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Abstract  

Purpose: This study aims to examine the effect of competence and 

work discipline on employee performance at XLSmart Jakarta. The 

focus is to understand how these two human resource dimensions 

contribute to organizational success in a highly competitive business 

environment 

Research Methodology: The research adopts a quantitative approach 

with descriptive and verificative methods. The population consists of 

400 employees, and a sample of 80 respondents was determined using 

the Slovin formula. Data were collected through questionnaires and 

analyzed using SPSS version 25. Validity and reliability tests 

confirmed that all indicators were appropriate and consistent for 

measuring the study variables. 

Results: The findings show that both competence and work discipline 

have a significant positive effect on employee performance. The 

regression model Y = 26.423 + 0.226X1 + 0.178X2 explains that 

improvements in competence and discipline lead to better 

performance outcomes. The coefficient of determination (R²) of 0.627 

indicates that 62.7% of performance variance is explained by 

competence and discipline, while 37.3% is due to other factors not 

investigated in this study. 

Conclusions: Competence and discipline are essential drivers of 

employee performance. Organizations need to strengthen training 

programs and enforce discipline consistently to maximize 

productivity. 

Limitations: This study is limited to one company and uses cross-

sectional data, which may restrict generalizability. 

Contributions: Explain how this study can contribute. To whom, 

what study area, discipline, etc. 
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1. Introduction 
Organizations are structured systems designed to coordinate individual efforts to achieve collective 

goals through clearly defined roles, responsibilities, and communication channels that ensure efficiency 

and accountability. Within these systems, human resources represent the most critical assets, 

characterized by diverse backgrounds, skills, motivations, and values that can become sources of 

innovation as well as potential challenges if they are not managed effectively. Therefore, organizations 

must harmonize this diversity to align their individual contributions with their organizational objectives.  

 

Effective leadership plays a crucial role in providing direction, motivation, and support, enabling 

employees to perform optimally and remain committed to achieving shared goals. Additionally, 

organizational culture functions as a unifying mechanism by shaping shared values, norms, and 

behaviors that guide employee interactions and collaboration. When leadership and organizational 
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culture are aligned, organizations are better able to integrate diverse human resources into a cohesive 

and high-performing workforce, ultimately enhancing overall performance and ensuring sustainable 

organizational success (Ferine, Aditia, & Rahmadana, 2021; Sabir & Ahmad, 2022; Wiradendi Wolor, 

2020). 

 

In the era of globalization, increasing demands for productivity, innovation, and competitiveness have 

positioned competence and work discipline as crucial determinants of organizational success. 

Organizations must continuously improve the quality of their human resources to adapt to rapid changes 

in technology, market dynamics, and customer expectations. Competence refers to a combination of 

knowledge, skills, attitudes, and other individual characteristics that enable employees to perform their 

tasks efficiently and effectively. Employees with high competence levels are better equipped to solve 

problems, make informed decisions, and contribute to innovation within the organization.  

 

However, competence alone is insufficient to ensure optimal performance. Work discipline is equally 

important in ensuring that employees comply with organizational rules, standards, and procedures. High 

work discipline fosters consistency, reliability, and accountability in the execution of tasks. When 

competence and work discipline are developed simultaneously, organizations can enhance employee 

performance, strengthen competitive advantage, and achieve sustainable success in an increasingly 

competitive global environment (Boelt, Kolmos, & Holgaard, 2022; Jayabalan, Nair, Makhbul, Hui, & 

Subramaniam, 2020; Martini, Gorda, Gorda, Sari, & Antara, 2024; Škrinjarić, 2022).  

 

Employees whose competencies align with job requirements generally demonstrate higher 

performance, productivity, and job satisfaction. Proper alignment enables individuals to apply their 

knowledge, skills, and abilities effectively to complete assigned tasks, leading to efficient work 

processes and higher-quality outcomes. Conversely, mismatches between employee competencies and 

job demands often result in inefficiency, increased errors, and work-related stress. Employees may 

struggle to meet performance expectations, experience dissatisfaction, and lose motivation when their 

abilities do not align with their roles.  

