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Abstract

This research was conducted at the Batam City Investment and One-Stop
Integrated Services Agency (DPM&PTSP). The number of respondents in this study was
68 respondents. The data collection tool used in this study was a questionnaire and the
analysis tool used was SPSS 19. This research was conducted for six months, namely
from June 2026 to November 2026. The variables used in the study were Work
Competence, Work Communication, Work Discipline, Employee Performance. The
results of this study can be described as follows; Hypothesis testing whether the Work
Competence variable has an effect on Employee Performance, then t count (11,002) > t
table (1.668), then Ho is rejected and H1 is accepted, meaning; The regression coefficient
is significant or the Work Competence variable has an effect on Employee Performance.
Hypothesis testing whether the Work Communication variable has an effect on Employee
Performance, then Because t count (7,953) > t table (1.668), then Ho is rejected and H1
is accepted, meaning; The regression coefficient is significant or the Work
Communication variable has an effect on the Employee Performance variable. In testing
the hypothesis whether the Work Discipline variable has an effect on Employee
Performance, then Because t count (9.767) > t table (1.668), then Ho is rejected and H1
is accepted, meaning; The regression coefficient is significant or the Work Discipline
variable has an effect on the Employee Performance variable. Hypothesis testing whether
the Work Competence, Work Communication and Work Discipline variables
simultaneously have an effect on Employee Performance. The Anova test produces a
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calculated F figure of 103.331 > F table 2.52 with a significance level (probability number)
of 0.05. F count > F table then Ho is rejected and H1 is accepted. Then the regression
coefficient of Work Competence (X1), Work Communication (X2) and Work Discipline
(X3) together have a significant effect on the Employee Performance variable (Y).

Keywords: Work Competence, Work Communication, Work Discipline, Employee
Performance

INTRODUCTION

One of the roles of the Civil Servant (ASN) is to serve the public. To be able to
provide public services to the community professionally, honestly, fairly and equitably,
employee development is necessary to improve the quality of human resources and have
attitudes and behaviors that reflect devotion, honesty, responsibility, discipline and
authority so that services to the community can be provided in accordance with the
development of society in the implementation of state, government and development
duties that are based on loyalty and obedience to Pancasila and the 1945 Constitution.

The State Civil Apparatus (ASN) of the Batam City Investment and One-Stop
Integrated Services Agency (DPM&PTSP), who work as civil servants, have duties and
responsibilities in carrying out their assigned tasks. The role of employees working in
government is crucial in determining the success or failure of achieving goals for the
public interest. The success of a government agency's work unit is also influenced by the
sincerity and willingness of each employee in carrying out and completing their duties.
Employees working in government agencies are required to be able to complete their
duties and responsibilities effectively and efficiently. The results can be measured by a
performance system that is able to provide positive and beneficial contributions to the
services of other employees and the community.

Batam City Investment and One-Stop Integrated Services OfficeAs a government
agency which is part of a work unit in organizing government and development in the
region, it certainly requires personnel who can realize the organization's goals and carry
out its duties and work.

Performance is a description of the level of achievement of a program, activity, or
policy in realizing an organization's goals, objectives, vision, and mission, as outlined in
its strategic plan. The presence of employees is a significant factor in the realization of
an organization's plans. Employee performance is the work results achieved by an
individual in carrying out assigned tasks to achieve work targets. Success and failure in
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an organization are essentially determined by the organization's performance in
managing its existing resources.

Batam City Investment and One-Stop Integrated Services Agency
(DPM&PTSP)Those who desire to build high-quality performance will not achieve this
without the support of their employees. Therefore, planning employee quality
development means the organization is striving to build and create a synergistic force
within a single framework: a high-performance management organization.

Every organization not only expects capable, competent, and skilled employees,
but equally importantly, employees who are willing to work hard and have a desire to
achieve maximum results. Skills and abilities are meaningless to an organization if they
are unwilling to work hard. The goal of managing a compensation system within an
organization is to attract and retain human resources because the organization needs
them to achieve its goals.

Communication is the process of sending meaningful messages or symbols from
a communicator to a recipient for a specific purpose. Therefore, communication involves
a process, each of which carries meaning, depending on the recipient's understanding
and perception. Therefore, communication will be effective and its objectives achieved if
each participant shares the same perception of the symbols.

Communication plays a vital role in organizations. It's crucial in work, not just in
work; it's something we do most often in our daily lives..Employees should always
communicate with each other, both with their superiors and with their subordinates and
coworkers, to avoid errors in conveying information within the organization.
Communication serves key functions within an organization, not just in the office but
throughout the organization: control, motivation, emotional expression, and information.
Therefore, employees are required to communicate any work-related complaints to their
superiors or coworkers.

Effective communication can also create a social climate that motivates employees
to improve their performance, where employees and management have a sense of
mutual understanding. Besides communication, another factor that can influence
employee performance is work experience.

