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ABSTRACT 

This Research Aims To Determine And Analyze The Influence Of Human 

Resource System Variables, Competency And Work Discipline On Employee 

Performance At PT. Semen Padang. This Type Of Research Uses Quantitative 

Methods, Collecting Data By Distributing Questionnaires To 92 Respondents 

Using The Slovin Formula. Using Instrument Testing (Validity Test And Reliability 

Test), Classic Assumption Test (Normality Test, Multicollinearity Test And 

Heteroscedasticity Test) Then Multiple Linear Regression And Hypothesis Testing 

With The Help Of The SPSS Application. The Results Of This Research Show That 

The Human Resources Information System Has A Positive And Significant 

Influence On Employee Performance, Competency Has A Positive And Significant 

Influence On Employee Performance And Work Discipline Has A Positive And 

Significant Influence On Employee Performance. 
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INTRODUCTION 

Developments in the economic sector are getting tougher day by day and 

competition requires companies to develop all the potential within their companies 

to continue to innovate, especially in the field of human resources. To support 

competition, companies must optimize the field of human resources. The ability of 

human resources (HR) will greatly influence the company's progress. The ups and 

downs in company performance are due to several factors that influence it. In 

general, optimal company performance is influenced by internal and external 

factors. (Dan et al., 2022) 

Performance is a state of work implementation in an agency that is based on 

an employee's emotional feelings. This will be seen from the employee's attitude 

towards the aspects they face in the work environment which involve healthy 

adjustment, including salary, physical and psychological conditions as well as 
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existing legal regulations. Employee performance is the result of a worker's 

achievements in completing the tasks and roles carried out in an organization. 

Human resources are the most valuable and important assets or assets for an 

organization or company, because the success of an organization is largely 

determined by the human element. The success of an organization in retaining the 

employees it already has cannot be achieved in an easy way , this can be realized 

through the organization's ability to understand employee needs so that it can 

provide the best performance for employees. In essence, management mechanisms 

seem to be more oriented towards employee factors as humans. This is because 

humans have different behavior and character from one another. Individuals are the 

driving force behind the running of an organization, achieving organizational goals, 

one of which is very dependent on the good and bad performance of employees. 

(Bagudek Tumanggor & Rosita Manawari Girsang, 2021). 

Rapid economic development, quality human resources will be the strength 

for companies to survive. The convenience caused by technological advances has 

also caused many new competitors to enter the business. Companies that are ready 

to compete must have effective management in improving employee performance. 

The success of a company does not only depend on superior technology, adequate 

facilities and infrastructure, but must also be supported by the human factors that 

carry out and manage these activities. The more competencies are considered, the 

more the performance will increase. Employee competencies consisting of 

knowledge, abilities/skills, attitudes are adapted to the field of work required by the 

organization, so that they can produce high-achieving employee performance. 

Motivational factors in work are also not important  in increasing (Budima l n et a l l., 2019). 

In order to achieve employee competency, it is very important to pay attention 

because it relates to knowledge, skills and work attitudes that are in accordance with 

established standards. For this reason, employees need to improve their quality and 

abilities by participating in various trainings in order to gain knowledge and insight 

so they can carry out their duties and responsibilities in carrying out their goals, 

(Liana, 2020). 

Work discipline is an effort made by a company or organization so that its 

employees comply with all the rules that have been set. It is hoped that with these 

rules employees will be obedient in carrying them out so that it will have an impact 

on employee performance. If the company has a good level of employee work 

discipline, appropriate competencies, the creation of a harmonious organizational 

culture will create high work motivation, because there will be stimulation within 

employees to carry out good work actions. So that the target will be achieved with 

the expected quantity and quality due to optimal employee performance both 

individually and in groups. By improving work discipline, providing motivation, 

creating a conducive culture, training to increase competency, optimal employee 

performance will be created and guided by norms, standard operating procedures, 

criteria and measures that have been set within the company. Work discipline is 

also an important factor that can influence employee performance. Work discipline 

employees can be more responsible for their duties so that their performance will 

be better, employees who have work discipline will have better performance which 

can build employee productivity. Work discipline is one of the important variables 

in the development of human resource management, therefore discipline is very 
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important in organizational systems which aim to minimize errors, deviations or 

negligence that cause waste in carrying out work. (Robbins & Judge, 2016) 