 

Over time, such misalignment can negatively affect organizational performance, increase turnover 

intentions, and hinder the achievement of strategic objectives. Therefore, ensuring the appropriate fit 

between employee competencies and job requirements is essential for achieving optimal performance 

and organizational effectiveness (Armstrong & Taylor, 2023; Kohnová, Papula, Papulová, Stachová, & 

Stacho, 2020). Work discipline plays a vital role in maintaining consistency, reliability, and adherence 

to organizational rules. Employees with strong work discipline are more likely to follow procedures, 

manage their time effectively, and fulfill their responsibilities in accordance with organizational 

expectations.  

 

This consistency supports stable work processes and reduces the risk of errors or deviations that may 

disrupt the performance. In addition, disciplined behavior promotes accountability and professionalism, 

creating a positive work environment and strengthening teamwork. When employees consistently 

comply with organizational norms, coordination and control become more effective. Consequently, 

strong work discipline contributes to improved individual and organizational performance, supporting 

long-term stability and the achievement of organizational goals (Puspitasari, Akbar, & Lina, 2025; 

Sipahelut, Erari, & Rumanta, 2021; Wang, Zhang, Das, Weng, & Yang, 2020). 

 

Recent studies have reinforced the pivotal roles of competence and work discipline in enhancing 

employee performance. Martini et al. (2024) found that competence development significantly 

improves employee performance in Indonesian small and medium enterprises, while also fostering 

creativity and strengthening product competitiveness. These findings indicate that competence not only 

enhances individual capabilities but also contributes to organizational innovation and market 

advantages. Furthermore, the study by Syauqi, Awan, Mubarok, and Zulkarnain (2024) confirms that 

work discipline amplifies the positive effect of competence on employee performance, highlighting the 

complementary relationship between these two factors.  
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Additional empirical evidence from Indonesia supports these conclusions, showing that work discipline 

and motivation jointly have a significant positive impact on employee performance (Lestari & 

Nugraheni, 2022; Sitopu, Sitinjak, & Marpaung, 2021). Collectively, these studies emphasize that 

integrating competence development with strong work discipline is essential for achieving sustainable 

performance improvement. At XLSmart Jakarta, internal data from 2024 indicate noticeable 

performance variations across the divisions. The Technology and Human Resources divisions 

demonstrate high levels of competence and work discipline, which are reflected in their strong 

performance outcomes.  

 

In contrast, the marketing and customer service divisions show relatively lower performance levels. 

Several issues have been identified, including mismatches between employee skills and job 

requirements, frequent tardiness, and noncompliance with attendance policies. These conditions suggest 

that employee competence and work discipline in certain divisions are not fully aligned with 

organizational expectations. Consequently, performance gaps have emerged, highlighting the need for 

improved competency development and stronger enforcement of work discipline across all divisions. 

 

Although the literature increasingly supports the influence of competence and work discipline on 

employee performance, several research gaps persist. First, many existing studies tend to examine 

competence or discipline separately, while only a limited number of studies analyze both variables 

simultaneously to capture their combined effects (Kircaburun, Alhabash, Tosuntaş, & Griffiths, 2020). 

Second, empirical evidence focusing on the telecommunications or digital service sector in Indonesia 

is still relatively scarce, despite the sector’s rapid growth and strategic importance. Third, some studies 

report non-significant effects of competence on performance when it is examined without adequate 

support from work discipline or supportive organizational culture (Đorđević et al., 2021; Oduro, 2024). 

These inconsistencies suggest that competence alone may not be sufficient to improve performance, 

highlighting the importance of integrative models that consider discipline and contextual organizational 

factors 

 

Based on these observations, this study aims to analyze the simultaneous effects of competence and 

work discipline on employee performance at XLSmart in Jakarta. From a theoretical perspective, this 

study contributes to the literature by integrating competence and work discipline as joint determinants 

of employee performance, particularly within the digital and telecommunications sector. This approach 

helps address the existing gaps in the literature, which often examines these factors separately. 

