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Abstract 

Human resources are valuable strategic assets that enable organizations to create 

sustainable competitive advantages. CV Angkasa Leather, a consumer goods 

distributor, faces challenges related to fluctuating sales target attainment, with the 

realization of Effective Calls (EC) reaching only 85% in 2025. This performance gap 

is further evidenced by a discrepancy between relatively high administrative 

attendance rates of 87%–93% and actual field activity, which reached as low as 68%, 

indicating the need to evaluate individual behavioral factors affecting employee 

performance. This study aims to analyze the influence of work discipline, competence, 

and organizational commitment on the performance of sales division employees at CV 

Angkasa Leather. The research employed a quantitative causal-associative method 

with a saturated sampling technique involving 35 respondents. Data were analyzed 

using Partial Least Squares Structural Equation Modeling (PLS-SEM) with SmartPLS 

4 software. The results demonstrate that competence and organizational commitment 

have a positive and significant effect on employee performance. Competence emerged 

as the most dominant variable in determining sales performance. Conversely, work 

discipline was found to have no significant effect on employee performance, 

suggesting that administrative compliance alone does not necessarily guarantee field 

productivity. 
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INTRODUCTION 

 Human resources are strategic assets that determine an organization’s success in 

achieving its business objectives. The Resource-Based View (RBV) perspective explains that 

resources that are valuable, rare, difficult to imitate, and hard to substitute can create 

sustainable competitive advantage (Barney, 1991). In this context, employees serve not only 

as operational executors but also as strategic capital that influences a company’s productivity 

and competitiveness. However, labor productivity in Indonesia still faces various challenges, 

requiring organizations to effectively manage human resources so that organizational 

performance can continue to improve (Industrial Human Resource Development Agency, 

2025). 

Employee performance is the result of an individual’s work behavior in carrying 

outtasks in accordance with the responsibilities assigned by the organization (Campbell & 

Wiernik, 2015). A high level of performance indicates that employees are able to carry out 

their work effectively, thereby supporting the achievement of the company’s goals. 

Conversely, low performance will result in decreased productivity, operational effectiveness, 

and the achievement of company targets. Therefore, organizations need to identify the factors 

that influence employee performance as a basis for formulating human resource management 

policies. 

This study was conducted at CV Angkasa Leather, a distributor of consumer goods 

operating in Jombang Regency, East Java. In carrying out its distribution activities, the 

company relies on its sales force as the spearhead of its marketing efforts. Sales 

representatives are responsible for visiting retail outlets, offering products, recording 

transactions, and meeting the sales targets set by the company. Thus, the company’s success 

is highly dependent on the quality of the sales force’s performance. 

Based on the company’s internal data, the sales force’s operational performance 

remains suboptimal. In 2025, the company targeted 63,780 Effective Calls (EC), but the 

actual figure reached only 54,079—or 85%—resulting in a shortfall of 9,701 transactions. 

This situation indicates a persistent gap between targets and actual results, reflecting 

suboptimal sales team performance. Additionally, outlet visit activity (Outlet Active/OA) 

fluctuated throughout the year, with the lowest achievement of 68% in March, leaving a 

significant amount of unfulfilled work. This phenomenon suggests that work time is not 

being fully utilized to conduct visits in accordance with company standards. 

This phenomenon is further reinforced by employee attendance data. The attendance 

rate of the sales force ranges from 87% to 93% each month, which is considered high from 

an administrative standpoint. However, this high attendance rate is not accompanied by a 

corresponding increase in visit activity or the achievement of company targets. This situation 

indicates a mismatch between physical presence and on-the-ground productivity, suggesting 

that work discipline cannot be adequately measured by attendance alone but must also be 

assessed through adherence to task execution in line with the company’s established targets. 

In addition to work discipline, interview results with the HR department indicate that 

some sales staff do not view this job as their primary career choice, so their emotional 

attachment to the company remains relatively low. This situation is reflected in fluctuations 

in sales visit activity, indicating that some 

employees tend to work just to meet minimum targets without maintaining consistent 

performance over the long term. Thus, the issues at hand are not only related to compliance 
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with work rules but also reflect a lack of organizational commitment to sustaining work 

performance over time. 

Another issue identified relates to the competencies of the sales staff. Based on 

observations and interviews, there are still sales staff who have not fully mastered product 

knowledge, negotiation skills, and sales closing techniques. Additionally, some employees 

demonstrate low adaptability when facing changes in the company’s sales targets or 

distribution strategies. This situation results in many sales visits failing to be converted into 

sales transactions (Effective Calls), which directly impacts the achievement of the company’s 

targets. 

