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Introduction  

Human resources in an organization is a very important factor. Human resources 

are resources that have many advantages compared to other resources in a company. So 

if the company has competent human resources, then the company will develop rapidly 

and if the company's human resources are not qualified, the company's development 

will be hampered. Therefore, the company is said to be successful because it has good 

quality human resources. Employee performance is the result achieved both in quality 

and quantity in completing their duties and responsibilities. Therefore, employee 

performance will run effectively if it is supported by the competence of compensation 

and work discipline of the employees themselves.  

The problem faced by the company is that the performance of employees has not 

been optimal, especially during the current covid period, the company PT Unilever faces 

obstacles in achieving optimal performance due to several reasons. The research results 

stated that employee competence has a significant effect on employee performance [1], 

as well as research results that are not as expected, discipline is still weak, and other 
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 The purpose of this study is to determine whether competence, 

compensation and work discipline partially and simultaneously 

affect employee performance in PT. United Motors Centre Suzuki 

Ahmad Eigis Surabaya. Types research is explanatory research 

with quantitative analysis. The sample population is employees 

in the service division totaling 46 employees. Data collection 

techniques using survey with questionnaire as instrument. The 

data analysis technique used multiple linear regression, t-test 

aand F- test to test the hypothesis with the SPSS program. The 

resuls of this study shows that competence, compensation and 

diciplines as partially and simultaniously significant effect on 

employee performance, and the effect of competence on 

employee performance is the most significant among the other 

three variables. Its indicate that increasing performance of 

employees can be determined by competence, compensation and 

work discipline of employees at division service PT. United 

Motors Centre Suzuki Ahmad Yani Surabaya. 
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problems that arise due to the current situation and conditions, even though work 

discipline is very influential on employee performance, discipline is implemented to 

encourage employees to follow various standards and rules, so that irregularities can be 

prevented. The main objective is to encourage self-discipline among employees to arrive 

on time. By arriving on time and carrying out tasks according to their duties, it is 

expected that performance will increase, through discipline will reflect strength, as 

usual. 

To improve the performance of employees, one must pay attention to 

competence, namely one's work ability which includes aspects of knowledge, skills and 

work attitudes in accordance with established standards. PT. United Motors Center 

develops a competency model that integrates with performance appraisal benchmarks 

based on the knowledge, skills and behavior possessed by each employee of each 

employee in order to facilitate the implementation of duties and responsibilities 

effectively and efficiently which will be used as the basis for developing human 

resources. [2]. 

In addition to competence, compensation can also improve employee 

performance in the company [3]. Compensation that is always expected by employees is 

a form of reward or bonus for services in the form of thoughts and energy in helping the 

company to achieve performance effectively and efficiently. Compensation can consist 

of various kinds such as old age benefits, promotions or promotions, salaries, 

compensation structures, and compensation scales. Work discipline is also important in 

improving employee performance [4]. Discipline is the observance of the rules that apply 

in the company for employees who are obliged to comply with the rules or procedures 

of the company. Employee discipline in the company is an important element in 

achieving company goals, this is based on the fact that activities in the company always 

use human labor in addition to machine power. Obedience and obedience in attitudes 

and behavior that are real at the time of achieving the goals that have been set if 

supported by high discipline then the success of a job. For that discipline is a factor in 

achieving performance in the company. Based on the phenomena and empirical studies 

above, this study aims to determine whether competence, compensation and work 

discipline affect the performance of employees in the service division of PT. United 

Motors Center Suzuki Ahmad Yani Surabaya. 

 

Research Methods  

The research used is an explanatory research method, which is a research that 

intends to explain the position of the variables studied and to relate one variable to 

another. Explanatory research is carried out with the aim of explaining or proving how 

the relationship between variables in this study is. The source of data used in this study 

is primary data, namely the source of data obtained directly from respondents. Primary 

data sources in this study were obtained by distributing questionnaires to respondents, 

namely employees in the company as the object of research. The population and sample 

of this study were all employees in the service division of PT. United Motors Center 

Suzuki Ahmad Yani Surabaya, totaling 46 people. The sampling technique in this study 

is a saturated sampling technique, which involves the entire population involved in 
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answering the questionnaire given through the google form. Then after the data is 

collected, it is analyzed using SPSS software which consists of Regression Analysis and 

hypothesis testing through t-test and F-test. 