Discipline is a person's behavior that complies with the organization's rules and
work procedures, both written and unwritten. Good employee discipline accelerates the
achievement of organizational goals, while undisciplined employees slow down their
achievement.

6334
IJEBIR, Volume 05 Issue 04, 2026

Copyright at authors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

International Journal of Economics, Business and Innovation Research
https://e-journal.citakonsultindo.or.id/index.php/IJEBIR

E-ISSN : 2964-0865

Work discipline must be instilled in every employee. Employee awareness is
required through compliance with applicable regulations. Regulations are essential to
provide guidance and counseling for employees in establishing good order within their
organization. Furthermore, the company itself must ensure that these regulations are
clear, easy to understand, and applicable to all employees of the Batam City Investment
and One-Stop Integrated Services Agency (DPM&PTSP).

Discipline is an employee's characteristic of consciously complying with the rules
and regulations of a particular organization. Discipline significantly impacts employee and
organizational performance, as it serves as a form of training for employees in
implementing company regulations. The greater the discipline, the higher the employee's
work productivity and performance.

From the results of the background description above, the author is interested in
conducting research with the research title "The Influence of Employee Competence,
Work Communication and Work Discipline on Employee Performance at the Batam City
Investment and One-Stop Integrated Service Office (DPM&PTSP).

THEORETICAL BASIS
Employee Performance

Nengsih et al. (2023) define performance as a person's overall ability to work in
such a way as to optimally achieve work goals and various targets created with sacrifices
that are relatively smaller compared to the results achieved. Assessment can be done by
comparing employee work results with job standards. If work results are achieved up to
or exceed work standards, an employee's performance can be considered good.
Conversely, an employee whose work results do not meet work standards is considered
poor or low performance.

Rivai (2015, p.12) defines performance or work achievement as the result or level
of success of a person as a whole during a certain period in carrying out tasks compared
to various possibilities, such as work result standards, targets or goals or performance
that have been determined in advance and agreed upon together.

Based on the definitions above, the researcher used the reference theory from
Bangun's book (2017, p. 231), explaining that performance appraisal is a process carried
out by organizations to evaluate or assess the success of employees in carrying out their
duties. The assessment can be done by comparing the work results achieved by
employees with job standards. If the work results obtained meet or exceed the work
standards, an employee's performance can be said to be in the good category.
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Conversely, an employee whose work results do not meet the work standards is included
in the poor performance or low performance.

Hamdiyah (2016:5) states that employee performance is work achievement that
reflects the comparison between work results and established standards. To achieve
optimal employee performance, human resource management is necessary, relating to
compensation, the work environment, and leadership.

Fadil Sandewa (2018:97) said that performance is the work results that can be
achieved by a person or group of people in an organization, in accordance with their
respective authorities and responsibilities in order to achieve the goals of the organization
concerned legally and without violating the law and in accordance with morals and ethics.

From the above opinion, it can be concluded that employee performance is the
ability to achieve job requirements, namely when work targets can be completed in a
timely manner or within the allotted timeframe, thereby aligning the company's morals
and ethics. Thus, employee performance can contribute to the company.

Employee Competence

Termcompetencies, 'competence'and 'competent’, which in Indonesian translates
as competence, skil, and empowerment, refers to a state of being capable and
appropriate. The English dictionary defines the word 'competence' as a state of being
appropriate, adequate, or suitable. The definition of competence in the workplace refers
to the understanding of a person's suitability for their job. Competence refers to the
characteristics underlying behavior that describe the motives, personal characteristics
(traits), self-concept, values, knowledge, or skills that someone brings to perform
superiorly in the workplace.

Rahmat (2019) states that competence is a person's characteristic related to
effective and/or superior performance in specific work situations. Competence is
considered a fundamental characteristic because it is a deep and inherent part of a
person's personality and can be used to predict various specific work situations.
Furthermore, it is said to be related to behavior and performance because competence
causes or can predict behavior and performance.

Rachmaniza (2020) states that competence is a characteristic that underlies a
person related to the effectiveness of an individual's performance in his work or a basic
characteristic of an individual that has a causal relationship or is cause-effect with the
criteria thatused as a reference, effective or performing well or superiorly in the workplace
or in certain situations.
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Sinaga (2019) stated that competence is an ability possessed by an individual who
has a selling point and that is applied from the results of creativity and innovation
produced.

Gultom (2019) states that competence is a person's ability to produce at a
satisfactory level in the workplace, including a person's ability to transfer and apply these
skills and knowledge in new situations and increase agreed benéfits.

Work Communication

Communication is a crucial interaction in human social life, as all human activities
begin with it. In general, the term "communication," or "communication" in English, is
derived from the Latin word "Communicatio," meaning "same." "Same" in this context
refers to having the same meaning or significance.

Mas and Haris (2020:7) state that the word or term "communication" (English
"communication") comes from the Latin "communivatus," which means "to share" or "to
belong together." Thus, according to the dictionary, the word "communication" refers to
an effort aimed at achieving togetherness. Communication can also be defined as the
process of sharing between the parties involved in the communication activity.