Conceptually, work discipline, organizational commitment, and competence are 

factors believed to enhance employee performance. Various previous studies have shown 

that work discipline has a positive effect on employee performance (Fitriani et al., 2025; 

Ahdiany & Siregar, 2024), organizational commitment improves employee performance 

(Eka et al., 2025), and competence is a key determinant in enhancing work success (Azisa et 

al., 2025). However, the results of other studies present differing findings. Wardani et al. 

(2025) state that work discipline does not have a significant effect on employee performance; 

Mundus and Sanga (2025) found that organizational commitment does not have a significant 

effect on performance; while Salvano et al. (2023) indicate that competence also does not 

have a significant effect on employee performance. These differing research results indicate 

that there remains a research gap regarding the factors that influence employee performance. 

These discrepancies in previous research findings indicate that there remains 

inconsistency regarding the effects of work discipline, competence, and organizational 

commitment on employee performance. On the other hand, the situation at CV Angkasa 

Leather indicates that the achievement of sales targets, Effective Calls (EC), and Outlet 

Active (OA) metrics remains suboptimal; therefore, further research is needed to obtain 

empirical evidence regarding the factors influencing employee performance in a daily-

necessities distribution company. This study offers novelty in its research subject—the sales 

division employees of CV Angkasa Leather—whose job characteristics are oriented toward 

achieving sales targets and the effectiveness of customer visits. Therefore, this study aims 

to analyze the influence of work discipline, competence, and organizational 

commitment on the performance of employees in the sales division of CV Angkasa Leather. 

The results of this study are expected to contribute to the development of human resource 

management science and provide input for the company in formulating policies that support 

improved employee performance. 

 

REVIEW OF LITERATURE 

Resource-Based View (RBV) 

This study uses the Resource-Based View (RBV) as its theoretical framework. 

According to Barney (1991), a company will gain a competitive advantage if it is able to 

manage resources that are valuable, rare, inimitable, and non-substitutable. From a human 

resource management perspective, employees are strategic assets that serve as a source of the 

company’s competitive advantage when they possess the skills, work behavior, and 

commitment necessary to support the achievement of organizational goals. Therefore, work 

discipline, competence, and organizational commitment are viewed as internal resources 

capable of enhancing employee performance when managed effectively. 

Employee Performance 
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Campbell and Wiernik (2015) explain that performance refers to the work behavior 

demonstrated by an individual in carrying out the tasks under their responsibility. 

Performance is measured not only based on final results but also on the work processes 

undertaken to achieve organizational goals. In this study, employee performance is defined 

as the ability of sales staff to perform their jobs effectively so as to meet the company’s 

targets. The performance indicators used are based on Khaeruman et al. (2021), namely work 

quality, work quantity, timeliness, effectiveness, and independence. 

Work Discipline 

Work discipline refers to employees’ attitudes and behaviors in complying with all 

applicable rules and work procedures within the organization. Hasibuan, as cited in Setyawati 

and Arifin (2022), explains that discipline plays a crucial role in an organization because the 

higher the level of discipline, the greater the likelihood of achieving organizational goals. 

This study uses the indicators of work discipline proposed by Khaeruman et al. (2021), 

namely effective use of time, compliance with company regulations, and responsibility in 

completing tasks.Anggraine’s (2025) study shows that work discipline has a positive and 

significant effect on employee performance. Similar results were also found by Pramularso 

(2022), who stated that the higher the level of work discipline, the higher the employee 

performance. Based on theory and previous research findings, the following hypotheses are 

formulated. 

Organizational Commitment 

 Organizational commitment is an employee’s psychological attachment to the 

organization, reflected in the desire to remain part of the organization and to contribute their 

best toward achieving the company’s goals. Meyer and Allen propose that organizational 

commitment consists of affective commitment, continuance commitment, and normative 

commitment. These three dimensions indicate the level of emotional attachment, the 

intention to remain with the organization, and a sense of moral responsibility toward the 

organization. 

The results of a study by Jaria et al. (2026) indicate that organizational commitment 

has a positive and significant effect on employee performance. These findings suggest that 

employees who demonstrate loyalty and attachment to the organization tend to make higher 

work contributions. Therefore, the research hypothesis is formulated as follows. 

Competence 

 Competence is an individual characteristic that encompasses knowledge, skills, 

abilities, and attitudes that enable a person to perform their job effectively. Spencer explains 

that competence is directly related to an individual’s ability to produce superior performance, 

while Colquitt et al. (2018) state that competence forms the foundation of a person’s success 

in completing tasks in accordance with organizational standards. This study uses the 

indicators of competence according to Khaeruman et al. (2021), namely knowledge, 

understanding, skills, self-concept, and attitude. 

Research by Anggraine (2025) and Suryani et al. (2026) demonstrates that 

competencies have a positive effect on employee performance. The higher the competencies 

possessed by employees, the greater their ability to complete tasks effectively. Based on this 

discussion, the research hypotheses are as follows. 