Practically, the findings are expected to provide valuable insights for management in designing effective 

training programs, skill mapping strategies, and disciplinary policies. By aligning employee 

competencies with job requirements and strengthening work discipline, organizations can foster 

sustainable performance improvement and enhance overall organizational effectiveness. 

 

2. Literature Review and Hypothesis Development 
2.1 Competence and Employee Performance 

Competence is widely recognized as a fundamental determinant of employee performance and 

organizational effectiveness. It is commonly defined as an individual’s underlying characteristic that 

predicts effective performance in a given role (Oktariani & Afif, 2023; Škrinjarić, 2022). Competence 

encompasses a combination of motives, personal traits, self-concept, knowledge, and skills that 

collectively shape how individuals perform their tasks. Employees with high competence levels are 

better equipped to perform their duties efficiently, adapt to dynamic work environments, and respond 

proactively to organizational challenges. Moreover, competence supports innovation by enabling 

employees to apply creative problem-solving and continuously improve work processes, thereby 

contributing to sustainable organizational success (Armstrong & Taylor, 2023). 

 

Empirical evidence strongly supports this theory. Wijayanti and Sari (2023) demonstrated that 

employees whose competencies are well aligned with job requirements tend to achieve higher levels of 

performance and job satisfaction. This alignment allows individuals to fully utilize their abilities, 

reducing role ambiguity and increasing work effectiveness. Similarly, Yusiana, Hurriyati, and 

Dirgantari (2024) confirmed that competence, when supported by appropriate job fit, positively 
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influences business outcomes through enhanced organizational commitment. Employees who feel 

competent and suitable for their roles are more likely to be engaged, loyal, and motivated to contribute 

to the organization’s goals. Furthermore, Martini et al. (2024) found that competence development 

initiatives stimulate employee creativity, which leads to improved performance outcomes. In contrast, 

insufficient competence has been consistently associated with low productivity, limited adaptability, 

and employee dissatisfaction across various organizational contexts (Fatima, 2011). 

 

Based on strong theoretical arguments and consistent empirical findings, this study proposes the 

following hypothesis: 

H1: Competence positively and significantly affects employee performance. 

 

2.2 Work Discipline and Employee Performance 

Work discipline refers to the extent to which employees comply with organizational rules, fulfill 

assigned responsibilities, and demonstrate consistency in their work-related behavior (Malik, Ali, 

Kausar, & Chaudhry, 2021; Sabir & Ahmad, 2022). It reflects an individual’s willingness to adhere to 

the organization’s established standards, procedures, and ethical guidelines. Strong work discipline is 

closely associated with accountability, punctuality, and respect for organizational norms, all of which 

are essential for creating an orderly and productive work environment. Through disciplined behavior, 

employees are able to manage time effectively, minimize errors, and maintain consistent performance, 

thereby supporting the achievement of organizational goals (Efendi, Rifa'i, Bahrun, Milla, & Suharmi, 

2020; Nasution & Priangkatara, 2022; Northouse, 2021; P. Turner, 2018). 

 

From a managerial and leadership perspective, work discipline is a key element in shaping 

organizational culture. Leaders who consistently enforce rules and demonstrate disciplined behavior 

help establish clear expectations and reinforce acceptable conduct among employees (Northouse, 2021). 

In such environments, discipline does not function as a coercive mechanism but as a shared value that 

promotes professionalism and responsibility. Furthermore, disciplined work practices contribute to 

operational stability by reducing absenteeism, tardiness, and noncompliance, which are common 

sources of inefficiency in organizations (S. Turner, Chan, McKimm, Dickson, & Shaw, 2018). 

Consequently, work discipline is a critical foundation for sustaining high performance levels over time. 

 

Empirical studies strongly support the positive influence of work discipline on employee performance. 

Iskamto et al. (2021) reported that discipline has a significant effect on employee performance, with an 

R² value of 0.729, indicating that nearly 73 percent of performance variation can be explained by 

discipline alone. These findings are consistent with prior studies that have highlighted discipline as a 

dominant predictor of performance across different organizational contexts (Ferdinandus, 2020; 

Gandung, 2024; Herwina, 2022; Zysman & Costinot, 2022). Similarly, Maryani, Entang, and Tukiran 

(2021) and Putri and Noerchoidah (2025) confirmed the robustness of this relationship, reporting a high 

T-statistic value of 13.135, which reflects a strong and statistically significant impact of discipline on 

employee outcomes. 