Laksono (2021) states that "communication is defined as a conversation or
exchange of conversations and opinions so that togetherness and solidarity will continue
to be established." According to Siregar et al (2021:12) communication can be defined as
holding a conversation by sending and receiving messages involving two or more people
in achieving a common understanding by using the usual means of communication
through speech, writing, or nonverbal signals.

Work Discipline

Work discipline is an obligationOffices or agencies where employees work are
required to pay attention to employee work discipline so that employee performance
improves and employees do not arbitrarily engage in non-essential activities during
working hours. Work discipline is a concept in the workplace or management that requires
employees to behave in an orderly manner. Discipline is a condition that causes or
encourages employees to act and carry out all activities in accordance with established
rules.

Good discipline is reflected in a person's strong sense of responsibility for the tasks
assigned to him. Sinambela (2019:332) "therefore, regulations are very necessary to
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create good order inoffice where you work, because the discipline of an office or
workplace is said to be good if most employees obey the existing regulations".

Discipline is very necessary for both the individual concerned and the agency,
because discipline really helps individuals to straighten things out.What can and cannot
be done in an office. Discipline shows a condition or attitude of respect that exists in
employees towards office rules and regulations.

Sari (2020) stated that work discipline is a form of respect for the organization,
adherence to rules, and willingness to accept punishment for violations. Discipline is a
key attitude in human resource management; the higher the work discipline, the higher
the work performance.

Framework
Based on existing theories, a research model or research framework can be
formulated to be used in this study. This research model is further illustrated in the figure

below.
Employee
Competence (X1) \
H2 Employee Performance
— ()
Work Communication 3
(X2)
\

Work Discipline (X3)
H4

Figure 2.1; Research Framework

Hypothesis
A hypothesis is a tentative assumption whose truth remains to be tested. This
hypothesis is intended to provide direction for research analysis.
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1. There is an Influence of Employee Competency onEmployee Performance
AtBatam City Investment and One-Stop Integrated Services Agency (DPM &
PTSP).

2. There is an Influence of Work Communication on CommunicationEmployee
Performance AtBatam City Investment and One-Stop Integrated Services Agency
(DPM&PTSP).

3. There is an Influence of Work Discipline onEmployee Performance AtBatam City
Investment and One-Stop Integrated Services Agency (DPM&PTSP).

4. There is a Joint Influence between Employee Competence, Work Communication
and Work DisciplineEmployee Performance AtBatam City Investment and One-
Stop Integrated Services Agency (DPM&PTSP).

RESEARCH METHODOLOGY
METHOD OF COLLECTING DATA
Data collection techniques are the methods used by researchers to uncover or
gather quantitative information from respondents within the scope of the research.
Sujarweni (2016:74) stated that to obtain information and data in this study, the author
used several data collection techniques, including:
1. Interview
An interview is one instrument used to gather data verbally. This must be
conducted in-depth to obtain valid and detailed data. Interviews are conducted
using a questionnaire and are a direct method of data collection.
2. Questionnaire
A questionnaire is a data collection technique that involves providing
respondents with a set of written questions or statements to answer. The questions
should be clear and unambiguous.
3. Literature review
Literature study is a method of collecting data and information by carrying out
library activities through books, journals, previous research and so on that are
related to the research being carried out.

Population and Sample

Sugiyono (2018:130) states that population is a general area consisting of
objects/subjects that have certain qualities and characteristics determined by researchers
to be studied and then conclusions drawn. The population in this study was all employees
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of the Batam City Investment and One-Stop Integrated Service (DPM & PTSP) Office in
2026, totaling 68 employees.The total population of 68 employees who were used as
respondents in this study. Of these employees, the researcher will utilize all of them as
respondents.

1) Data Analysis Tools
Multiple Regression Analysis
According to Sugiyono (2018:307) Multiple linear regression is used by
researchers to predict the condition (rise and fall) of the dependent variable or multiple
linear regression is carried out if the number of independent variables is at least two. The
application of the multiple linear regression method uses more than one variable which
has one dependent variable. This study aims to determine the extent of influence of the
independent variables, namely Competence, Communication, and Work Discipline, on
the dependent variable, Employee Performance at the Batam City Investment and One-
Stop Integrated Service (DPM & PTSP). The form of the multiple linear regression
equation used in this study is as follows:
Y=a+b1X1+b2X2 + b3X3 +e

DISCUSSION OF RESEARCH RESULTS

Analysis of the Influence of Work Competence (X1) on Employee Performance (Y)
This section shows the method used in entering variables, where the author enters

the variables to be analyzed (Variables Entered), namely "Work Competence (X1)" and

no variables are excluded because the author uses the "Enter" method.