 

Result and Discussion 

Theoritical Framework and Hypothesis 

a. Competence 

Competence is the ability to carry out tasks in accordance with skills and 

experience related to technology, and can develop work motivation that is relevant 

in improving its performance [5]. competence can also be defined as characteristic 

that underlies the individual as a basic trait related to the effectiveness of the 

individual's performance in his work [6]. However, Competence is the basis for how 

the work carried out by employees can be carried out in accordance with the demands 

of the work for which they are responsible. In this case, employees must continue to 

be able to adapt to be able to have the will so that they meet competency standards 

according to their field of work [7]. Competence is a skill, fundamental attitude, 

knowledge, and value possessed by an individual that can be seen from how he 

thinks or does something consistently. 

This shows that competence is not only defined as a person's knowledge or 

expertise, but also a person's desire to do what he knows, so as to be able to provide 

benefits [8]. That way, the notion of competence is a combination of knowledge, skills, 

and personality attributes of each individual, so as to improve their performance and 

be able to make a good contribution to the success of the company. Employees who 

have high competence will easily achieve higher performance, this is in accordance 

with the results of some research which states that employee competence has a 

significant influence on employee performance, this shows that the higher the 

employee's competence, the higher the performance obtained [9], as well as research 

results of others that competence has a significant effect on employee performance 

[10] and [11]. 

H1: Competence has a significant effect on employee performance 

b. Compensation 

Compensation is all income in the form of money, in the form of goods either 

directly or indirectly, which is received by employees in return for services provided 

to the company [12]. Compensation given to employees can be in the form of financial 

(money) or non-financial (payments, goods, given based on company policy to all 

employees in an effort to improve employee welfare. Other definer stated that 

Compensation is a gift or reward given directly or indirectly, financial and non-

financial, which is fair and appropriate to employees, in return for their services to 

the company [13]. 

Compensation given to employees consists of several forms of compensation, 

in this case it is not only given in the form of money but can also be in the form of 

non-monetary for example promotion, mutation of positions that are more profitable 

or perhaps prestigious, or foam also in the form of work facilities [10]. While the form 
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of compensation is not only in the form of material but also in the form of allowances. 

The usual compensation given to employees can be in the following forms [14]: 

1. Wages/salaries. Wages are usually related to the hourly rate of pay (the longer the 

work, the greater the pay). Wages are the most common pay base for production 

and maintenance workers. While the salary (salary) generally applies to weekly, 

monthly or yearly rates. 

2. Incentives, (incentives) are additional salaries above or outside the salary or wages 

provided by the organization. Incentive programs are tailored to provide 

additional pay based on productivity, sales, benefits or cost-cutting efforts. 

3. Benefits (Benefits). Examples of benefits such as health insurance, life insurance, 

vacations covered by the company, pension plans and other benefits related to 

employment. 

4. Facilities are enjoyment/facilities such as company car, club membership, 

dedicated parking space. 

5. Companies provide compensation to their employees for the services that have 

been provided to the company [15], and it will greatly affect the level of 

performance of the employees themselves. This is also supported by the other 

researcher that compensation has an effect on employee performance which 

measure by financial compensation and non-financial compensation and both 

have a significant effect on employee performance [16]. 

H2: Compensation has a significant effect on employee performance 

c. Work Discipline 

Work discipline is a measuring tool used by superiors or managers to interact 

with employees so that employees are willing to change a behavior as well as an effort 

to increase one's awareness and willingness to follow all the rules and regulations 

that apply in the company [18]. 

Discipline define as a person's awareness and willingness to obey all 

organizational rules and social norms that apply [19]. Discipline means actions taken 

with supervision to correct wrong behavior and attitudes on temporary employees 

[6]. Work discipline is a tool used by managers to communicate with employees so 

that they are willing to change a behavior as well as an effort to increase one's 

awareness and willingness to obey all company regulations and applicable social 

norms [18]. Work discipline can be divided into four dimensions including [6]: 

1. Obey the rules of time; Judging from the hours of work, home hours and hours of 

rest on time in accordance with the rules that apply in the company. 

