	motivations.	Journal	of	Business	Venturing	Insights,	13,	
e00161	

[4].	Di	Vaio,	A.,	&	Varriale,	L.	(2020).	SDGs	and	airport	sustainable	performance:	Evidence	from	Italy	on	
organisational,	accounting	and	reporting	practices	through	financial	and	non-financial	disclosure.	Journal	of	
Cleaner	Production,	249,	119431.	

[5].	Haeruddin,	M.	I.	M.	(2017).	Effect	of	salary	and	incentives	on	employee	performance	and	Organizational	
Citizenship	Behavior	(OCB)	at	the	Grand	Clarion	Hotel	in	Makassar	City	[pengaruh	gaji	dan	insentif	terhadap	
kinerja	karyawan	dan	Organisational	Citizenship	Behaviour	(OCB)	pada	Hotel	Grand	Clarion	di	Kota	
Makassar].	Jurnal	Aplikasi	Manajemen,	Ekonomi	dan	Bisnis,	2(1),	11-21.	

[6].	Anita,	J.,	Aziz,	N.,	&	Yunus,	M.	(2013).	The	effect	of	placement	and	workload	on	work	motivation	and	its	
impact	on	the	work	performance	of	the	labor	service	employees	and	the	mobility	of	the	Acehnese	population	
[Pengaruh	penempatan	dan	beban	kerja	terhadap	motivasi	kerja	dan	dampaknya	pada	prestasi	kerja	pegawai	
dinas	tenaga	kerja	dan	mobilitas	penduduk	Aceh].	Jurnal	Manajemen	Pascasarjana	Universitas	Syiah	Kuala,	2(1),	
67-77.	

[7].	Balducci,	C.,	Alessandri,	G.,	Zaniboni,	S.,	Avanzi,	L.,	Borgogni,	L.,	&	Fraccaroli,	F.	(2021).	The	impact	of	
workaholism	on	day-level	workload	and	emotional	exhaustion,	and	on	longer-term	job	performance.	Work	&	
Stress,	35(1),	6-26.	

[8].	Iskandar,	S.,	&	Sembada,	G.	G.	(2012).	The	effect	of	workload,	motivation	and	job	satisfaction	on	employee	
performance	at	Bank	BJB	Padalarang	Branch	[Pengaruh	beban	kerja,	motivasi	dan	kepuasan	kerja	terhadap	
kinerja	pegawai	Bank	Bjb	Cabang	Padalarang].	Jurnal	Ekonomi,	Bisnis	&	Entrepreneurship,	6(1),	26-38.	

[9].	Hardono,	I.,	Nasrul,	H.	W.,	&	Hartati,	Y.	(2019).	The	effect	of	placement	and	workload	on	work	motivation	and	
its	impact	on	employee	performance	[Pengaruh	penempatan	dan	beban	kerja	terhadap	motivasi	kerja	dan	
dampaknya	pada	prestasi	kerja	pegawai].	Jurnal	Dimensi,	8(1),	28-43.	

[10]	Priyono.	dan	Marnis.	(2008).	Human	Resource	Management	[Manajemen	Sumber	Daya	Manusia].	Sidoarjo:	
Zifatama	Publisher.		



	
	

	
	

639	

Suarningsih, A. A. A. R., Widyani, A. A. D., & Budiastra, A. A. K. (2021). Factors Affecting Employment Motivation and Performance of Employees in 
the Department of Population and Civil Registration. Advances in Social Sciences Research Journal, 8(8). 625-640. 

URL:	http://dx.doi.org/10.14738/assrj.88.10686	
	

[11].	Sobirin,	A.	(2018).	Organizational	behaviour	[Perilaku	organisasi].	Tangerang	Selatan:	Universitas	Terbuka.	

[12].	Demircioglu,	M.	A.,	&	Chen,	C.	A.	(2019).	Public	employees'	use	of	social	media:	Its	impact	on	need	
satisfaction	and	intrinsic	work	motivation.	Government	Information	Quarterly,	36(1),	51-60.	

[13].	Aprilia,	F.,	Samsir,	S.,	&	Pramadewi,	A.	(2017).	The	influence	of	workload,	work	stress	and	work	motivation	
on	the	performance	of	nurses	in	the	Islamic	hospital	of	Ibnu	Sina	Pekanbaru	[Pengaruh	beban	kerja,	stres	kerja	
dan	motivasi	kerja	terhadap	kinerja	perawat	rumah	sakit	Islam	Ibnu	Sina	Pekanbaru].	Jurnal	Online	Mahasiswa	
Fakultas	Ekonomi	Universitas	Riau,	4(1),	87-100.	

[14].	Soetjipto,	N.,	Sulastri,	S.,	Prastyorini,	J.,	Soedarmanto,	S.,	&	Riswanto,	A.	(2021).	Implementation	of	
enterprise	human	resources	management	standards	to	achieve	supply	chain	excellence	in	fertilizer	companies	in	
Indonesia.	Uncertain	Supply	Chain	Management,	9(1),	107-114.	