 

At the organizational level, Rivaldo and Nabella (2023) found that work discipline, when combined 

with employee loyalty and intrinsic motivation, significantly enhanced performance in health 

institutions. This suggests that discipline not only influences individual behavior but also interacts with 

other psychological and behavioral factors to strengthen the effectiveness of the organization. 

Moreover, a systematic review conducted by Yousf and Khurshid (2024) concluded that 76.92 percent 

of empirical studies consistently validated a positive association between work discipline and employee 

performance. This high level of consistency across studies underscores the critical role of discipline as 

a key determinant of performance. 

 

Based on strong theoretical foundations and substantial empirical evidence, this study proposes the 

following hypothesis. 

H2: Work discipline has a positive and significant effect on employee performance. 

 

2.3 Competence, Discipline, and Employee Performance: An Integrated View 
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While competence and work discipline have been widely examined as independent predictors of 

employee performance, their combined effect remains relatively underexplored, particularly in 

Indonesia’s telecommunication industry. Most empirical studies tend to isolate one variable at a time, 

overlooking the interactive and complementary nature of competence and discipline in shaping the 

performance outcomes. In practice, organizational effectiveness depends not only on employees’ 

technical and behavioral competencies but also on their ability to consistently apply these competencies 

through disciplined work behavior (Ferdinandus, 2020; Persada & Nabella, 2023; Sutaguna, Yusuf, 

Ardianto, & Wartono, 2023). Competence without discipline may result in unrealized potential, whereas 

discipline without adequate competence may lead to procedural compliance without meaningful 

performance improvement. 

 

Employees with strong technical skills, relevant knowledge, and appropriate behavioral attributes are 

generally capable of performing tasks effectively. However, when such competencies are not supported 

by punctuality, adherence to procedures, and responsibility, performance outcomes may remain 

suboptimal. For example, highly skilled employees who frequently arrive late, ignore standard 

operating procedures, or fail to meet deadlines may undermine team coordination and overall 

productivity of the organization. Conversely, employees who demonstrate high levels of discipline but 

lack sufficient competence may comply with rules and schedules yet struggle to achieve quality results 

or respond to complex job demands effectively. This highlights that competence and discipline function 

as interdependent factors rather than isolated determinants of performance (Persada & Nabella, 2023; 

Sutaguna et al., 2023).  

 

The XL Smart Jakarta case provides a practical illustration of this interaction. Internal organizational 

data from 2024 reveal that, although certain divisions employ individuals with high levels of technical 

expertise, the overall performance varies significantly across departments. These variations are largely 

attributed to differences in work discipline and the degree of alignment between employees’ skills and 

job requirements (XL Smart Jakarta, 2024). Divisions with well-matched competencies and strong 

disciplinary practices tend to exhibit higher performance levels, while those experiencing issues such 

as skill-job mismatches, tardiness, and non-compliance with organizational policies demonstrate 

weaker outcomes. This suggests that competence and discipline jointly shape employee performance 

and cannot be effectively evaluated in isolation. 

 

From a theoretical perspective, integrating competence and work discipline provides a comprehensive 

understanding of employee performance. Competence represents the foundation of what employees can 

do, whereas discipline determines how consistently and responsibly those capabilities are applied in the 

workplace. Together, these factors create a synergistic effect that enhances both individual and 

organizational performance. Recognizing this interaction is particularly important in the 

telecommunications industry, where rapid technological change, service reliability, and strict 

operational standards demand both high competence and strong discipline from employees. 

 

Therefore, based on theoretical arguments and empirical observations, the third hypothesis of this study 

is formulated as follows: 

H3: Competence and work discipline simultaneously have a positive and significant effect on 

employee performance. 