 

 

 



Indonesian Interdisciplinary Journal of Sharia Economics (IIJSE)               Vol. 9. No. 2 (2026)  

e-ISSN: 2621-606X  Page: 15100-15112 
 

The Influence of Work Discipline, Competence ….. 15104 

 

RESEARCH METHOD 

This study is a quantitative study with a causal-associative research design aimed at 

analyzing the influence of work discipline, competence, and organizational commitment on 

employee performance in the sales division of CV Angkasa Leather. The approach used is a 

quantitative approach with data collection through the distribution of a questionnaire using a 

Likert scale to all respondents, interviews, observations, and documentation as supporting 

data. The population in this study consists of all 35 employees in the sales division of CV 

Angkasa Leather, with a saturation sampling technique used so that the entire population was 

included as the study sample. The data used consists of primary and secondary data. Data 

analysis was conducted using the Partial Least Squares–Structural Equation Modeling (PLS-

SEM) method with the assistance of SmartPLS software to analyze the relationships between 

variables and test the research hypotheses. 

 

RESULTS AND DISCUSSION 

Research Data Description  

This study aims to analyze the influence of work discipline, competence, and 

organizational commitment on employee performance in the sales division of CV Angkasa 

Leather. Primary data were collected through questionnaires distributed to all 35 employees 

in the sales division. Because the population consisted of 35 employees, a saturated sampling 

technique was employed, whereby all members of the population were included as research 

respondents. The data obtained were analyzed to provide an overview of the characteristics 

of the respondents involved in this study. The respondent characteristics were classified 

based on gender, age, educational background, and length of service (Processed Primary 

Data, 2026). 

The respondent profile provides a demographic overview of the employees involved 

in the study. Based on gender, the majority of respondents were male, comprising 25 

respondents (71.4%), while female respondents accounted for 10 respondents (28.6%). This 

indicates that the sales division of CV Angkasa Leather is predominantly composed of male 

employees (Processed Primary Data, 2026).  

In terms of age, the majority of respondents were between 31 and 35 years old, 

consisting of 22 respondents (62.9%). Meanwhile, 10 respondents (28.6%) were between 26 

and 30 years old, and 3 respondents (8.6%) were between 18 and 25 years old. These results 

indicate that most respondents were within the 31–35 age group, suggesting that the sales 

division was predominantly composed of employees in a relatively mature working-age 

group (Processed Primary Data, 2026). 

Regarding educational background, most respondents had completed senior high 

school or vocational high school, totaling 22 respondents (62.9%). This was followed by 

respondents with a bachelor's degree (S1), totaling 10 respondents (28.6%), while 3 

respondents (8.6%) had a diploma-level education. These findings indicate that the 

educational background of the majority of employees in the sales division was at the senior 

high school or vocational high school level (Processed Primary Data, 2026). 

Based on length of service, 12 respondents (34.3%) had worked for less than one 

year, 9 respondents (25.7%) had worked for 1–3 years, 8 respondents (22.9%) had worked 

for 4–6 years, and 6 respondents (17.1%) had worked for more than six years. The largest 

proportion of respondents therefore consisted of employees with less than one year of work 

experience. Overall, the characteristics of the respondents indicate that the sample was 
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predominantly male, aged 31–35 years, had a senior high school or vocational high school 

educational background, and had worked for less than one year (Processed Primary Data, 

2026). 

Statistical Test Results 

Table 1.  
Outer Loadings 

Variable 
Original 

sample (O) 

Sample 

mean (M) 

Standard 

deviation 

(STDEV) 

T-statistic 

(|O/STDEV|) 

X1.1 <- Work Discipline 0.934 0.901 0.099 9.396 

X1.2 <- Work Discipline 0.923 0.843 0.171 5.409 

X1.3 <- Work Discipline 0.907 0.906 0.080 11.404 

X2.1 <- Competence 0.902 0.843 0.140 6.423 

X2.2 <- Competency 0.920 0.912 0.045 20.442 

X2.3 <- Competency 0.944 0.940 0.027 34.421 

X2.4 <- Competency 0.844 0.816 0.108 7.780 

X2.5 <- Competency 0.906 0.847 0.136 6.685 

X3.1 <-Organizational 

Commitment 

0.943 0.920 0.076 12.358 

X3.2 <- Organizational 

Commitment 

0.834 0.797 0.131 6.364 

X3.3 <-OrganizationaL 

Commitment 

0.943 0.935 0.033 28.218 

Y1 <- Employee 

Performance 

0.952 0.934 0.057 16.823 

Y2 <- Employee 

Performance 

0.923 0.900 0.073 12.608 

Y3 <- Employee 

Performance 

0.929 0.920 0.041 22.520 

Source: Researcher’s Data Analysis, 2026 

Based on Table 01, all indicators have loading factor values above 0.50 and t-statistic 

values greater than 1.96. This indicates that all indicators have met the criteria for convergent 

validity and are therefore suitable for measuring the research construct. 