Model Summary

Adjusted R Standard Error of
Model R R Square|Square the Estimate
1 419a 435 332 2,301

a. Predictors: (Constant), Job Competence

This section shows the magnitude of the Determination Coefficient, which functions
to determine the percentage of the dependent variable (Employee Performance) that can
be predicted using the independent variable (Work Competence). The Determination
Coefficient is used to calculate the magnitude of the role or influence of the independent
variable on the dependent variable. The Determination Coefficient is calculated by
squaring the correlation result, then multiplying it by 100% (r2 x 100%).
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Judging from the R Square figure which is the squared correlation number or
0.4192, it can be explained that it is 0.435. The R Square figure is also called the
Coefficient of Determination. The magnitude of the coefficient of determination is 0.435
or equal to 43.50%. This figure means that only 43.50% of the Performance of Employees
of the Batam City Investment and One-Stop Integrated Service (DPM&PTSP) Office can
be explained using the employee's Work Competence variable. While the remaining
56.50% (100% - 43.50%) must be explained by other causal factors. For your information,
the magnitude of the R Square ranges from 0 to 1, which means the smaller the R Square,
the weaker the relationship between the two variables. Conversely, if the R Square is
closer to 1, the stronger the relationship between the two variables.

Coefficients

Unstandardized Standardized
Coefficients Coefficients
Model B| Std. Error Beta| t Sig.
1 (Constant) 5,238 2,231 2,713 |.000
Work . 487 103 637 11,002 |.000
Competencies

a. Dependent  Variable: Employee
Performance
This section describes the regression equation to determine the constant
number and test the significance of the regression coefficient. The regression equation

is:
Y =a + bx
Where :

Y = Employee Performance

X1 = Work Competence

a = the constant number in this study is 5.238

b = regression coefficient figure of 0.487

From the data above, the equation is as follows:
Y = 5,238+ 0.487 X1

The t-test will be used to test the significance of the constant and the Work
Competence variable (X1) against the Employee Performance Variable (Y) at the
Batam City Investment and One-Stop Integrated Service Office (DPM&PTSP).
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Hypothesis
- Ho = regression coefficient is not significant (there is no significant relationship
between variable X and variable Y)
- H1 = significant regression coefficient (there is a significant relationship
between variable X and variable Y)
Decision:
- If t count < t table, then Ho is accepted.
- If tcount > t table, then Ho is rejected
- tcount=11,002
- ttable = to calculate the t table, use the following conditions:
a=0,05
Degree of Freedom(DF) = (number of data — 2) or 68 — 2 = 66
t table =868 results from the table

_____________________________________________________________________________

Because t count (11,002) > t table (1.668), ten Ho is rejected and HI is
accepted, meaning, The regression coefficient is significant or the Work
Competence variable has an effect on Employee Performance at the Batam City

Investment and One-Stop Integrated Service Office (DPM&PTSP).

Analysis of the Influence of Work Communication (X2) on Employee Performance

(Y)
Model Summary
Adjusted R|Standard Error of the
Model R|R Square|Square Estimate
1 .627a |.577 .583 1,865

a. Predictors: (Constant), Work Communication
This section shows the magnitude of the Coefficient of Determination which
functions to determine the percentage of the dependent variable (Employee
Performance) that can be predicted using the independent variable (Work
Communication). The Coefficient of Determination is used to calculate the magnitude of
the role or influence of the independent variable on the dependent variable. The
Coefficient of Determination is calculated by squaring the correlation result, then
multiplying it by 100% (r2 x 100%).
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When viewed from aThe R Square number (squared correlation number or 0.6272
is 0.577. The R Square number is also called the Determination Coefficient. The
magnitude of the determination coefficient number is 0.577 or equal to 57.70%. This
number means that only 57.70% of the Performance of Employees of the Batam City
Investment and One-Stop Integrated Service (DPM&PTSP) Office that occurs can be
explained by using the Work Communication variable between employees and with
leaders. While the rest, namely 42.30% (100% - 57.70%) must be explained by other
causal factors. To be known, the magnitude of the R Square ranges from 0 to 1 which
means that the smaller the magnitude of the R Square, the weaker the relationship
between the two variables. Conversely, if the R Square is closer to 1, the stronger the
relationship between the two variables.

Coefficientsa

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 2,970 1,764 3,312 .001
Work
Communicatio 464 134 .623 7,953 .000
n

a. Dependent Variable: Employee
Performance
This section describes the regression equation to determine the constant number
and test the significance of the regression coefficient. The regression equation is:
Y =a + bx
Where :
Y = Employee Performance
X2 = Work Communication
a = the constant number in this study is 2,970
b = regression coefficient figure of 0.464
From the data above, the equation is as follows:
Y = 2,970+ 0.464 X2
The t-test will be used to test the significance of the constant and variable
of the Work Communication factor (X2) on the Employee Performance variable
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(Y) at the Batam City Investment and One-Stop Integrated Service Office
(DPM&PTSP).