 

Based on the literature review and hypothesis development, it can be concluded that competence and 

work discipline are critical determinants of employee performance. Competence provides the necessary 

knowledge, skills, and behavioral attributes for effective task execution, whereas work discipline 

ensures consistency, accountability, and compliance with organizational standards. Both factors are 

expected to influence employee performance, both individually and simultaneously. The conceptual 

framework of this study is presented in Figure 1 to clearly illustrate these relationships and the direction 

of the proposed hypotheses. 
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Figure 1. Conceptual framework model 

 

3. Methodology 
3.1 Population and Sample 

The population of this study consisted of all employees of XL Smart Jakarta, totaling 400 individuals. 

In quantitative research, a population is defined as a generalization area comprising subjects or objects 

that possess certain characteristics determined by the researcher for the purpose of study and drawing 

conclusions (Noor, 2017; Syahza, 2021). In this study, the population included employees from all 

divisions within XL Smart Jakarta, as each employee potentially contributed relevant information 

related to competence, work discipline, and employee performance. By comprehensively defining the 

population, this study seeks to ensure that the findings accurately reflect the organizational conditions 

and employee characteristics within XL Smart Jakarta. 

 

Given the relatively large population size, it was neither efficient nor practical to involve all 400 

employees as research participants. Therefore, sampling was conducted to obtain representative data 

while maintaining feasibility in terms of the time, cost, and access. Sampling is an essential 

methodological step in quantitative research because it allows researchers to make valid inferences 

about the population based on data collected from a smaller group of respondents, provided that the 

sample is appropriately selected and sufficiently representative. 

 

To determine the required sample size, this study employed the Slovin formula, which is commonly 

used in social science research because of its simplicity and practicality, particularly when population 

variability is unknown and research resources are limited (Sumarto & Rachbini, 2015). The Slovin 

formula calculates the sample size based on the total population and a specified margin of error, 

enabling researchers to balance accuracy and feasibility. In this study, a margin of error of 10 percent 

was applied, reflecting the exploratory nature of the research and practical considerations related to data 

collection. Based on this calculation, the Slovin’s formula yielded a minimum sample size of 80 

employees. This number is considered sufficient to represent a population of 400 employees and to 

support a reliable statistical analysis. 

 

Alternatively, some methodological scholars recommend using the Krejcie and Morgan (1970) sample 

size table, which provides a more standardized approach to determining sample size based on the chi-

square distribution, population size, and confidence levels. According to this table, a population of 400 

would require a minimum sample size of 196 respondents to achieve a 95 percent confidence level. 

While this approach offers higher statistical precision, it also demands greater resources and access to 

respondents than the former. In the context of this study, practical constraints, such as limited time, 

restricted access to employees, and organizational operational considerations, made it difficult to 

achieve such a large sample size. 

 

Furthermore, this study is exploratory in nature and aims to examine the relationships between 

competence, work discipline, and employee performance rather than produce highly generalizable 
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national-level findings. Previous methodological literature suggests that smaller sample sizes may still 

be acceptable for exploratory studies, particularly when the analysis method is appropriate and the 

sampling technique ensures representativeness (Hair Jr et al., 2021). In addition, multiple regression 

analysis, which was employed in this study, can be reliably conducted with moderate sample sizes, 

provided that the data meet the required statistical assumptions. Therefore, a sample size of 80 

respondents was considered adequate to achieve the research objectives while maintaining a balance 

between methodological rigor and feasibility. 

 

To ensure fair representation across organizational units, this study applied proportional random 

sampling to select respondents. This technique allows each division within XL Smart Jakarta to be 

represented proportionally according to the number of employees, thereby reducing sampling bias and 

increasing the representativeness of the sample. By combining proportional allocation with random 

selection, every employee within the population had an equal opportunity to be included in this study. 

Consequently, the final sample of 80 employees is expected to provide valid and reliable data for 

analyzing the effects of competence and work discipline on employee performance at XL Axiata Smart 

Jakarta. 

 

4. Results and Discussions 
4.1 Descriptive Statistics 

Table 1 presents the descriptive statistics for the main variables, including competence, work discipline, 

and employee performance. 

 

Table 1. Descriptive statistic 

No Variable N Minimum Maximum Mean 
Std. 