 

 

Influence of Human Resources Information Systems on employee 

performance 

In research, Lasmaya (2016) explains that without an effective human 

resources information system , people, in the context of this research, are 

employees, will find it difficult to understand and implement the content or orders 

of the information that has been submitted to support maximum performance. The 

results of the research show that the human resource information system has a 

positive and significant effect on employee performance. 

Research conducted by Rosadi & Purnomo (2020) explains that information 

systems management with performance, the better the source management 

information system human power will further improve performance. 

The information system is part of the organization's control system and needs 

attention so that it is expected to make a positive contribution to supporting the 

organization's control system. One of the functions of an information system is to 

provide information that is important for decision making. The information 

produced by an information system is a resource for the organization. (Arifin & 

Sinambela, 2021). Based on the description above, hypothesis 3 that can be 

proposed is as follows: 

H1: Human resource information systems have a positive and significant effect 

on employee performance. 

 

The Influence of Competency on Employee Performance 

Competence is a fundamental characteristic possessed by a person that 

directly influences, or can predict, excellent performance. Outstanding performers 

do it more often, in more situations , with better results, than what policy assessors 

do. . The results of this research show that competence has a positive and significant 

effect on work discipline on employee performance. (Bagudek Tumanggor & 

Rosita Manawari Girsang, 2021). 

According to Sulistyani & Pristiani (2023) The indirect influence of 

competency variables through work motivation is an effective pathway compared 

to direct influence. The use of the intervening variable Work Motivation is effective 

in mediating competency on performance. The results of this research show that 

competency has a positive and significant effect on performance. 

According to Lasmaya (2016), a competency consists of characteristics in 

hierarchical relationships between one another and functions within a company. 

The results of this research show a positive influence between competency variables 

on employee performance. Based on the description above , hypothesis 3 that can 

be proposed is as follows: 

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

 

The Influence of Work Discipline on Performance Employee 
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Work discipline essentially means raising awareness for workers to carry out 

the tasks that have been assigned, where its formation does not arise by itself, but 

must be formed through formal and non-formal education, and the motivation that 

exists in each employee must be well developed. Work discipline shows that there 

is a unidirectional relationship between work discipline and employee performance 

so that if you are disciplined work increases, employee performance will also 

increase and conversely, if work discipline decreases then performance will 

decrease employees will also decrease. Work discipline has a significant and 

positive effect on employee performance. (Purnawijaya & Agora, 2019)The results 

of this research show that work discipline partially has a positive and significant 

influence on employee performance, so it can be concluded that work discipline has 

a positive and significant effect on improving employee performance. (Prabowo, 

2020). 

Work discipline shows that there is a unidirectional relationship between 

work discipline and employee performance so that if you are disciplined work 

increases, employee performance will also increase and conversely, if work 

discipline decreases then performance will decrease employees will also decrease. 

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

(Purnawijaya & Agora, 2019). 

The word discipline is easy to say but sometimes difficult to apply. In the 

view of modern management, discipline is seen as a constructive opportunity to 

improve rather than punish someone's behavior. The meaning of work discipline is 

a binding element, an integration element and an element that can stimulate 

employee work. The results of this research show that work discipline has a positive 

and significant effect between work discipline on employee performance. (Bagudek 

Tumanggor & Rosita Manawari Girsang, 2021). Based on the description above, 

hypothesis 3 that can be proposed is as follows: 

H3: Work discipline has a positive and significant effect on employee 

performance. 

 

RESEARCH METHODS 

Types of Research 

This type of research is Quantitative Research, quantitative research is a 

research method where research data is in the form of numbers and analysis uses 

statistics Sugiyono (2015) .  