2. Comply with company regulations; Basic rules about how to dress, and behave at 

work. 

3. Obeying the rules of behavior at work Shown by ways of doing jobs according to 

the position, duties, and responsibilities as well as how to relate to other work 

units. 

4. Obey other regulations; Rules about what employees can and cannot do in the 

company. 

Employees who have high work discipline will produce high performance 

[20] because with discipline employees can work properly in accordance with the 
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right rules and policies. This is also supported by the results of his research [21], 

which states that the higher the work discipline possessed by the employee, the 

higher the performance obtained by the employee. Likewise, the results of some 

research also state that work discipline has a significant effect on employee 

performance [22]. 

H3: Work discipline has a significant effect on employee performance 

d. Employee Performance 

Employee performance is a record of the output produced or obtained on the 

function of a particular job or activity during a certain period of time with work 

behavior that is relevant to the company's goals [23]. Employee performance can be 

define is the result of a process that refers and is measured over a certain period of 

time based on pre-determined provisions or agreements [20]. Employee performance 

is the result of work both in quality and quantity achieved by a person in carrying out 

tasks according to the responsibilities [24]. Performance is a record of the results 

produced or generated for certain job functions or activities over a certain period of 

time and a set of behaviors that are relevant to organizational goals [23]. There are 

five indicators for measuring individual employee performance [24], including: 

1. Quality; measured from the employee's perception of the quality of the work 

produced and the perfection of the task on the skills and abilities of employees. 

2. Quantity; is the amount produced expressed in terms such as the number of units, 

the number of activity cycles completed and the presence of high initiative in 

completing the work. 

3. Punctuality; i.e. the level of activity completed at the beginning of the stated time, 

from the point of view of coordinating with the output results and maximizing the 

time available for other activities. 

4. Effectiveness; is the level of use of organizational resources (manpower, money, 

technology, raw materials) maximized with the intention of increasing the output 

of each unit in the use of resources in accordance with the command. 

5. Independence; that is the level of an employee who will later be able to carry out 

his work functions. Work commitment. Is a level where employees have a 

commitment to work with the agency and employee responsibilities to the office. 

Result: Prior to further analysis, the data was tested for validity and reliability 

and the results of all question items were valid and each variable also obtained reliable 

results. Validity test is conducted to measure whether or not a questionnaire is valid. 

Validity testing is done by calculating the Pearson Product Moment correlation 

coefficient. 

After the data is declared valid and reliable, the classical assumption test is 

carried out with the result that the normality test is used to determine whether the data 

population is normally distributed or not. The results of the normality calculation show 

a normal probability plot with a significance value of the Kolmogorov Smirmov test > 

0.05 (a – 5%), it can be stated that the residuals of the regression model are normally 

distributed. 

Heteroscedasticity Test. Calculation of analysis Multicollinearity test was carried 

out to determine the existence of a strong correlation between the independent variables 
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in the regression model. Regression analysis assumes that there is no multicollinearity 

in the approach model whether or not there is multicollinearity done by looking at the 

tolerance and VIF values. If the tolerance value is > 0.1 and VIF < 10, then the regression 

model is not multicollinear. From the results of the classical assumption test, the three 

variables show a VIF value that is smaller than 10 and a tolerance greater than 0.1, so it 

can be said that there is no multicollinearity in the model. 

While the classical assumption test of heteroscedasticity is the result of SPSS 

(Statistical Product and Service Solutions) output through a scatterplot graph between 

Z prediction (ZPRED) which is the independent variable (X = Y axis prediction results) 

and residual value (SRESID) is the dependent variable (axis). Y=Y real). The results of 

the data distribution show that the data spreads randomly both above and below zero 

on the Y axis so that it can be stated that there is no heteroscedasticity. Multiple linear 

regression analysis was used to measure the effect of each independent variable on the 

dependent variable. The results of the multiple regression analysis can be seen in table 

1. 