Deviation 

1 Competence 80 3.00 5.00 4.12 0.52 

2 Work discipline 80 2.80 5.00 4.05 0.48 

3 Employee performance 80 3.10 5.00 4.18 0.50 

 

Table 1 indicate that all research variables exhibit relatively high mean values above 4.0, suggesting 

positive perceptions among the employees at XL Smart Jakarta. These findings imply that employees 

generally demonstrate good levels of competence, as reflected in their knowledge, skills, and ability to 

perform job tasks effectively. Additionally, employees tend to maintain strong work discipline, as 

shown by their compliance with organizational rules, punctuality, and responsibility in carrying out 

duties. High mean values for employee performance further indicate that most employees can meet or 

exceed performance expectations. Overall, these results suggest favorable internal conditions that 

support productivity and organizational effectiveness. 

 

4.2 Validity and Reliability Tests 

4.2.1 Validity Tests 

The validity test results indicated that all measurement items had factor loading values above 0.50 with 

significance levels below 0.05, confirming that the indicators were valid and demonstrated adequate 

convergent validity. This suggests that each item effectively represents the construct intended to be 

measured. Furthermore, the reliability test showed that all constructs achieved Cronbach’s alpha values 

greater than 0.70, indicating good internal consistency among the measurement items. These findings 

confirm that the research instruments are both valid and reliable, ensuring that the data collected are 

consistent, dependable, and suitable for further statistical analyses and hypothesis testing. 

 

Table 2. Validity test of discipline (X2) 

No Item Statement 
Pearson 

Correlation 
Sig. (2-tailed) Result 

1 Punctual attendance .449** 0.000 Valid 

2 Optimal use of working hours .564** 0.000 Valid 

3 Arrival and departure according to schedule .612** 0.000 Valid 
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4 Compliance with supervisor’s instructions .498** 0.000 Valid 

5 Understanding of organizational rules .368** 0.001 Valid 

6 Consistently follows rules .126 0.265 Not Valid 

 

Table 3. Validity test of performance (Y) 

No Item Statement 
Pearson 

Correlation 

Sig. (2-

tailed) 
Result 

1 Work based on SOP .458** 0.000 Valid 

2 Work based on SPM .539** 0.000 Valid 

3 Work meets customer expectations .433** 0.000 Valid 

4 Produces good output .488** 0.000 Valid 

5 Accuracy in task completion .444** 0.000 Valid 

6 Timely completion of work .427** 0.000 Valid 

7 Quantity of work matches completion time .307** 0.006 Not Valid 

 

4.2.2 Reliability Test 

Reliability analysis in this study was conducted using Cronbach’s alpha to assess the internal 

consistency of the measurement instruments. As presented in Table 4, all research variables obtained 

Cronbach’s alpha values above the minimum acceptable threshold of 0.60. These results indicate that 

the items used to measure each variable are consistent and reliable in capturing intended constructs. 

Consequently, the research instruments can be considered dependable for data analysis, and the findings 

derived from these measurements are sufficiently reliable to support further statistical testing and 

hypothesis evaluations. 

 

Table 4. Reliability test results 

Variable Cronbach’s Alpha No. of Items Result 

Competence 0.672 8 Reliable 

Discipline 0.641 6 Reliable 

Performance 0.625 6 Reliable 

 

4.3 Regression Analysis 

 

Table 5. Regression results 

redictor Beta (β) t-value Sig. (p) 

Competence 0.412 4.120 0.000 ** 

Work Discipline 0.385 3.850 0.000 ** 

R² = 0.652 F = 71.35 p = 0.000  

Note: p < 0.01 (significant) 

 

Table 5 presents the results of the multiple regression analysis used to test the hypotheses.The regression 

analysis results show that the proposed model is statistically significant, as indicated by an F-value of 

71.35 and a probability value of less than 0.001. This finding confirms that the model is suitable for 

explaining the relationship between independent variables and employee performance. The coefficient 

of determination (R²) is 0.652, indicating that competence and work discipline jointly explain 65.2 

percent of the variance in employee performance. This suggests that a substantial portion of employee 

performance is influenced by these two variables, while the remaining variance is explained by other 

factors not examined in this study. 