Table 2.  
Cross-Loading 

Indicator 
Work 

Discipline (X1) 

Employee 

Performance 

(Y) 

Organizational 

Commitment 

(X3) 
Competence (X2) 

X1.1 0.934 0.688 0.621 0.717 

X1.2 0.923 0.628 0.641 0.661 

X1.3 0.907 0.753 0.768 0.768 
X2.1 0.764 0.798 0.791 0.902 
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X2.2 0.647 0.880 0.814 0.920 

X2.3 0.671 0.911 0.857 0.944 

X2.4 0.682 0.796 0.780 0.844 

X2.5 0.774 0.828 0.855 0.906 

X3.1 0.758 0.868 0.943 0.843 
X3.2 0.513 0.662 0.834 0.687 

X3.3 0.715 0.934 0.943 0.916 

Y1 0.685 0.952 0.868 0.874 

Y2 0.725 0.923 0.918 0.839 
Y3 0.702 0.929 0.784 0.908 

Source: Researcher’s Data Analysis, 2026 

Based on Table 2, each indicator has the highest loading value for the construct 

it measures compared to other constructs. Thus, all indicators meet the criteria for 

discriminant validity and are able to distinguish the constructs they represent. 

Table 3.  
Cross-Loading 

Variable Average Variance Extracted (AVE) Description 

Work Discipline 0.849 Valid 

Employee Performance 0.874 Valid 

Organizational 

Commitment 

0.825 Valid 

Competence 0.817 Valid 

Source: Researcher’s Data Analysis, 2026 

Based on Table 3, all variables have AVE values above 0.50, namely Work 

Discipline at 0.849, Competence at 0.817, Organizational Commitment at 0.825, and 

Employee Performance at 0.874. These results indicate that all constructs have good 

convergent validity. 

Table 4.  
Composite Reliability 

Variable Cronbach’s alpha Composite Reliability (rho_a) 

WORK DISCIPLINE 0.911 0.917 

EMPLOYEE PERFORMANCE 0.928 0.928 

ORGANIZATIONAL COMMITMENT 0.894 0.922 

 Source: Researcher’s Data Analysis, 2026 

Based on Table 4, all variables have a Composite Reliability above 0.70. These results 

indicate that each construct has a high level of reliability, meaning the indicators used are 

capable of providing consistent measurement results. 

Table 5. 
R-Square 

Variable R-Square Adjusted R-Square 

Work Discipline   

Competence   

Organizational 

Commitment 
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Employee Performance 0.900 0.891 

              Source: Researcher’s Data Analysis, 2026 

Based on Table 5, the R-squared value for Employee Performance is 0.900. This 

value indicates that Work Discipline, Competence, and Organizational Commitment account 

for 90% of the variation in Employee Performance, while the remaining 10% is influenced 

by other variables outside the research model. This demonstrates that the research model has 

a very strong explanatory power. 

Table 6. 
                 Path Coefficients (Mean, STDEV, T-Values) 

 

Variable 
Original 

sample 

(O) 

Sample 

mean 

(M) 

Standard 

deviation 

(STDEV) 

T 

Statistics 

(|O/STDEV|) 

 

P 

Values 

Work Discipline - 

> Employee 

Performance 

 

0.029 

 

0.071 

 

0.125 

 

0.235 

 

0.814 

Organizational 

Commitment -> 

Performance Employee 

 

0.385 

 

0.354 

 

0.184 

 

2.089 

 

0.037 

Competency -> 

Performance Employee 

 

0.562 

 

0.554 

 

0.158 

 

3.548 

 

0.000 

Source: Researcher’s Data Analysis, 2026 

Based on Table 6, the effect of Work Discipline on Employee Performance has a path 

coefficient of 0.029 with a T-statistic value of 0.235 and a P-value of 0.814, indicating that 

it does not have a significant effect on Employee Performance. Conversely, Competence has 

a positive and significant effect on Employee Performance with a path coefficient of 0.562, 

a T-statistic of 3.548, and a P-value of 0.000. Furthermore, Organizational Commitment also 

has a positive and significant effect on Employee Performance, with a path coefficient of 

0.385, a T-statistic of 2.089, and a P-value of 0.037. These results indicate that only the 

hypothesis regarding Work Discipline was rejected, while the hypotheses regarding 

Competence and Organizational Commitment were accepted. 