[15].	Beshi,	T.	D.,	&	Kaur,	R.	(2020).	Public	trust	in	local	government:	Explaining	the	role	of	good	governance	
practices.	Public	Organization	Review,	20(2),	337-350.	

[16].	Keping,	Y.	(2018).	Governance	and	good	governance:	A	new	framework	for	political	analysis.	Fudan	Journal	
of	the	Humanities	and	Social	Sciences,	11(1),	1-8.	

[17].	Aini,	N.	(2019).	Employee	performance	evaluation	to	realize	public	services	in	the	perspective	of	good	
governance	[Evaluasi	kinerja	pegawai	untuk	mewujudkan	pelayanan	publik	dalam	perspektif	good	
governance].	Jurnal	Inovasi	Ilmu	Sosial	dan	Politik	(JISoP),	1(1),	43-57.	

[18].	Kadarisman,	M.	(2014).	Compensation	Management	[Manajemen	Kompensasi].	Jakarta:	Rajawali	Pers.	

[19].	Mangkunegara,	A.A.	A.	P.	(2017).	Company	Human	Resource	Management	[Manajemen	Sumber	Daya	
Manusia	Perusahaan].	Bandung:	PT	Remaja	Rosdakarya.		

[20].	Brink,	A.	G.,	Reichert,	B.	E.,	Masters,	E.,	&	Sarji,	J.	M.	(2021).	When	Less	is	More:	The	Effect	of	Decision	Rights	
and	Performance-Dependent	Incentives	on	Creativity.	Available	at	SSRN	3809213	

[21].	Su,	J.,	Shao,	P.,	&	Fang,	J.	(2008).	Effect	of	incentives	on	web-based	surveys.	Tsinghua	Science	&	
Technology,	13(3),	344-347.	

[22].	Kuvaas,	B.,	Buch,	R.,	Weibel,	A.,	Dysvik,	A.,	&	Nerstad,	C.	G.	(2017).	Do	intrinsic	and	extrinsic	motivation	
relate	differently	to	employee	outcomes?.	Journal	of	Economic	Psychology,	61,	244-258.	

[23].	Rolos,	J.	K.,	Sambul,	S.	A.,	&	Rumawas,	W.	(2018).	The	effect	of	workload	on	employee	performance	at	PT.	
Asuransi	Jiwasraya	Manado	City	Branch	[Pengaruh	beban	kerja	terhadap	kinerja	karyawan	pada	PT.	Asuransi	
Jiwasraya	Cabang	Manado	Kota].	Jurnal	Administrasi	Bisnis	(JAB),	6(004),	19-27.	

[24].	deChambeau,	A.,	McCullough,	I.,	McGurr,	M.,	&	Monaco,	M.	(2021).	Faculty	Workload	Guidelines	in	Technical	
Services.	Technical	Services	in	the	21st	Century	(Advances	in	Library	Administration	and	Organization,	Vol.	42),	
Emerald	Publishing	Limited,	69-82.	

[25].	Moon,	J.,	Lee,	A.,	Min,	S.	D.,	&	Hong,	M.	(2020).	An	Internet	of	Things	sensor–based	construction	workload	
measurement	system	for	construction	process	management.	International	Journal	of	Distributed	Sensor	
Networks,	Volume	16,	Nomor	6,	1550147720935769	

[26].	Galy,	E.	(2020).	A	multidimensional	scale	of	mental	workload	evaluation	based	on	Individual–Workload–
Activity	(IWA)	model:	validation	and	relationships	with	job	satisfaction.	Tutorials	in	Quantitative	Methods	for	
Psychology,	16(1),	240-252	

[27].	Abazari,	M.	A.	L.	E.	K.,	Feiz-Arefi,	M.,	Atashi,	Z.	A.	H.	R.	A.,	Sadeghi,	H.,	Karimi,	A.,	&	Babaeipouya,	A.	M.	I.	N.	
(2020).	Mental	Workload	in	Healthcare	Providers	and	its	Relationship	to	Job	Boredom.	Pakistan	Journal	of	
Medical	and	Health	Sciences,	14(2),	997-1001.	

[28].	Liu,	H.	L.,	&	Lo,	V.	H.	(2018).	An	integrated	model	of	workload,	autonomy,	burnout,	job	satisfaction,	and	
turnover	intention	among	Taiwanese	reporters.	Asian	Journal	of	Communication,	28(2),	153-169.	

[29].	Beckmann,	J.,	&	Heckhausen,	H.	(2018).	Motivation	as	a	function	of	expectancy	and	incentive.	In	Motivation	
and	action	(pp.	163-220).	Springer,	Cham	



	
	

	
	

640	

Vol.	8,	Issue	8,	August-2021	Advances	in	Social	Sciences	Research	Journal	(ASSRJ)	

Services	for	Science	and	Education	–	United	Kingdom	

[30].	Budiastra,	A.	A.	K.,	Puspitasari,	S.,	Wicaksono,	I.,	&	Erlina,	N.	(2021).	Study	of	the	local	wisdom	curriculum	of	
Geopark	Belitung	to	support	local	cultural	values	in	context	of	natural	science	learning	for	elementary	school.	
Advances	in	Social	Sciences	Research	Journal,	8(5).	692-706.	