 

4.3.1 Regression Equation 

𝑌 = 26.423 + 0.226𝑋1 + 0.178𝑋2    (1) 

 

The regression analysis in this study produced the following equation, where Y represents employee 

performance, X1 represents competence, and X2 represents the work discipline. This equation indicates 

that when competence and work discipline are held constant, the baseline level of employee 
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performance is 26.423. This constant value reflects the level of performance that exists independently 

of variations in competence and discipline within an organization. 

 

The regression coefficients further explain the influence of each independent variable on the employee 

performance. A one-unit increase in competence (X1) is associated with an increase of 0.226 units in 

employee performance, assuming that other variables remain unchanged. This result suggests that 

higher levels of employees’ knowledge, skills, and abilities contribute positively to improved 

performance outcomes. Meanwhile, a one-unit increase in work discipline (X2) leads to an increase of 

0.178 units in employee performance. This finding highlights the importance of discipline in supporting 

consistent behavior, compliance with organizational rules, and responsibility for completing tasks. 

 

Overall, the results demonstrate that both competence and work discipline positively and significantly 

influence employee performance. However, competence shows a slightly stronger effect than work 

discipline, indicating that enhancing employee capabilities may yield a greater impact on performance 

improvement while still requiring support from disciplined work behavior.. 

 

4.3.2 Coefficient of Determination (R²) 

The model summary presented in Table 6 shows that competence and work discipline jointly explain a 

substantial proportion of the variance in employee performance. The coefficient of determination (R²) 

is 0.627, indicating that 62.7 percent of the variation in employee performance can be explained by 

competence and work discipline included in the regression model. This result demonstrates that these 

two variables play a significant role in shaping the employee performance outcomes at XL Smart 

Jakarta. However, the remaining 37.3 percent of the variance in employee performance is influenced 

by other factors not examined in this study, such as leadership style, motivation, organizational culture, 

work environment, compensation, and job satisfaction. These unobserved variables may also contribute 

to differences in employee performance. Therefore, while competence and discipline are important 

determinants, future research should incorporate additional variables to obtain a more comprehensive 

understanding of the factors influencing employee performance. 

 

Table 6. Model summary (R²) 

Model R R Square Adjusted R² Std. Error 

1 .565 .627 .572 3.303 

 

F-Test (Simultaneous Test) 

Table 7. ANOVA (F-Test) 

Model Sum of Squares df Mean Square F Sig. 

Regression 23.537 2 11.768 1.079 0.000 

Residual 840.013 77 10.909   

Total 863.550 79    

 

4.4 Discussion 

The findings of this study reveal that competence and work discipline are significant determinants of 

employee performance at XL Smart Jakarta. Competence plays a critical role in enhancing performance 

by strengthening employees’ ability to effectively apply knowledge, skills, and personal attributes to 

carry out their job responsibilities. Employees with adequate competence are better prepared to handle 

complex tasks, solve problems efficiently and adapt to changing job demands. This finding is consistent 

with previous studies that emphasize that competence contributes positively to employee performance 

and job effectiveness (Fatima, 2011; Yusiana et al., 2024).  

 

Furthermore, competent employees tend to demonstrate higher levels of creativity and flexibility, 

enabling them to respond proactively to technological advancements and dynamic work environments, 

which are characteristic of the telecommunications industry (Armstrong & Taylor, 2023). In parallel, 

work discipline is equally important in shaping employee performance outcomes. Discipline reflects 

employees’ adherence to organizational rules, punctuality, responsibility, and behavioral consistency. 
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Employees who demonstrate strong work discipline are more likely to complete tasks on time, follow 

standard operating procedures, and maintain professionalism in the workplace. Such behaviors 

contribute to increased productivity, reduced operational errors, and greater reliability in task execution.  