 

Research Objects 

According to Sugiyono (2015 ), the definition of a research object is a 

scientific objective to obtain a certain amount of data with the aim of providing 

certain uses regarding something objectively valid and reliable. Thus, the research 

object is the location where to obtain a number of data that will be carried out 

research at PT. Semen Padang was used as the object in this research. 

 

Population 

Population is a generalization area consisting of subjects or objects that have 

certain quantities and characteristics determined by researchers to be studied and 

then conclusions drawn Sugiyono (2015). It can be concluded that a population is 

a total of subjects or objects that have different characteristics and can be researched 
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or observed. The population in this study were all employees of PT. Semen Padang 

has a total of 1090 employees, where here we will examine the influence of HR 

information systems, competency and work discipline on employee performance. 

 

Sample 

The sample is part of the number and characteristics of the population. The 

sample belonging to this population is Sugiyono, (2018:118). In study This 

researcher take 92 subject as sample study.  Determining the number of samples is 

determined using the Slovin formula as follows: 

 

n =  N 

           1 + N e 
2 

Information : 

n = Number of Samples 

N = Number of Population 

e = Error tolerance limit  

Based on the calculations above, the following are obtained: 

 

n = 1090 

1+ 1090 (0.1) 2 

 

= 91.5 rounded to 92 

 

Data Types and Sources 

In reality, according to Sugi Oyono ( 2015 ), the type of data collected consists 

of primary data and secondary data. 

 

Primary Data 

This is data obtained directly from the object under study. Primary source 

data is a data source that directly provides data to data collectors (Sugiyono, 2015) . 

Primary data is received directly by data collectors from the data sources they 

research. The primary data source in this research is all employees at PT. Semen 

Padang. 

Secondary Data 

The definition of secondary data according to Sugiyono (2015) is a data 

source that does not directly provide data to data collectors, for example through 

other people or through documents. Secondary data is data obtained indirectly by 

data collection, but rather by obtaining data from other parties or through existing 

documents. In this research, articles and books are secondary data sources. 

Data Collection Techniques 

Questionnaire 

A questionnaire is a data collection technique that is carried out by giving 

respondents several questions and written statements to answer ( Sugiono , 2015) . 

Therefore, giving several statements to members of the respondent sample is also 

called a questionnaire . 
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Table 1  

Definition of Operasional Variabel 

Variable Definition Indicator Source 

Employee 

Performance 

(Y)       

Performance is the 

result of a process 

that is referred to and 

measured over a 

certain period of 

time based on 

previously 

established 

provisions or 

agreements. 

1. Quantity 

2. Quality 

3. Time period 

4. Presence at 

work 

5. Cooperative 

attitude 

. (Yoyo 

Sudaryo, 

2020) 

System (X1) An information 

system is a collection 

of various 

components within 

an organization, both 

in the form of people 

who run it and 

everything in the 

form of data, and 

tools that support the 

implementation and 

achievement of 

organizational goals. 

1. On time 

2. Accurate 

3. Concise 

4. Relevant 

5. Complete 

. (Gusty et 

al., 2020)  

Competence 

(X2) 

Competency has a 

very important role, 

competency 

generally concerns a 

person's basic ability 

to do a job. Without 

competence, it will 

be difficult for 

someone to complete 

the work according 

to the required 

standards. 

1. Implementation of 

Training 

2. Employee 

development 

information 

3. Ability to carry out 

tasks 

4. Responsibility 

(Karnadi & 

Ediyanto, 

2022) 

Work 

Discipline 

(X3) 

Work discipline is a 

tool or means for an 

organization to 

maintain its 

existence. 

Implementing rules 

to make it easier for 

the company to 

achieve the set goals. 

1. Goals and 

abilities 

2. Leadership 

example 

3. remuneration 

4. Justice 

5. Supervision 

attached 

. (Daulay et 

al., 2019) 
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Variable Definition Indicator Source 

The rules will be 

implemented when 

each individual is 

obedient and 

disciplined in 

carrying out 

company rules and 

policies. 