Hypothesis
- Ho = regression coefficient is not significant (there is no significant
relationship between variable X and variable Y)
- H1 = significant regression coefficient (there is a significant relationship
between variable X and variable Y)
Decision:
- Iftcount < t table, then Ho is accepted.
- If t count > t table, then Ho is rejected
- tcount =7,953
- ttable = to calculate the t table, use the following conditions:
a=0.05
Degree of Freedom (DF) = (number of data — 2) or 68 — 2 = 66
t table = 1,668— results from the table

_________________________________________________________________________________

Because t count (7,953) > t table (1,668), then Ho is rejected and HI is
accepted, meaning;, The regression coefficient is significant or the Work
Communication variable has an effect on the Employee Performance variable at the

Batam City Investment and One-Stop Integrated Service Office (DPM&PTSP).

Analysis of the Influence of Work Discipline (X3) on Employee Performance (Y)
Model Summary

Adjusted R[Standard Error of the
Model R|R Square |Square Estimate
1 .968a [.543 574 1,022

a. Predictors: (Constant), Work Discipline
This section shows the magnitude of the Coefficient of Determination which
functions to determine the percentage of the dependent variable (Employee
Performance) that can be predicted using the independent variable (Work Discipline). The
Coefficient of Determination is used to calculate the magnitude of the role or influence of
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the independent variable on the dependent variable. The Coefficient of Determination is
calculated by squaring the correlation result, then multiplying it by 100% (r2 x 100%).

The R Square figure is the squared correlation figure or 0.9682, which is 0.543.
The R Square figure is also called the Coefficient of Determination. The magnitude of the
coefficient of determination is 0.543 or equal to 54.30%. This figure means that 54.30%
of Employee Performance at the Batam City Investment and One-Stop Integrated Service
Office (DPM&PTSP) can be explained using the employee Work Discipline variable.
While the remaining 45.70% (100% - 54.30%) must be explained by other causal factors.
To be noted, the magnitude of the R Square ranges from 0 to 1, which means that the
smaller the R Square, the weaker the relationship between the two variables. Conversely,
if the R Square is closer to 1, the stronger the relationship between the two variables.

Coefficientsa

Unstandardized Standardized
Coefficients Coefficients t Sig.
Model B Std. Error Beta
1 (Constant) 2,737 1,004 1,605 .006
Work Discipline 427 151 737( 9,767 .000]
a. Dependent Variable: Employee

Performance

This section describes the regression equation to determine the constant number
and test the hypothesis of the significance of the regression coefficient. The regression

equation is:
Y =a + bx
Where :

Y = Employee Performance

X3 = Work Discipline

a = the constant number in this study is 2.737

b = regression coefficient figure of 0.427

From the data above, the equation is as follows:

Y =2.737 + 0.427 X3

The t-test will be used to test the significance of the constant and Work
Discipline (X3) on the Employee Performance variable (Y) at the Batam City
Investment and One-Stop Integrated Service Office (DPM&PTSP).
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Hypothesis
- Ho = regression coefficient is not significant (there is no significant
relationship between variable X and variable Y)
- H1 = significant regression coefficient (there is a significant relationship
between variable X and variable Y)
Decision:
- If t count < t table, then Ho is accepted.
- If tcount > t table, then Ho is rejected
- tcount =9.767
- ttable = to calculate the t table, use the following conditions:
a=0.05
Degree of Freedom (DF) = (number of data — 2) or 68 — 2 = 66
t table = 1.668+esults from the table

Because the calculated t (9.767) > t table (1.668), then Ho is rejected and
H1 is accepted, meaning; The regression coefficient is significant or the Work

Discipline variable has an effect on the Employee Performance variable at the

Batam City Investment and One-Stop Integrated Service (DPM&PTSP) Office.

Correlation Analysis of Work Competence (X1), Work Communication (X2) and
Work Discipline (X3) Simultaneously on Employee Performance (Y)

Model Summary

Adjusted R[Standard Error of the
Model R |R Square|Square Estimate

1 .735a 534 .625 531

a. Predictors: (Constant), Work Discipline, Work Communication,
Work Competence

This section shows the magnitude of the Coefficient (Employee Performance) that
can be predicted by using independent variables simultaneously (Work Competence,
Work Communication and Work Discipline). The Determination Coefficient is used to
calculate the magnitude of the role or influence of the independent variable on the
dependent variable. The Determination Coefficient is calculated by squaring the
correlation result, then multiplying it by 100% (r2 x 100%).
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The R Square number (squared correlation number or 0.7352) is 0.534. The R
Square number is also called the Coefficient of Determination. The magnitude of the
coefficient of determination is 0.534 or equal to 53.40%. This figure means that 53.40%
of the Performance of Employees of the Batam City Investment and One-Stop Integrated
Service (DPM&PTSP) Office can be explained using the variables of Work Competence,
Work Communication and Employee Work Discipline. While the remaining 46.60% (100%
- 53.40%) must be explained by other causal factors. To be noted, the magnitude of the
R Square ranges from 0 to 1, which means that the smaller the R Square, the weaker the
relationship between the two variables. Conversely, if the R Square is closer to 1, the
stronger the relationship between the two variables.