Discussion 

1. The Effect of Work Discipline on Employee Performance 

The research results show that work discipline does not have a significant effect on 

the performance of employees in the sales division of CV Angkasa Leather. This finding 

indicates that compliance with company regulations has not been able to directly improve 

performance. This is due to the nature of sales personnel’s work, which prioritizes the ability 

to secure transactions and meet sales targets over administrative compliance. This situation 

is also reflected in the continued fluctuations in the company’s Outlet Active (OA) and 

Effective Call (EC) metrics. This finding supports the Theory of Performance, which states 

that performance is influenced by various factors, such as knowledge, skills, and 

motivation. From the perspective of the Resource-Based View (RBV), work discipline 

does not constitute a source of competitive advantage unless supported by individual 

capabilities. The results of this study are consistent with Wardani et al. (2025) but differ 

from those of Anggraine (2025), which is likely due to differences in job characteristics and 

the research subjects. 

2. TheEffect of Competence on Employee Performance 
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The research results show that competencies have a positive and significant effect on 

the performance of employees in the sales division of CV Angkasa Leather. The better the 

knowledge, skills, and abilities of the sales staff, the higher the performance. This finding 

aligns with the company’s current situation, which still faces a shortfall in Effective Call (EC) 

achievements; thus, competencies are a critical factor in improving sales effectiveness. These 

research results support the Theory of Performance, which identifies knowledge and skills 

as the primary determinants of individual performance. Additionally, the Resource-Based 

View (RBV) regards competencies as strategic resources capable of creating a competitive 

advantage. These findings are also consistent with the research by Anggraine (2025) and 

Suryani et al. (2026), indicating that the company needs to continue enhancing the 

competencies of its sales staff through training and development 

3. The Effect of Organizational Commitment on Employee Performance 

The research results indicate that organizational commitment has a positive and 

significant effect on the performance of employees in the sales division of CV Angkasa 

Leather. These findings suggest that the higher an employee’s commitment to the 

organization, the greater their motivation to contribute their best toward achieving the 

company’s targets. Employees who demonstrate loyalty and a sense of belonging to the 

organization tend to maintain their performance even when facing challenges in their work. 

These findings align with the Resource-Based View (RBV), which views organizational 

commitment as an intangible resource capable of enhancing organizational effectiveness. 

Additionally, the Theory of Performance explains that motivation is a factor that drives 

individuals to achieve optimal performance. The results of this study also support the 

research by Jaria et al. (2026), thereby indicating that strengthening organizational 

commitment is one of the measures a company can take to improve the performance of its 

sales staff. 

 

CONCLUSION 

This study aims to analyze the effects of work discipline, competence, and 

organizational commitment on employee performance in the sales division of CV Angkasa 

Leather. The results show that work discipline does not have a significant effect on employee 

performance, whereas competence and organizational commitment have positive and 

significant effects on employee performance. These findings indicate that improvements in 

employee performance are more influenced by their competence and commitment to the 

organization than by work discipline. The implications of this study are that companies need 

to prioritize competency development through training and human resource development, as 

well as maintain organizational commitment through policies that can enhance employee 

loyalty and engagement. Future research is recommended to include other variables that may 

potentially influence employee performance in order to develop a more comprehensive 

research model. 

 

REFERENCES 

Ahdiany, N., & Siregar, M. (2024). Pengaruh Disiplin Kerja dan Motivasi Kerja Terhadap 

Kinerja Karyawan PT . AEON Indonesia. 3(6), 622–636. 

Anggraine, D. D. (2025). Pengaruh kompetensi, motivasi, dan disiplin kerja terhadap kinerja 

karyawan pada Perum Bulog Cabang Mojokerto. Universitas Pembangunan 



Indonesian Interdisciplinary Journal of Sharia Economics (IIJSE)               Vol. 9. No. 2 (2026)  

e-ISSN: 2621-606X  Page: 15100-15112 
 

The Influence of Work Discipline, Competence ….. 15109 

 

NasionalL “Veteran” Jawa Timur. 

Ashari, A., Irwan, A., & Jumaidah, J. (2024). Implementasi Disiplin Kerja Terhadap Kinerja 

Pegawai Pada Kantor Dinas Pendidikan Provinsi Sulawesi Selatan. 2(4). 

Azisa, W.,      Kurniawan, A. W., & Burhanuddin, B. (2025). Pengaruh Kompetensi dan 

Motivasi Kerja Terhadap Kinerja Pegawai pada Kantor Dinas Perpustakaan dan 

Kearsipan Kabupaten Enrekang. 3(1). 

Badan Pengembangan Sumber Daya Manusia Industri (BPSDMI). (2025). Produktivitas 

Tenaga Kerja Indonesia Rendah, Nomor 5 di Asia Tenggara. 

https://www.tempo.co/ekonomi/produktivitas-tenaga-kerja-indonesia-rendah-

nomor-5-di-asia-tenggara-1196519 

Baharuddin, A. A., & Musa, M. I. (2022). Pengaruh Motivasi Dan Kompetensi Kerja 

Terhadap Prestasi Kerja Karyawan Sales. 1(1), 55–62. 