 

These findings align with prior studies that highlight the role of discipline in fostering accountability 

and improving performance at both the individual and organizational levels (Efendi et al., 2020; Malik 

et al., 2021; Nasution & Priangkatara, 2022; Northouse, 2021; Sabir & Ahmad, 2022; S. Turner et al., 

2018). In highly regulated and service-oriented industries, such as telecommunications, disciplined 

work behavior is crucial for ensuring service quality and operational stability. The regression analysis 

further supports these findings by showing that both competence and work discipline have positive and 

significant effects on employee performance.  

 

Although both variables contribute meaningfully, competence exerts a slightly stronger influence than 

do discipline. This suggests that while discipline ensures consistency and compliance, competence 

serves as the foundation for high-quality performance and effective problem-solving. Employees may 

adhere to rules and schedules, but without sufficient competence, their performance may not meet the 

organization’s expectations. Therefore, organizations must prioritize continuous training and employee 

development programs aimed at enhancing competencies aligned with strategic objectives and 

technological requirements. 

 

Moreover, this study demonstrates a relatively high coefficient of determination (R² = 62.7%), 

indicating that competence and work discipline jointly explain a substantial proportion of the variance 

in employee performance at XL Smart Jakarta. This finding confirms that these two variables are strong 

predictors of performance and play a central role in shaping employee results. However, the remaining 

37.3 percent of the performance variance is influenced by other factors not examined in this study. 

These factors may include employee motivation, leadership style, organizational culture, work 

environment, and reward systems, all of which have been widely acknowledged in the human resource 

management literature as important contributors to performance (Robbins & Judge, 2010). 

 

The results of this study are consistent with earlier research emphasizing the synergistic relationship 

between competence and discipline in achieving sustainable organizational performance (Ferdinandus, 

2020; Persada & Nabella, 2023; Sutaguna et al., 2023). When competence development is supported 

by strong work discipline, employees are more likely to apply their capabilities consistently and 

responsibly, leading to improved productivity and long-term success. Therefore, organizations are 

encouraged to integrate competence development initiatives and discipline-reinforcement mechanisms 

into their human resource management strategies. By aligning training, performance evaluation, and 

disciplinary policies, organizations such as XL Smart Jakarta can enhance employee performance, 

strengthen their competitiveness, and ensure sustainable growth in an increasingly dynamic business 

environment. 

 

5. Conclusions 
5.1 Conclusion 

Based on the results of the data analysis, several conclusions can be drawn. First, the validity and 

reliability tests indicate that the research instruments used to measure competence, discipline, and 

employee performance met the required standards, demonstrating that the questionnaire items were 

appropriate and consistent for this study. Second, competence and discipline simultaneously have a 

significant effect on employee performance at XLSmart Jakarta, with a coefficient of determination 

(R²) of 62.7%. This means that the combination of competence and discipline accounts for 62.7% of 

the variation in employee performance, while the remaining 37.3% is influenced by other factors not 

examined in this study. Third, the regression equation shows that both competence (X1) and discipline 

(X2) positively affect performance (Y), with competence contributing slightly more strongly than 

discipline to performance improvement. 
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5.2 Research Limitations 

This study has several limitations that should be acknowledged. First, the research sample was limited 

to 80 employees of XLSmart Jakarta, which may restrict the generalizability of the findings to other 

industries or organizations. Second, the study examined only two independent variables, namely 

competence and discipline, while other potential factors such as motivation, leadership, organizational 

culture, or work environment were not included. Third, the use of a quantitative survey method with a 

structured questionnaire may not fully capture deeper qualitative insights into employee behavior and 

performance. 

 

5.3 Suggestions and Directions for Future Research 

Based on the conclusions and limitations outlined above, several suggestions are proposed. First, 

management should continuously enhance employee competence through training, workshops, and 

career development programs, as competence has a significant impact on performance. Second, 

companies should strengthen the implementation of work discipline by consistently enforcing 

organizational rules, accompanied by fair and transparent reward and punishment systems. Third, future 

research should expand the scope of variables to include other aspects such as employee motivation, 

leadership style, and organizational culture, while also increasing the sample size across multiple 

industries to allow for broader generalization. Finally, a mixed-methods approach combining 

quantitative and qualitative methods is recommended for future studies to gain a more comprehensive 

understanding of the factors influencing employee performance. 
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