ANOVA
Sum of Mean
Model Squares df Square F Sig.
1 Regression 111,301 3 64,622 103,331 .000a
Residual 36,013 64 .634
Total 147,314 67
a. Predictors: (Constant), Work Discipline, Work Communication, Work

Competence

b. Dependent Variable: Employee Performance

This section shows the magnitude of the probability or significance figures in the
ANOVA calculations that will be used to test the feasibility of the regression model with
the provision that a good probability figure to be used as a regression model must be less
than 0.05.

The Anova test produces a calculated F value of 103.331 > F table 2.52 with a
significance level (probability number) of 0.05. If calculated F value > F table then Ho is
rejected and H1 is accepted. Therefore, the regression coefficients of Work Competence
(X1), Work Communication (X2) and Work Discipline (X3) together have a significant
effect on the Employee Performance variable (Y) of the Batam City Investment and One-
Stop Integrated Service (DPM&PTSP) Office.

To be used as a regression model that can be used to predict dependent variables,
the significance number (sig) must be < 0.05.
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Coefficientsa

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 2,214 1,008 1,952 .001
Work Competencies 225 .009 123 4,231 212
Work Communication 442 .013 435 5,401 .000
Work Discipline 472 .011 .601 4.151 .000

a. Dependent Variable: Employee Performance
This section describes the regression equation to determine the constant number
and test the significance of the regression coefficient. The regression equation is:
Y =a+b1X1+b2X2 + b3X3 +e
Y =2.214 + 0.225X1 + 0.442 X2 + 0.472 X3
Where :
Y = Employee Performance
X1= Work Competence
X2 = Work Communication
X3 = Work Discipline

1) The constant of 2.214 means that if there is an increase of 1 percent in Work
Competence (X1), Work Communication (X2) and Work Discipline (X3), then
Employee Performance at the Batam City Investment and One-Stop Integrated
Service Office (DPM&PTSP) will increase by 2.214.

2) The Work Competency Coefficient (X1), of 0.225, means that for every 1 percent
increase in Work Competency Commitment (X1), Employee Performance at the
Batam City Investment and One-Stop Integrated Service Office (DPM&PTSP) will
increase by 0.225.

3) The Work Communication Coefficient (X2) of 0.442 means that for every 1 percent
increase in Work Communication (X2), Employee Performance at the Batam City
Investment and One-Stop Integrated Service Office (DPM&PTSP) will increase by
0.442.
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4) The Work Discipline Coefficient (X3) of 0.472 means that for every 1 percent
increase in Work Discipline (X3), the Performance of Employees of the Batam City
Investment and One-Stop Integrated Service (DPM&PTSP) Office will increase by
0.472.

CONCLUSION AND SUGGESTIONS

Conclusion
Based on the description in the previous chapter, it can be generally concluded that
as follows:

1. Hypothesis testing whether the Work Competence variable has an effect on Employee
Performance at the Batam City Investment and One-Stop Integrated Service
(DPM&PTSP), then t count (11,002) > t table (1.668), then Ho is rejected and H1 is
accepted, meaning; The significant regression coefficient or Work Competence
variable has an effect on Employee Performance at the Batam City Investment and
One-Stop Integrated Service (DPM&PTSP) Office. Partially, Work Competence has a
positive and significant effect on Employee Performance.

2. Hypothesis testing whether the Work Communication variable has an effect on the
Performance of Employees of the Batam City Investment and One-Stop Integrated
Service (DPM&PTSP), then Because t count (7,953) > t table (1.668), then Ho is
rejected and H1 is accepted, meaning; The regression coefficient is significant or the
Work Communication variable has an effect on the Employee Performance variable at
the Batam City Investment and One-Stop Integrated Service (DPM&PTSP) Office.

3. In testing the hypothesis whether the Work Discipline variable has an effect on
Employee Performance at the Batam City Investment and One-Stop Integrated Service
(DPM&PTSP), then because the calculated t (9.767) > t table (1.668), then Ho is
rejected and H1 is accepted, meaning; The regression coefficient is significant or the
Work Discipline variable has an effect on the Employee Performance variable at the
Batam City Investment and One-Stop Integrated Service (DPM&PTSP).

4. Hypothesis testing whether the variables of Work Competence, Work Communication
and Work Discipline simultaneously influence Employee Performance at the Batam
City Investment and One-Stop Integrated Service (DPM&PTSP). The Anova test
produces a calculated F value of 103.331 > F table 2.52 with a significance level
(probability number) of 0.05. If F count > F table then Ho is rejected and H1 is accepted.
Then the regression coefficient of Work Competence (X1), Work Communication (X2)
and Work Discipline (X3) together have a significant effect on the Employee
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Performance variable (Y). This means that the higher the competence, smooth
communication, and level of employee discipline collectively, the public service
performance and the achievement of agency targets will increase significantly.