Barney, J. (1991). Firm Resources and Sustained Competitive Advantage. Journal Of 

Management. 

Campbell, J. P., & Wiernik, B. M. (2015). The Modeling and Assessment of Work 

Performance. https://doi.org/10.1146/annurev-orgpsych-032414-111427 

Colquitt, J. A., LePine, J. A., Wesson, M. J., & Gellatly, I. R. (2018). Organizational 

Behaviour. 

Darman, Bonok, Z., Ariany, R., Waruwu, R. M. P., Aromatica, D., Sumiarti, T., Idrus, R. A., 

Karim, K., Supangat, Andriani, N., Dama, D. P., Djaja, D. K., & Rizal. (2025). 

Kinerja Organisasi (Darman & D. Aromatica (ed.)). CV. Mega Press Nusantara. 

https://www.researchgate.net/publication/397193400_KINERJA_ORGANISASI 

Densirafna, M. N. (2025). Pengaruh kompetensi karyawan, sistem pengembangan sumber 

daya manusia, dan evaluasi kinerja terhadap prestasi karyawan pada Kantor 

Kemantren Pakualaman Yogyakarta. Jurnal Manajemen Terapan dan Keuangan 

(Mankeu), 14(01), 263–274. 

Devian, E., Saputra, P., & Febrianti, R. A. M. (2025). Pengaruh Disiplin dan Motivasi 

Terhadap Kinerja Karyawan ( Studi Kasus di Kantor Desa Jelegong , Kecamatan 

Kutawaringin , Kabupaten Bandung ). 6(4), 2623–2631. 

Dunford, B. B., Snell, S. A., & Wright, P. M. (2001). Human Resources and the Resource 

Based View of the Firm. 1–35. 

Eka, I. W., Gregorius, A., Tahu, P., & Wira, A. (2025). Pengaruh disiplin kerja, komitmen 

organisasi, dan budaya organisasi terhadap kinerja karyawan pada PT. HD Motor 

99. 6, 1020–1036. 

Fadyla, N. S., & Rumengan, A. M. T. (2021). Pengaruh disiplin kerja, beban kerja dan 

semangat kerja terhadap kinerja pegawai negeri sipil pada badan pengelolaan pajak 

dan retribusi daerah provinsi daerah provinsi kepulauan riau. 11(3), 225–231. 

Farhan, G. A., & Irawati, L. (2026). Pengaruh Kompetensi Dan Motivasi Kerja Terhadap 

Kinerja Karyawan Logistik Pada PT . Lex Indonesia Hub Sukamaju ( SJU ). 5(April), 

120–134. 

Fauziah, H., & Rahmayanti, R. (2026). Pengaruh Disiplin Kerja dan Stres Kerja terhadap 

Kinerja Melalui Motivasi Kerja sebagai variabel Mediasi. 7(3), 2095–2104. 

Febriyanti, & Rani. (2025). Pengaruh Lingkungan Kerja Dan Disiplin Kerja Terhadap 

Kinerja Karyawan PT Rumah Sakit PELNI Jakarta Barat. 2(1), 257–263. 

Fikri, S. N., Rony, Z. T., & Thamrin, D. (2026). Pengaruh Disiplin Kerja terhadap Kinerja 

Karyawan melalui Komitmen Karyawan pada PT Gunung Mutiara Nedindo. 



Indonesian Interdisciplinary Journal of Sharia Economics (IIJSE)               Vol. 9. No. 2 (2026)  

e-ISSN: 2621-606X  Page: 15100-15112 
 

The Influence of Work Discipline, Competence ….. 15110 

 

Fitriani, N., Haeruddin, M. I. M., Ruma, Z., & Sayu, T. (2025). Pengaruh Disiplin Kerja 

Terhadap Kinerja Pegawai Dinas Kebudayaan dan Pariwisata Kabupaten Bantaeng. 

1. 

Ghozali, I. (2023). Smart PLS 4. 

Hair, J., Ringle, C. M., & Sarstedt, M. (2021). Partial Least Squares Structural Equation 

Modeling ( PLS-SEM ) Using R. 

Istiqomah, D. (2025). Analisis Disiplin Kerja Terhadap Peningkatan Kinerja Pegawai di 

Kantor Kelurahan Campaka. 5, 577–587. 

https://doi.org/10.55606/jurimbik.v5i3.1425 

Izzah, N., Ulfa, S., & Hadiyanti, E. (2025). Pengaruh Kompetensi Terhadap Kinerja 

Karyawan Pada PT . PLN Indonesia Power UBP Mahakam. 5(2), 81–90. 