 

Table 1 Result of Multiple Linear Regression Analysis and Hypothesis Testingt-test 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 
Correlations 

 B Std. 

Error 

Beta   Zero-

order 

Partial Part 

1(Constant) -.486 .217  - .030    

    2.244     

Competence .528 .126 .421 4.205 .000 .914 .544 .199 

Compensation .434 .129 .355 3.354 .002 .911 .460 .158 

Job Descipline .265 .101 .230 2.608 .013 .861 .373 .123 

 

Based on the results of the analysis through SPSS as shown in table 1, multiple 

linear regression equations can be made as follows: 

Y = -0.486 + 0.528 X1 + 0.434 X2 + 0.265 X3 + ei 

The results of the above equation can be interpreted that the constant value of -

0.486 indicates that without the Competence, Compensation and Work Discipline 

variables, the value of the Employee Performance variable (Y) is -0.486 or minus. 

However, if the employee's competence is increased by one level, the employee's 

performance will increase by 0.528. while the value of the regression coefficient for 

compensation of 0.434 indicates if there is an increase in compensation of one unit it will 

cause an increase in employee performance (Y) of 0.434. Likewise for Work Discipline to 

get a value of 0.265, then every increase in work discipline will cause an increase in 

employee performance (Y) of 0.265 units. Thus it can be said that each X variable in this 

study will cause employee performance to increase. This influence is supported by the 

results of the correlation coefficient (R) of 0.952, meaning that the relationship between 

the variables Competence (X1), Compensation (X2), Work Discipline (X3) and employee 

performance is very strong. It can be said that if the competence, compensation and work 

discipline of employees increase, their performance will also increase, and the 

contribution of these variables is 90.6%, so it can be said that it is very high. 
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Hypothesis test: To find out or partially test the independent variables on the 

dependent variable. This calculation using SPSS can know the value of t-test, in table 1, 

where when viewed from the significance value of each variable it shows a number 

below 0.05 so that Hypothesis 1, Hypothesis 2 and Hypothesis 3 are accepted. While 

hypothesis 4 which states that competence, compensation and work discipline 

simultaneously affect employee performance can be seen in the results of the F-test in 

table 2.h. 

 

Table 2 Result of Hypothesis Testing with F-Test 

Model Sum of Squares Df Mean Square F Sig. 

1. Regression 10.934 3 3.645 135.295 .000a 

Residual 1.131 42 .027   

Total 12.065 45    

To find out or test the effect of the variables together (simultaneously) on the 

dependent variable, the F test is used. Where the value indicates the level of 

simultaneous test results of 135,295. Which is where the significance value is 0.000 < 0.5. 

So this shows that the Competence, Compensation and Work Discipline variables 

together have a significant effect on Employee Performance. 

Discussion:  

a. The Effect of Competence on Employee Performance 

In testing this hypothesis, a partial test (t test) is used which is obtained from the 

Competency variable (X1) which has an influence on Employee Performance (Y). The 

results of the partial test are known from the significance value in the t-test of the 

Competency variable (X1) of 0.000 < 0.05. From the results of the analysis that the 

Competence variable has a significant influence on employee performance, and it is 

indicated that if it has the appropriate competence, the employee's performance will be 

better. The influence of the direction of the employee's competence and performance 

variables is positive. If good competence is applied to PT United Motors Center Suzuki 

Ahmad Yani Surabaya, the higher the employee's performance will be. Based on the 

description above, the first hypothesis which reads "Competence affects employee 

performance in the service division of PT United Motors Center Suzuki Ahmad Yani 

Surabaya" is declared to be accepted and proven to be true. 

The results in this study are the same as those conducted by previous research 

by Yulka Cindrawasi (2019), showing that the competence variable has a positive and 

significant effect on employee performance, besides that it also supports the research of 

Annisa Putri Soetrisno and Alini Gilang (2018), S. Mujanah et al. (2019) and Sumantri et 

al (2017) which state that employee competence has a significant influence on employee 

performance, this shows that the higher the employee competence, the higher the 

performance obtained. 

b. The Effect of Compensation on Employee Performance 

Based on the results of testing the second hypothesis using a partial test (t test), 

it is obtained that compensation (X2) has an influence on employee performance (Y). 