 

 

 

The activities carried out in data analysis are grouping data based on 

variables from all respondents, tabulating data based on variables from all 

respondents, presenting data from each variable studied, carrying out 

calculations to answer the problem formulation and carrying out calculations 

to test the proposed hypothesis. To find out the size of the variable level of 

human resource information systems, competence and work discipline on 

employee performance using a questionnaire. Researchers conducted a 

research instrument test consisting of (1) validity test, (2) reliability test. 

Classic Assumption Test consisting of (1) normality test, (2) heteroscedasticity 

test, (3) multicollinearity test. Hypothesis Testing (1) t-test, (2) multiple linear 

regression test.  

Multiple Linear Regression Equation :  

Y = α + β1.X1 + β2.X2 + β3.X3 + e 

Where: 

Y  = Performance 

α  = Constant 

β1  = regression coefficient of the HR information system variable 

β2  = regression coefficient of the competency variable 

β3  = regression coefficient of the work discipline variable 

X1  = HR Information System 

X2  = Competence 

X3  = Work Discipline 

 

RESULTS AND DISCUSSION 

Data analysis technique 

Test Research Instruments 
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Validitas test 

Table 2 

Validity Test Results for Information System (HR) Variables 

(X1) 

Question 
Corrected Item- 

Total Correlation 

Rule Of 

Thumb 
Conclusion 

X1.1 0.619 0,300 Valid 

X1.2 0.722 0,300 Valid 

X1.3 0.673 0 ,300 Valid 

X1.4 0.728 0,300 Valid 

X1.5 0.683 0,300 Valid 

Source: SPSS data (data processed in 2024) 

 

the table above, it is known that all statements regarding 

variable 

Table 3 

Validity Test for Competency Variables (X 2 ) 

Statement 
Corrected Item- 

total Correlation 

Rule Of 

Thumb 
Conclusion 

X2.1 0.720 0.3 00 Valid 

X2.2 0.739 0.3 00 Valid 

X2.3 0.694 0.3 00 Valid 

X2.4 0.738 0.3 00 Valid 

Source: SPSS data (data processed in 2024) 

 

the table above, it is known that all statements regarding 

variable 

            Table 4 

Validity Test Results for Work Discipline Variables 

Question 
Corrected Item- 

Total Correlation 

Rule Of 

Thumb 
Conclusion 

X3.1 0.720 0,300 Valid 

X3.2 0.736 0,300 Valid 

X3.3 0.635 0,300 Valid 

X3.4 0.719 0,300 Valid 

X3.5 0.630 0,300 Valid 

Source: SPSS data (data processed in 2024) 

 

From the table above it is known that all statements 

regarding variable X3 ( Work Discipline ) can be declared valid 

where the Corrected Item-Total Correlation is greater than the Role 

of Thumb value of 0.300, so further research can be continued. 

 

 

 

 



                     1st KBP Conference Business 
     (June  2024): 563 – 578  
 
 

571 
 

Table 5  

Validity Test Results for Employee Performance Variables 

Question 
Corrected Item- 

Total Correlation 

Rule Of 

Thumb 
Conclusion 

Y.1 0.619 0,300 Valid 

Y.2 0.740 0,300 Valid 

Y.3 0.723 0,300 Valid 

Y.4 0.812 0,300 Valid 

Y.5 0.738 0,300 Valid 

Source: SPSS data (data processed in 2024) 

 

From the table above, it is known that all statements 

regarding variable Y ( Employee Performance ) can be declared 

valid where the Corrected Item-Total Correlation is greater than 

the Role of Thumb value of 0.300, so further research can be 

continued. 

 

Table 6 

Reliability Test Results 

No Variable 
Cronbach's 

Alpha 

Measurement 

Standards 
Conclusion 

1. 