Suggestions
Suggestions that the author needs to convey to the author of the
leadershipOnBatam City Investment and One-Stop Integrated Services Agency

(DPM&PTSP)are as follows:

1. Given that the Investment and One-Stop Integrated Services Agency operates in the
investment and licensing sectors, employee competencies must be continuously
updated. Regular training on the latest licensing regulations, the use of digital systems
(such as the OSS RBA), and hospitality training (prime service) is recommended.

2. To support the swift and transparent performance of the Investment and One-Stop
Integrated Services Agency (DPM), the agency needs to establish a robust internal
communications system. It is recommended to implement responsive digital-based
coordination between departments (for example, utilizing an internal task management
application) to avoid miscommunication during the permit file verification process.

3. Discipline enforcement for employees at the Investment and One-Stop Integrated
Services Agency (PMI) should not be limited to punishment. Agencies are advised to
combine digital attendance and employee performance target (SKP) evaluations with
monthly rewards for the most disciplined and high-performing employees to boost
motivation.

4. The variables of Competence, Communication, and Work Discipline proved to have a
significant influence. Future researchers are advised to add variables relevant to the
current digital era, such as Organizational Culture, Transformational Leadership Style,
or Self-Efficacy of employees at the Investment and One-Stop Integrated Services
Office.

REFERENCES

Adhari, . Z. (2020). Optimalisasi Kinerja Karyawan Menggunakan Pendekatan
Knowledge Management & Motivasi Kerja. Pasuruan: Qiara Media.

Andi, et al. (2023). (Silakan lengkapi judul artikel/buku dan penerbitnya di sini karena data
referensi spesifik belum lengkap).

Anwar Prabu Mangkunegara. 2016. Manajemen Sumber Daya Manusia Perusahaan.
Bandung: PT. Remaja Rosdakarya.

6350
IJEBIR, Volume 05 Issue 04, 2026

Copyright at authors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

International Journal of Economics, Business and Innovation Research
https://e-journal.citakonsultindo.or.id/index.php/IJEBIR

E-ISSN : 2964-0865

Arung, & Sari. (2022). (Silakan lengkapi judul artikel/buku dan penerbitnya di sini karena
data referensi spesifik belum lengkap).

Bandura, A. (2016). Article of guide for Contructing Self Efficacy Scales. by Information
Age Publishing.

Chukwuma, E.M., & Obiefuna, O. (2014). Effect of Motivation on Employee Productivity:
A Study of Manufacturing Companies in Nnewi. Journal of Managerial Studies and
Research 2 (7).

Edison Emron, Yohny Anwar, Imas Komariyah. 2017. Manajemen Sumber Daya
Manusia. Alfabeta, Bandung

Emron edison, Yohny Anwar dan Imas Komaryah. 2017. Manajemen Sumber Daya
Manusia, Bandung: Alfabeta

Fadli Sandewa, A. (2018). Kinerja dan Pengembangan SDM dalam Organisasi.
Yogyakarta: Andi Publisher

Fahmi, I. (2018). Analisis Kinerja Keuangan: Panduan bagi Akademisi, Manajer, dan
Investor dan Menganalisis Bisnis dari Aspek Keuangan. Alfabeta.

Ghozali, Imam. 2018. Desain Penelitian Kuantitatif dan Kualitatif. UNDIP, Semarang.

George, Jennifer and Gareth R Jones. (2012). Understanding and Managing
Organizational Behavior. Pearson Education, Inc, New Jersey.

Hamdiyah, H., Haryono, A. T., & Fathoni, A. (2016). Peningkatan Kinerja Karyawan
Melalui Kompensasi, Lingkungan Kerja Dan Gaya Kepemimpinan Di Ada
Swalayan Banyumanik Semarang. Journal of Management, 2(2)

Hamali. 2016. Pemahaman manajemen sumberdaya mausia. Yogyakata: Center for
Academic Publishing Servive

Hasibuan, Malayu Sp. 2017. Manajemen SDM. Edisi Revisi, Cetakan Ke Tigabelas.
Jakarta: Bumi Aksara.

Kasmir. 2016. Manajemen Sumber Daya Manusia. PT RajaGrafindo Persada, Jakarta

Laksana, & Fajarwati. (2021). (Silakan lengkapi judul artikel/buku dan penerbitnya di sini
karena data referensi spesifik belum lengkap).

Lawasi ES, Triatmanto B. Pengaruh Komunikasi, Motivasi, Dan Kerjasama Tim Terhadap
Peningkatan Kinerja Karyawan. J Manaj Dan Kewirausahaan. 2017;5.