Jakayati, N., & Prahara, S. A. (2024). How does organizational commitment in employees 

relate to work engagement in millennial employees in the era of the Fourth Industrial 

Revolution ? 19(01), 48–56. 

Jaria, A., Sabuhari, R., & Abdurrahman, A. Y. (2026). Pengaruh Komitmen Organisasi Dan 

Disiplin Kerja Terhadap Kinerja Pegawai Honorer Dengan Motivasi Kerja Sebagai 

Variabel. 5(4), 4642–4659. 

Juli, N., Tiara, D., & Martaya, E. (2024). Pengaruh Disiplin Kerja Dan Motivasi Kerja 

Terhadap Kinerja Pegawai Tetap Pada Dinas Kependudukan Dan Pencatatan Sipil 

Provinsi DKI Jakarta. 1(3), 699–706. 

Kanda, A. S., Digital, U. T., Firmansyah, M. A., & Digital, U. T. (2024). Pengaruh 

rendahnya kinerja karyawan pada cv abcd. 2(1), 290–301. 

Kantirahayu, D. S., Sumunar, T., & Yuniawan, A. (2025). Organizational Commitment and 

Organizational Citizenship Behavior as Predictors of Employee Performance. 

Khaeruman, K., Marnisah, L., Farradia, Y., Erwant, E., Aisyah, N., Natan, N., & Widayanto, 

M. T. (2021). Meningkatkan Kinerja Manajemen Sumber Daya Manusia. 

KOMISI. (2025). Asosiasi Komunitas Profesi Sales Indonesia Sayangkan Krisis Regenasi 

Sales. https://jambiinsight.com/2025/11/17/asosiasi-komunitas-profesi-sales-

indonesia-sayangkan-krisi-regenasi-sales/ 

Kurniadi, W. (2025). Peranan Komitmen Organisasi dan Keterlibatan Kerja terhadap 

Kinerja Karyawan. 3(1), 16–22. 

Kurniawan, E., Rarasrespati, M., Pakuan, U., & Bogor, K. (2025). PENGARUH DISIPLIN 

KERJA TERHADAP KINERJA KARYAWAN BAGIAN PRODUKSI PT . SINTA. 2(3). 

Maskur, M. (2025). Peranan pengembangan karyawan berbasis kompetensi pada perusahaan 

Kantor Jasa Penilai Publik Firdaus, Ali dan Rekan. Jurnal Intelek nsan Cendikia, 

11228–11236. 

Munajah, B. S. M., Wolor, C. W., & Utari, E. D. (2025). Analisis Struktur Organisasi Pada 

PT X. Jurnal Ilmiah Manajemen dan Akuntansi, 2(3), 20–25. 

Mundus, A. R., & Sanga, A. (2025). Pengaruh Komitmen Organisasi , Motivasi Intrinsik , 

dan Kepuasan Kerja Terhadap Kinerja Karyawan di PT Teknologi Internasional 

Nusantara Yogyakarta. 4, 37–43. 

Oktaviani, A., & Hermana, C. (2025). Pengaruh Kompetensi dan Motivasi terhadap Kinerja 

Karyawan pada Unit Kerja Layanan Medis Rumah Sakit Dewi Sri Karawang Anggi. 

11(April), 28–38. 

Pramularso, E. Y. (2022). Pengaruh Disiplin Kerja Dan Kompetensi Terhadap Kinerja 

Karyawan Pada PT Yabeta Indonesia Kota Depok. 9(1). 



Indonesian Interdisciplinary Journal of Sharia Economics (IIJSE)               Vol. 9. No. 2 (2026)  

e-ISSN: 2621-606X  Page: 15100-15112 
 

The Influence of Work Discipline, Competence ….. 15111 

 

https://doi.org/10.21107/jsmb.v9i1.13824 

Prastyo, I. D., & Santoso, B. (2022a). Pengaruh Lingkungan Kerja dan Motivasi Kerja 

terhadap Kinerja Karyawan Crew Burger King Surabaya Timur. Jurnal Ekonomi, 

Keuangan & Bisnis Syariah. 

Prastyo, I. D., & Santoso, B. (2022b). Pengaruh Lingkungan Kerja Dan Motivasi Kerja 

Terhadap Kinerja Karyawan Crew Burger King Surabaya Timur. Jurnal Ekonomi, 

Keuangan & Bisnis Syariah, 4(2), 513–528. 

Rahayu, P., & Endriastuti, Y. (2025). Pengaruh disiplin kerja terhadap kinerja karyawan 

bagian production injection pada PT Roki Indonesia. Jurnal Ekonomi Bisnis, 24(2), 

186–194. 

