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Abstract: The research objectives are as follows: To determine the influence of work
performance on career advancement of Civil Servants, To determine the influence of discipline
on employee career development and To determine the influence of work performance and
discipline on the career advancement of Civil Servants at the Marine Corps Command
Headquarters. The calculated t value for the variable Work Performance (X1) is 2,831, while
the twnie Value for N = 93 is 1,985. So 2,831 > 1,985, then H, is rejected and Ha is accepted, it
can be stated that Work Performance (Xi) has a significant effect on Employee Career
Improvement (), the calculated t value for the Discipline variable (X>) is 9,877, while the ttaple
value for N =93 is 1,985. So 9,877 > 1,985 , then H; is rejected and Ha is accepted, it can be
stated that Discipline (X2) has a significant effect on Employee Career Improvement (Y).
ANOVA test or calculated f obtained a calculated f value of 450,520 which is greater than the
table f value for N = 93 of 2,70 or 450,520 > 2,70 with a significance level of 0,000 because
0,000 < 0,05, it can be said that the Work Performance variable (X1) and the Discipline variable
(X2) together have an effect on the Employee Career Development variable (Y).

Keyword: Work Performance, Discipline, Employee Career Development.

INTRODUCTION

Civil servants (PNS) are a member of the state apparatus that plays a strategic role in the
administration of government and public services. As an integral part of the state bureaucracy,
PNS are required to possess high levels of competence, integrity, and dedication in carrying
out their duties and responsibilities. Within the Marine Corps Command Headquarters (Mako
Kormar), which is under the auspices of the Indonesian Navy, PNS hold a crucial position as
administrative, logistical, and managerial support personnel to support the successful
implementation of military operational functions.
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According to Rivai (2019), work performance is the quality and quantity of work
achieved by an employee in carrying out their duties in accordance with their assigned
responsibilities. Work performance is the primary measure for assessing the extent to which an
employee has contributed to achieving organizational goals. In the context of the Marine Corps
Command Headquarters (Mako Kormar), good work performance can be seen from the level
of speed, accuracy, and responsibility of employees in supporting administrative, operational,
and service activities in the unit.

Meanwhile, work discipline is the primary foundation for maintaining order, compliance
with regulations, and effective task execution. According to Hasibuan (2020), discipline is an
individual's awareness and willingness to comply with all organizational regulations and
applicable social norms. A high level of discipline reflects an employee's integrity and loyalty
to the institution where they work.

In the context of the Marine Corps Command Headquarters (Mako Kormar), civil servant
performance is measured by administrative output, reporting accuracy, speed of internal unit
services, and compliance with Indonesian Navy operational standards. However, the reality on
the ground shows that there are still employees with low work performance, characterized by
delays in completing administrative tasks and work results that do not meet institutional
document quality standards.

Disciplined employees will demonstrate punctuality, responsibility for their work, and
consistency in carrying out official orders. Conversely, employees who frequently violate work
time regulations, fail to report, or are inactive in roll calls and training will be deemed to have
low discipline, which can hinder promotions and advancement.

The Marine Corps Command Headquarters is a vital component of the Indonesian Navy,
primarily responsible for organizing, controlling, and supporting all levels of the Marine Corps.
The militaristic work environment demands discipline, adherence to hierarchy, and precise
administrative performance. Therefore, career development for civil servants at the Marine
Corps Headquarters impacts not only individual well-being but also organizational
effectiveness and the professional image of the national defense apparatus.

However, if work performance is not balanced with high discipline and an objective
evaluation system, career inequality, job stagnation, and the potential for declining employee
morale will emerge. In the long term, this condition can impact the quality of administrative
support for the Marine Corps' overall combat and operational tasks.

Thus, it is necessary to conduct empirical research on the influence of work performance
and discipline on the career advancement of Civil Servants at the Marine Corps Command
Headquarters. This research is expected to provide an objective picture of the extent to which
these two factors influence the career success of employees, as well as provide input for the
leadership of Denma Mako Kormar (Marine Corps Command Headquarters Detachment) in
designing a fair, transparent, and performance-based career development strategy.

METHOD
Types of research

The type of research conducted was descriptive quantitative. Descriptive quantitative is
a type of research used to analyze data by describing or depicting the collected data as it is.
Descriptive quantitative research uses a correlational approach. Correlational research is
research conducted to determine whether or not a relationship exists and, if so, how close the
relationship is and whether or not the relationship is significant. Correlational research studies
two or more variables, namely the extent to which variations in one variable are related to
variations in another variable.

Survey methods are used to describe the characteristics of a population, such as abilities,
opinions, attitudes, beliefs, and knowledge (Fraenkel and Wallen, 2019). Survey research is
research that takes samples from a population and uses questionnaires. as the primary data
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measurement tool. Meanwhile, correlation analysis is a technique for obtaining information
regarding the level of relationship between independent and dependent variables.