This can be seen from the significance value on the t-test of the Compensation variable 

(X2) of 0.002 < 0.05. Based on the results of this analysis, it can be concluded that the 

Compensation variable has a significant influence on the employee's performance. It 
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can be indicated that the existence of high employee performance can be formed by the 

provision of high and fair compensation. The direction of influence that occurs between 

the two variables is positive. Based on the description above, it can be concluded that 

the second hypothesis variable reads "Compensation has an effect on employee 

performance in the service division of PT United Motors Center Suzuki Ahmad Yani 

Surabaya" proven to be true and acceptable. 

This it can be said that the results of this study confirm the results of Rizky 

Novianti's research (2017), and Machmed Tun Ganyang and Epo Lestari, (2013) which 

states that compensation has a significant influence on employee performance. 

c. The Effect of Work Discipline on Employee Performance 

Based on testing the results of the third hypothesis using a partial test (t test) 

obtained from the results of the Work Discipline variable (X3) that has an influence on 

Employee Performance (Y). These results are known from the significance value of the 

t-test of the Work Discipline variable (X3) of 0.013 <0.05. It is known that the results of 

the analysis of work discipline variables show a significant effect on performance, then 

performance can be indicated if high employee performance can be formed through 

high work discipline. The variable of work discipline with employee performance has 

a positive relationship direction. Based on the description above, the results of the 

research on the third hypothesis reads "Work discipline affects employee performance 

in the service division of PT United Motors Center Suzuki Ahmad Yani Surabaya" 

proven true and can be declared accepted. 

The results in this study are in line with the results of previous research 

conducted by Ali Wairooy (2017) which states that work discipline has a positive and 

significant effect on employee performance. In addition, it also confirms the research 

results of Cleopatra, (2015) and Rizki Novriyanti Zahara, and Hajan Hidayat (2017) and 

the results of his research Eigis Yani Pramularso (2018) also states that work discipline 

has a significant effect on employee performance. 

d. Research Implication 

After analyzing and testing the hypotheses described above, it is necessary to 

develop policies that are expected to make a theoretical contribution to management 

practice. Several implications can be derived from the results of this study, namely: 

1. Employee performance can be created well if each employee has good work 

competence, appropriate compensation, and high work discipline. With this research, 

it can be used for consideration for PT United Motors Center Suzuki Ahmad Yani 

Surabaya in order to pay attention to employees who have high work competence 

and maintain and improve the competence and compensation of employees in order 

to create better performance. Work discipline should be taken into consideration in 

determining promotions or positions for employees so as to stimulate employee 

morale at work. In addition, there is an evaluation regarding the issue of work 

discipline is also needed so that the level of work indiscipline carried out by 

employees can be reduced. 

2. Based on the results of the study, it is hoped that further research can be carried out 

because there are many things that can be explored in the variables studied, so that 

they will provide input for other interested parties, especially for the company. And 
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for future researchers, they can develop and apply science to what extent the theories 

have been applied to cases in the field so that things that are felt to be lacking can be 

improved. 

 

Conclusion 

Based on the analysis and results that have been carried out regarding the 

influence of competence, compensation and work discipline on employee performance, 

it can be concluded that competence has a significant effect on employee performance in 

the service division of PT. United Motors Center Suzuki Ahmad Yani Surabaya. 

Likewise, compensation and work discipline have a significant effect on employee 

performance either partially or simultaneously. Thus it can be said that the first, second, 

third and fourth hypotheses are accepted and proven to be true. Based on the findings 

of this study, the company that is the object of this research can be optimized for its 

performance by increasing their competence through mentoring training or other means. 

In addition, attention to competence can also be done because the function of 

compensation can increase satisfaction, motivation, morale to achieve optimal employee 

performance. Work discipline can also be improved through coaching and cultivating 

discipline so that it can achieve optimal performance. For further researchers, this 

research is expected to be a reference material, and is expected to be able to examine 

organizational culture and employee motivation that can improve employee 

performance to be more optimal. 
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