Rahmat, B., Agustin, P. R., & Ekonomi, F. (2025). Pengaruh Komunikasi dan Beban Kerja 

Terhadap Kinerja Karyawan pada PT Mitra Tunas Harapan Tahun 2024 Sumber : 

PT . Mitra Tunas Harapan , 2023. 2. 

Safi’i, M., Samsuddinnor, & Alfinnor. (2026). The Effect of Incentives and Competence on 

Employee Performance at PT. Anugerah Mahadaya Nusantara (AMNUS) 

Banjarmasin). 1(1), 1–9. 

Safitri, N. A., & Santoso, B. (2022). Pengaruh Kesejahteraan Psikologis, Lingkungan Kerja 

Fisik, dan Disiplin Kerja terhadap Kepuasan Kerja Guru Tidak Tetap di SMK Negeri 

1 Nganjuk. Jurnal E-Bis: Ekonomi Bisnis, 6(2), 595–605. 

Salvano, D. P., Naadu, L. O. L., & Hara, T. M. (2023). Pengaruh Kompetensi dan Motivasi 

Terhadap Kinerja Karyawan pada Kantor Cabang BRI Kota Bekasi. 3, 185–198. 

Sanaky, M. M., Saleh, L. M., & Titaley, H. (2021). Analisis faktor-faktor penyebab 

keterlambatan pada proyek pembangunan gedung asrama MAN 1 Tulehu Maluku 

Tengah. Jurnal Simetrik, 11(1), 432–439. 

Saraswati, N. P. A. S., Putra, P. A. D., & Utami, N. M. S. (2025). Pengaruh iklim organisasi, 

motivasi, dan kompetensi terhadap kinerja karyawan pada Delcielo Villa Jimbaran. 

Jurnal Emas, 6, 936–950. 

Sari, H. D., Setiadi, P. B., & Rahayu, S. (2023). Pengaruh Kompetensi dan Disiplin Kerja 

terhadap Kinerja Pegawai pada Badan Layanan Umum (BLU) Pusat Veteriner 

Farma. 05. https://doi.org/https://doi.org/10.31004/joe.v5i4.2046 

Sarstedt, M., Ringle, C. M., & Hair, J. F. (2021). Partial Least Squares Structural Equation 

Modeling. 

Setyawati, A., & Arifin, K. (2022). Pengaruh disiplin kerja terhadap kinerja karyawan 

(Perseroda) di Kabupaten Tabalong. Jurnal Stiatabalong, 7. 

Silalahi, S. L., Normi, S., & Rajagukguk, T. (2026). Pengaruh Komitmen Organisasi , 

Budaya Organisasi , dan Disiplin Kerja. 5(1), 9969–9981. 

Silviana, L., Rahayu, Q. T., & Rizana, D. (2026). Pengaruh Komitmen Organisasi terhadap 

Kinerja Karyawan : Systematic Literature Review. 4(November 2025). 

Sonhaji, N., & Romi, M. V. (2025). Pengaruh Work Life Balance dan Kepuasan Kerja 

terhadap Komitmen Organisasi Divisi Sales. 2(2). 

Sugiyono. (2025). Metode Penelitian Kuantitatif (Setiyawami (ed.); 5 ed.). ALFABETA, 

CV. 

Suryani, S., Meutia, M., & Pambelum, Y. J. (2026). Pengaruh Pelatihan terhadap Komitmen 

Karyawan dan Kinerja Karyawan Dengan Kompetensi Sebagai Variabel Intervening 

Pada Perusahaan PT Bukit Makmur Mandiri Utama Jobsite Indonesia Pratama ( 

IPR ). 7(4), 3289–3301. 



Indonesian Interdisciplinary Journal of Sharia Economics (IIJSE)               Vol. 9. No. 2 (2026)  

e-ISSN: 2621-606X  Page: 15100-15112 
 

The Influence of Work Discipline, Competence ….. 15112 

 

Tri Utami, D. panca, & Artisti, V. N. (2026). Pengaruh Motivasi Kerja Terhadap Kinerja 

Karyawan Pada Kantor Dinas Lingkungan Hidup Kota Bandung Dini Panca Tri 

Utami 1 , Vesti Nadari Artisti 2 Universitas Teknologi Digital, Bandung,Indonesia 

1,2. 12, 47–56. 

Vera, A. R., & Rahmaningtyas, W. (2026). Peran Komitmen Organisasi dan Disiplin Kerja 

dalam Meningkatkan Kinerja Pegawai. 1–17. 

Wardani, R. K., Tarigan, N. L. L., & Jayaningrum, S. K. (2025). Analasis Disiplin Kerja dan 

Gaya Kepemimpinan terhadap Kinerja Karyawan Non Kesehatan Pada Rumah Sakit 

DKT Dr. Soetarto Yogyakarta. 21, 9–20 

 