Lussier, Robert N.; Achua, Cristopher F. (2010) Leadership Theory, application and skill
development 4e. USA:South western cebgage learning McShane, Glinow, Von.
(2010). Oerganizational Behavior: Emenrging Knowledge and practice for the real
world, 5th ed. New York: McGraw-Hill/lrwin

6351
IJEBIR, Volume 05 Issue 04, 2026

Copyright at authors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

International Journal of Economics, Business and Innovation Research
https://e-journal.citakonsultindo.or.id/index.php/IJEBIR

E-ISSN : 2964-0865

Mangkunegara, A. A. A. P. (2018). Manajemen Sumber Daya Manusia Perusahaan.
Bandung: Remaja Rosdakarya.

Marpaung. (2019). (Silakan lengkapi judul artikel/buku dan penerbitnya di sini karena data
referensi spesifik belum lengkap).

Moeheriono, 2018, Pengukuran Kinerja Berbasis Kompetensi Edisi Revisi, Jakarta: PT
Raja Grafindo Persada

Nawawi, Hadari. 2017. Metode Penelitian Bidang Sosial. Yogyakarta: Gajah Mada
University Press.

O'Brien, J. A., & Marakas, G. M. (2017). Management Information Systems (11th ed.).
McGraw-Hill Education. (Catatan: sesuaikan dengan judul buku spesifik O'Brien
yang Anda gunakan jika membahas sistem informasi).

Prabawa, & Paramarta. (2023). (Silakan lengkapi judul artikel/buku dan penerbitnya di
sini karena data referensi spesifik belum lengkap).

Priansa, Donni Juni. 2018, Perencanaan & Pengembangan SDM, Bandung. Alfabet

Poltak Lijan dan Sinambela Sarton. (2019). Manajemen Kinerja: Pengelolaan,
Pengukuran, dan Implikasi Kinerja. Cetakan Kesatu. Depok: PT. Raja Grafindo
Persada.

Prabu Anwar Mangkunegara (2017). Manajemen Sumber Daya Manusia Perusahaan.
Cetakan Keempat belas. Bandung: PT. Remaja Rosdakarya.

Rerung, R. R. (2019). Peningkatan Kinerja Karyawan Melalui Employee Engagement
Dan Organizational Citizenship Behavior. Bandung: CV. Media Sains Indonesia

Rismawati, & Mattalata. (2018). Evaluasi Kinerja: Penilaian Kinerja Atas Dasar Prestasi
Kerja Berorientasi Kedepan. Makassar: Celebes Media Perkasa.

Sedarmayanti. (2020). Manajemen Sumber Daya Manusia: Reformasi Birokrasi dan
Manajemen Pegawai Negeri Sipil (Cet. 5). Bandung: Refika Aditama.

Sinambela, Lijan Poltak. 2017. Kinerja Pegawai; Teori, Pengukuran dan Implikasi.
Yogyakarta: Graha limu.

Sinaga, O. S., Hasibuan, A., Efendi, & Priyojadmiko, E. (2020). Manajemen Kinerja dalam
Organisasi. Medan: Yayasan Kita Menulis.

Sutrisno. 2017. Manajemen Sumber Daya Manusia. Edisi Pertama. Cetakan Pertama.
Jakarta: Penerbit Kencana

Sugiyono. (2018). Metode Penelitian Kuantitatif, Kualitatif dan Rnd. Cetakan Keduapuluh
enam. Bandung: CV. Alfabeta.

Suwanto. (2016). Manajemen SDM dalam Organisasi Publik dan Bisnis. Cetakan ketiga.
Bandung: CV. Alfabeta

6352
IJEBIR, Volume 05 Issue 04, 2026

Copyright at authors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

International Journal of Economics, Business and Innovation Research
https://e-journal.citakonsultindo.or.id/index.php/IJEBIR

E-ISSN : 2964-0865

Torres, L., Pina, V., & Royo, S. (2016). (Silakan lengkapi judul artikel jurnal internasional
atau buku yang digunakan beserta nama jurnal/penerbitnya di sini).
Tjiptono, Fandy. 2015. Strategi Pemasaran Edisi-4. CV Andi Offset: Yogyakarta.
Wibowo. (2017). Manajemen Kinerja (Ed. 5). Jakarta: Rajawali Pers. (Digunakan untuk
sitasi halaman 50 dan halaman 84 yang memuat teori Armstrong & Baron).
Wirawan. 2018. Kepemimpinan: Teori, Psikologi, Perilaku Organisasi, Aplikasi dan
Penelitian. Jakarta: PT. Raja Grafindo Persada.

Wilson. 2017. “Manajemen Sumber Daya Manusia”. Jakarta: Erlangga.

Yusuf. (2016). Peranan Kepemimpinan Terhadap Disiplin Kerja Pegawai Pada Kantor
Bagian Hukum Sekretariat Daerah Kabupaten Kutai Barat. eJournal Psikologi.

Yuniarti, Vina Sri. 2017. Perilaku Konsumen Teori dan Praktik. CV Pustaka Setia:
Bandung.

6353
IJEBIR, Volume 05 Issue 04, 2026

Copyright at authors some right reserved this work is licensed under a Creative
Commons Attribution-ShareAlike 4.0 International License.



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