HR 

Information 

System(X1) 

0.736 0.600 Reliable 

2. 
Competency 

(X2) 
0.747 0.600 Reliable 

3. 
Discipline 

(X3) 
0.893 0.600 Reliable 

4. 
Employee 

performance 
0.792 0.600 Reliable 

Source: SPSS data (data processed in 2024) 

 

From the results of the reliability test, Cronbach's Alpha values 

were produced for the research variables HR Information Systems, 

Competence, Work Discipline and Employee Performance more than 

0.600 which gives the result that the variable studied can be said to be 

reliable or reliable. 

Classic assumption test 

Table 7 

Normality test 

Asymp. Sig. (2-tailed) Alpha Conclusion 

0.863 0.05 Normally Distributed 

Source: SPSS data (data processed in 2024) 
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Based on the table above, it can be seen from the data processing 

results that the value of Asymp.Sig. (2-tailed) namely 0.863 > 0.05 so 

it can be concluded that the data processed is normally distributed. 

 

Table 8 

Multicollinearity Test Results 

No. Variable VIF Tolerance Conclusion 

1 
HR Information 

System 
1,243 0.783 

Multicollinearity 

does not occur 

2 Competence 1,273 0.817 
Multicollinearity 

does not occur 

3 Work Discipline 1,230 0.639 
Multicollinearity 

does not occur 

Source: SPSS data (data processed in 2024) 

 

Based on table 8 above, it can be seen that all variables have a 

tolerance value greater than 0.10 and a VIF smaller than 10, so it can 

be concluded that the regression model in this study does not have 

multicollinearity. 

 

Table 9 

Heteroscedasticity Test Results 

No. Variable Sign Alpha Conclusion 

1 
Information 

Systems 
0.629 0.05 

Heteroscedasticity 

does not occur 

2 Competence 0.783 0.05 
Heteroscedasticity 

does not occur 

2 Work Discipline 0.738 0.05 
Heteroscedasticity 

does not occur 

Source: SPSS data (data processed in 2024) 

 

Based on the data above, all variables have values Sign > 0.05, which 

means that heteroscedasticity does not occur. 

Multiple Regression Analysis 

Table 10 

Multiple Regression Analysis Test Results 

Information Coefficient 

Constand 0.763 

HR Information System 0.053 

Competence 0.078 

Work Discipline 0.648 

Source: SPSS data (data processed in 2024) 
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Y = α + β1 X1 + β2 X2 + β3 X3 + e 

Y = 0.763 + 0.053 (X1) + 0.078 ( X2) + 0.648 

 

It can be seen that the Constant value is 0.763 with positive parameters which 

can be concluded that the Employee Performance value is 0.763 assuming the other 

variables are zero. The HR Information System regression coefficient value is 0.053 

with positive parameters, which can be concluded that every one-unit increase in 

the HR Information System will result in an increase in the employee performance 

coefficient value of 0.053. The competency regression coefficient value is 0.078 

with positive parameters, which can be concluded that every one-unit increase in 

competency will result in an increase in the employee performance coefficient value 

of 0.078. The Work Discipline regression coefficient value is 0.648, meaning that 

if performance satisfaction increases by one unit, employee performance will 

increase by 0.648. 

 

Hypothesis testing 

Table 11 

t Test Results 

No Variable t-count t-table Α Sign Conclusion 

1 

Information 

Systems (HR) 

(X1) 

2,563 1,662 0.05 0,000 
H1 is 

accepted 

2 Competency (X2) 2,230 1,662 0.05 0.028 
H2 is 

accepted 

3 
Work Discipline 

(X3) 
2,079 1,662 0.05 0,000 

H3 is 

accepted 

Source: SPSS data (data processed in 2024) 

 

Based on the tests that have been carried out, it can be presented for the third 

hypothesis that the estimation results for the Work Discipline variable (X2) have a 

t-count value of 2.079 > 1.66 2 t-table and a significant value of 0.0 00 < 0.05, 

which means H0 is rejected, and H1 is accepted so it can be concluded that Work 

Discipline (X2) has a positive effect on Employee Performance (Y). 

 

DISCUSSION 

The Influence of Information Systems (HR) on PT Employee Performance. 