[31].	Osemeke,	M.,	&	Adegboyega,	S.	(2017).	Critical	review	and	comparism	between	Maslow,	Herzberg,	and	
McClelland‟	s	theory	of	needs.	Funai	Journal	of	Accounting,	Business	and	Finance,	1(1),	161-173.	

[32].	Montag,	C.,	Sindermann,	C.,	Lester,	D.,	&	Davis,	K.	L.	(2020).	Linking	individual	differences	in	satisfaction	
with	each	of	Maslow's	needs	to	the	Big	Five	personality	traits	and	Panksepp's	primary	emotional	
systems.	Heliyon,	6(7),	e04325.	

[33].	Cristóbal,	G.,	Blanco,	S.,	&	Bueno,	G.	(2020).	Overview:	Antecedents,	Motivation	and	Necessity.	Modern	
Trends	in	Diatom	Identification,	3-10.	

[34].	Peiró,	J.	M.,	Bayona,	J.	A.,	Caballer,	A.,	&	Di	Fabio,	A.	(2020).	Importance	of	work	characteristics	affects	job	
performance:	The	mediating	role	of	individual	dispositions	on	the	work	design-performance	relationships.	
Personality	and	Individual	Differences,	157,	109808	

[35].	Sadq,	Z.,	Othman,	B.,	&	Mohammed,	H.	(2020).	Attitudes	of	managers	in	the	Iraqi	Kurdistan	region	private	
banks	towards	the	impact	of	knowledge	management	on	organizational	effectiveness.	Management	Science	
Letters,	10(8),	1835-1842.	

[36].	Correll,	S.	J.,	Weisshaar,	K.	R.,	Wynn,	A.	T.,	&	Wehner,	J.	D.	(2020).	Inside	the	black	box	of	organizational	life:	
The	gendered	language	of	performance	assessment.	American	Sociological	Review,	85(6),	1022-1050.	

[37].	Supranto,	J.	(2010).	Analisis	Multivariat:	Arti	&	Interpretasi.	Jakarta:	Rineka	Cipta.	

[38].	Kanfer,	R.,	Frese,	M.,	&	Johnson,	R.	E.	(2017).	Motivation	related	to	work:	A	century	of	progress.	Journal	of	
Applied	Psychology,	102(3),	338.	

[39].	Spadafora,	N.,	Brandow,	I.	C.,	Li,	M.,	&	Volk,	A.	A.	(2021).	The	Association	Between	Reading	Motivation	and	
Reading	Achievement	in	Chinese	Students:	Exploring	the	Role	of	Personality.	Advances	in	Social	Sciences	
Research	Journal,	8(6).	408-422.	

[40].	Novianty,	R.	R.,	&	Evita,	S.	N.	(2018).	Financial	incentives:	The	impact	on	employee	motivation.	Academy	of	
Strategic	Management	Journal,	17(6),	1-8.	

[41].	Liu,	H.,	Fan,	J.,	Fu,	Y.,	&	Liu,	F.	(2018).	Intrinsic	motivation	as	a	mediator	of	the	relationship	between	
organizational	support	and	quantitative	workload	and	work-related	fatigue.	Human	Factors	and	Ergonomics	in	
Manufacturing	&	Service	Industries,	28(3),	154-162.	

[42].	Sandrin,	É.,	Gillet,	N.,	Fernet,	C.,	Leloup,	M.,	&	Depin-Rouault,	C.	(2019).	Effects	of	motivation	and	workload	
on	firefighters'	perceived	health,	stress,	and	performance.	Stress	and	Health,	35(4),	447-456.	

[43].	Firmansyah,	M.	A.,	&	Mochklas,	M.	(2020,	May).	The	Effect	of	Leadership	Style	and	Financial	Incentives	on	
Employee	Performance.	In	1st	Borobudur	International	Symposium	on	Humanities,	Economics	and	Social	
Sciences	(BIS-HESS	2019)	(pp.	43-46).	Atlantis	Press.	

[44].	Ogbu,	E.	F.	(2017).	The	effect	of	compensation	on	employee	performance	in	Nigeria	civil	service:	A	study	of	
Rivers	State	board	of	internal	revenue	service.	Journal	of	Strategic	Human	Resource	Management,	6(2),	8.	

[45].	Ladyshewsky,	R.	K.,	&	Taplin,	R.	(2018).	The	interplay	between	organisational	learning	culture,	the	manager	
as	coach,	self-efficacy	and	workload	on	employee	work	engagement.	International	journal	of	evidence	based	
coaching	and	mentoring,	16(2),	3-19.	

[46].	Budiastra,	A.	K.,	Hartinawati,	H.,	Ichwan,	I.,	&	Erlina,	N.	(2021).	The	Effectiveness	of	Blended	Learning	for	
New	Generation	Learning	Materials	to	Train	Science	Process	Skills.	Science	and	Research	Journal,	4(2),	63-71.	

[47].	Uysal,	H.	T.	(2019).	The	mediation	role	of	toxic	leadership	in	the	effect	of	job	stress	on	job	
satisfaction.	International	Journal	of	Business,	24(1),	55-73.	

	
	
	