Sample population

According to Djarwanto, (2019) states that population is Population is the total number
of units or individuals whose characteristics are to be studied. These units are called units of
analysis, and can be people, institutions, objects, etc. Meanwhile, according to Sugiyono
(2018), population is a generalization area consisting of: objects or subjects that have qualities
and characteristics. certain subjects determined by the researcher to be studied and then
conclusions drawn. So the author can conclude that the population in this study is employees
in the Civil Service at the Marine Corps Command Headquarters. as many as 93 employees. In
this study, the sampling technique used was total sampling of respondents, which the author
used as many as 93 respondents on the influence of work performance and discipline on career
advancement of Civil Servants at the Marine Corps Command Headquarters.

Method of collecting data

Data collection techniques are methods for searching for and obtaining data on variables
in the form of notes, reports, and documentation. According to Sugiyono (2020), there are two
main factors that influence the quality of research data: the quality of the research instruments
and the quality of the results. In this study, the data collection technique used is the field
research technique, carried out by going directly to the field using a questionnaire data
collection tool which is distributed to respondents.

To support theoretical or conceptual ideas regarding the variables or conceptual regarding
the variables of this research, the author uses library research techniques, which in this case are
supported by data collection tools through textbooks or literature which are used as study
material in this research.

Meanwhile, observation, namely data collection carried out by the author in the form of
direct observation of the object being studied, namely the influence of work performance and
discipline on career advancement of Civil Servants at the Marine Corps Command
Headquarters:

1. Questionnaire
Questionnaires were given to respondents to determine the influence of work
performance (X1), discipline (X2), and employee career advancement (Y).
Assessment of a series of research questionnaire statements that have been answered
by respondents using the following research norms:
A question is positive if the answer is:
a) Strongly Agree  Score 5

b) Agree Score 4
c) Quite Agree Score 3
d) Disagree Score 2

e) Strongly Disagree Score 1
Likert scale. The Likert scale is used to measure an individual's or group's attitudes,
opinions, and perceptions about social events or phenomena. In this research, these
social phenomena have been specifically defined by the researcher, and are hereinafter
referred to as research variables.

2. Research Instruments
Instrument research on work performance variables (X1), discipline (Xz), and employee
career advancement () is a questionnaire with a Likert scoring model filled out by
respondents on the distributed questionnaire. The Likert scale consists of 5 (five) scales,
namely Strongly Agree (SS), Agree (S), Quite Agree (CS), Disagree (TS) and Strongly
Disagree (STS) with value weights for positive and negative statements.
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Analysis Method

The analysis technique used in this study was quantitative analysis using statistics.
Furthermore, to obtain and expedite data input, statistical software was used to support this
research. The software used to support this research was SPSS (Statistical Product and Service
Solutions) version 29. In SPSS, raw data that had been processed into numbers was input into
SPSS, making it easier for the author to conduct this research.

Validity Testing
The basis for decision making in validity testing is as follows:
a) If the r value is positive and the rresurt IS > rtanle, then the item or variable is valid.
b) If the r value is negative and rresuit < Ftable OF Fresult IS Negative > rple then the item or
variable is invalid.
A questionnaire is declared valid if the r value obtained from the calculation results (rxy)
is greater than the table r value (5%).

Instrument Reliability Test
According to Arikunto (2020), reliability refers to the degree to which an instrument is
sufficiently reliable to be used using the Cronbach's Alpha formula. The basis for decision
making in the reliability test in this study is as follows:
a) Ifthe r alpha value is positive and r alpha > r table , then the item or variable is reliable.
b) If the r alpha value is negative and r alpha < r table or r alpha is negative > r table , then
the item or variable is not reliable.

Multiple Regression Analysis

Sugiyono (2019) proposed multiple linear regression analysis used to make predictions,
how the value of a variable changes dependent if the value of the independent variable is
increased or decreased. This analysis is used by involving two or more independent variables.
between the dependent variable (Y) and the independent variables (X1 and Xz), This method is
used to determine the strength of the influence between several factors. independent variables
simultaneously with the dependent variable.

Hyxy. Xa, . Xp = A+ BX; + BaXs + ...+ ByX,

Technique used in this study was multiple linear regression. The analysis was conducted
computerized using the computer program Statistical Product and Service Solutions (SPSS)
Version 29 for Windows.

Coefficient of Determination

The definition of the coefficient of determination according to Andi Supangat (2018) is:
"The coefficient of determination is a quantity to show the level of strength of the relationship
between two or more variables in the form of a percentage (showing how much percentage of
the diversity of y can be explained by the diversity of x), or in other words how much x can
contribute to y."

Mudrajad Kuncoro (2021), according to him, the coefficient essentially measures the
extent to which a model is able to explain variations in the dependent variable. The value of
the coefficient of determination is between zero (0) and one (1). A small r? value means that
the ability of the independent variables to explain the variable's variation is very limited. If the
value is close to one, it means that the independent variables provide almost all the information
needed to predict variations in the dependent variable.
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The magnitude of the relationship between the variables “X1” and “X2” with the variable
“Y” can be determined by using the coefficient of determination analysis, which is obtained by
squaring the correlation coefficient. Based on the definition above, the coefficient of
determination is part of the total diversity of the dependent variable that can be calculated by
the diversity of the independent variable calculated with the coefficient of determination with
the basic assumption that other factors outside the variable are considered fixed or constant. To
determine the value of the coefficient of determination, it can be calculated using the formula:

K;=r* x100%

Information:
Kd = Value of coefficient of determination
r = Correlation coefficient value

Hypothesis
The calculations or analysis in this study utilize the SPSS computer program for Windows
29.0. The test statistics used are:
a. t-test
To determine the influence of the independent variable individually (partially) on the
dependent variable, the decision is to use a partial test (t-test) with the test decision
being:
1) Ho is accepted if tcount < ttavle.
2) Ho is rEjected if teount > ttanle.
b. Ftest
The F test statistic is used to determine simultaneously (multiple) the influence between
work performance (X:), discipline (X2), and employee career advancement (Y), with
the test results being:
1) Hois accepted if Fcount < Fravle.
2) Hois rejected if Feount > Frable.

RESULTS AND DISCUSSION

Quantitative data that has been compiled, through the distribution of questionnaires or
surveys that researchers have conducted, becomes the average value of work performance (X1),
discipline (X2), and employee career advancement (Y) and analyzed using parametric Statistics
with the program SPSS Release 29.00 For Windows, namely to find out whether each variable
studied has a positive influence on employee career advancement. or vice versa. The data was
analyzed using the regression analysis command (option) found on the SPSS main menu. The
values in each SPSS output are described as follows:
a. Multiple Linear Regression Test

Table 1. Results of the Regression Equation
Coefficients?
Unstandardized Standardized

Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 5,578 1,734 3,216 ,002
Work performance (X1) ,379 ,134 377 2,831 ,006
Discipline (X2) 1,274 ,129 1,315 9,877 ,000

a. Dependent Variable: Employee career advancement (YY)
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Based on the SPSS output results in the coefficients table in above, it can be identified
that the multiple linear regression equation is as follows:

Y =5,578 + 0,379.X1+ 1,274.X2

+ intercept constant value of 5,578 states that if the Work Performance variable (X3),
Discipline variable (X2) increases by 1 unit, then the Employee Career Development
variable (Y) will increase by 5,578.

«»+ The regression coefficient value of the Job Performance variable (X1) against the
Employee Career Development variable (Y) is 0,379. This means that if the Job
Performance variable (X1) increases by 1 unit, it will increase the Employee Career
Development variable (YY) by 0,379, assuming the Job Performance variable (X1) is
considered constant.

%+ The regression coefficient value of the Discipline variable (X2) against the Employee
Career Development variable (Y) is 1,274. This means that if the Discipline variable
(X2) increases by 1 unit, it will increase the Employee Career Development variable (Y)
by 1,274, assuming the Discipline variable (X2) is considered constant.

b. Coefficient of Determination

Based on the Model Summary table, the R Square value is 0,909. This shows that 90,9%
of Work Performance (X:1) and Discipline (X2) have an influence on Employee Career
Improvement (YY), while the remaining 9,1% is influenced by other factors not examined in this
study.

c. Hypothesis testing
t test
1) The influence of work performance (X1) on employee career development (Y)
on the coefficients table above, the calculated t value for the Work Performance variable
(X1) is 2,831, while the twanie value for N = 93 is 1,985. So 2,831 > 1,985, then Ho is
rejected and Ha is accepted, it can be stated that work performance (X1) has a significant
effect on employee career advancement ().
2) The Influence of Discipline (X;) on Employee Career Development ().
on the coefficients table above, the calculated t value for the Discipline variable (X2) is
9,877, while the t table value for N = 93 is 1,985. So 9,877 > 1,985, then Ho is rejected
and H, is accepted, it can be stated that Discipline (X2) has a significant effect on
Employee Career Improvement (Y).

F test

of the ANOVA test or fcount, the calculated f value is 450,520 which is greater than the
fiable Value for N = 93 of 2,70 or 450,520 > 2,70 with a significant level of 0,000 because 0,000
< 0,05, it can be said that the Work Performance variable (X1) and the Discipline variable (X>)
together have an effect on the Employee Career Development variable (Y).

CONCLUSION

1. Work Performance (X1) has a significant influence on Employee Career Improvement
(Y). This is evidenced by the calculated t value of 2,831, which is greater than the t
table of 1.985. Thus, the better the work performance shown by an employee, the
greater the opportunity for the employee to obtain career advancement.

2. Discipline (X2) has a significant influence on Employee Career Improvement (). The
t-test results show a calculated t-value of 9,877, which is greater than the t-table value
of 1,985. This indicates that work discipline has a very strong influence on employee
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career advancement. Employees with a high level of discipline tend to be more trusted
by the organization and have better career opportunities .

3. Work Performance (Xi) and Discipline (X2) simultaneously have a significant
influence on Employee Career Improvement (Y). The F test results show a calculated
F value of 450,520, which is greater than the F table of 2,70 with a significance level
of 0,000 < 0,05. This proves that work performance and discipline together are
important factors in determining employee career advancement. The coefficient of
determination (R Square) value is 0,909. These results show that 90,9% of employee
career advancement is influenced by work performance and discipline, while the
remaining 9,1% is influenced by other factors not examined in this study, such as
competence, work experience, education and training, motivation, leadership, and
organizational policies.
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