Semen Padang 

 

Based on the tests that have been carried out, it can be presented for the first 

hypothesis that the estimation results for the Information System variable (X1) have 

a t-count value of 2.563 > 1.662 t-table and a significant value of 0.000 < 0.05, 

which means that H0 is rejected, and H1 is accepted. so it can be concluded that the 

Information System (X1) has a positive effect on Employee Performance (Y). 

This shows that an information system that inspires its followers to put aside 

personal interests for the good of the information system. If the information system 

is able to implement a good information system, employee performance will be 

better. 
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Research conducted by Rosadi & Purnomo (2020) explains that information 

system management is based on performance, the better the source of human 

resource management information systems, the more performance will be improved. 

They say that information systems have a positive and significant effect on 

employee performance. 

This research is in accordance with research by Veithzal (2011) where 

information systems have a positive and significant effect on employee 

performance . This research is also supported by Krisma l ji (2015) Hendrico, 2014) 

who also said that information systems have a positive and significant effect on 

employee performance . 

The Influence of Competency on Employee Performance of Pt. Semen Padang 

 

Based on the tests that have been carried out, it can be presented for the 

second hypothesis that the estimation results for the Competency variable (X2) have 

a t-count value of 2.230 > 1.662 t-table and a significant value of 0.028 < 0.05, 

which means that H0 is rejected, and H1 is accepted so that it can be concluded that 

Competency (X1) has a positive effect on Employee Performance (Y). 

Competency is what a person brings to their work in the form of different 

types and levels of behavior. Work discipline shows that there is a unidirectional 

relationship between work discipline and employee performance so that if you are 

disciplined work increases, employee performance will also increase and 

conversely, if work discipline decreases then performance will decrease employees 

will also decrease. Work discipline has a significant and positive effect on employee 

performance. (Purnawijaya & Agora, 2019) The work ability of each individual 

which includes every aspect of knowledge, skills and work attitudes in accordance 

with established standards. This research is in accordance with research (Wibowo, 

2018) where competence has a positive and significant effect on employee 

performance. This is also in line with research (Ainanur & Tirtayasa, 2018) who 

also said that competence has a positive and significant effect on employee 

performance . 

The Influence of Work Discipline on Employee Performance of Pt. Semen 

Padang 

 

Based on the tests that have been carried out, it can be presented for the third 

hypothesis that the estimation results for the Work Discipline variable (X2) have a 

t-count value of 2.079> 1.662 t-table and a significant value of 0.000 < 0.05, which 

means that H0 is rejected, and H1 is accepted. so it can be concluded that Work 

Discipline (X1) has a positive effect on Employee Performance (Y). 

Work discipline is very necessary for employees in terms of attendance, level 

of alertness, adherence to work standards, adherence to work regulations and work 

ethics. This needs to be done for employees to maintain the regulations set by the 

company in order to maintain the politeness of fellow employees. This is in line 

with research conducted by (Daulay et al., 2019) which states that work discipline 

has a positive and significant effect on employee performance. This is also in line 

with research conducted by (SM Lasmaya, 2018) which states that work discipline 

has a positive and significant influence on employee performance. 
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CLOSING 

Conclusion 

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

human resources information system, competency and work discipline on employee 

performance at PT Semen Padang, it can be concluded that: the human resources 

information system (X1) has a positive effect on employee performance at PT. 

Semen Padang, competency (X2) has a positive effect on employee performance at 

PT. Semen Padang and work discipline (X3) has a positive effect on employee 

performance at PT. Semen Padang 

 

Suggestion 

From the descriptive results regarding the work discipline variable, it shows 

that question item 2 has the lowest Tcr value, namely 70.12. So it is recommended 

to PT. Semen Padang to build effective communication between management and 

employees to understand the causes of lack of work discipline and implement a 

more appropriate monitoring system. Monitoring employee attendance and 

performance. From the descriptive results regarding employee performance, it 

shows that the question item has the lowest TJR value, namely 69.18, so it is 

recommended to hold training or workshops on communication and teamwork 

skills which include how to listen well. 
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