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 This study examined the effects of competence and work discipline on 
employee performance, with work motivation as an intervening variable 
among village government employees in Maron District, Probolinggo 
Regency. The study used a quantitative approach and analyzed primary 
questionnaire data from 126 respondents using Structural Equation 
Modeling-Partial Least Squares (SEM-PLS) with SmartPLS 4. The 
measurement model showed that the indicators met convergent and 
discriminant validity requirements, while all constructs achieved 
composite reliability above 0.70. The structural model indicated that 
competence significantly affected work motivation (path coefficient 
0.993; p=0.001), as did work discipline (0.850; p=0.001). Work 
motivation significantly affected employee performance (0.951; 
p=0.001), while competence (0.732; p=0.002) and work discipline 
(0.889; p=0.001) also had significant direct effects. Indirect effects 
through work motivation were 0.944 for competence (p=0.001) and 
0.808 for work discipline (p=0.018). 
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1. INTRODUCTION 

Employee performance is an important determinant of organizational effectiveness, particularly in 
public organizations whose activities are directly related to public service. In village government, 
employee performance is reflected in the ability to carry out administrative responsibilities, comply 
with work standards, and support the achievement of village development and service objectives. 
The thesis underlying this article identified competence, work discipline, and work motivation as 
relevant factors in explaining employee performance in village government in Maron District. 

Competence represents the knowledge, skills, and attitudes required to perform work 
effectively. Prior studies have reported significant relationships between competence, work 
motivation, and employee performance (Heriyanto et al., 2018; Lianasari & Ahmadi, 2022; Fauzi & 
Nugroho, 2024; Hamdan et al., 2023; Sinurat et al., 2024). Work discipline reflects employees' 
compliance with organizational rules, working procedures, and responsibilities, and has also been 
associated with employee performance (Lestari et al., 2024; Rachmaniah, 2022). Work motivation 
provides the psychological drive that directs effort, intensity, and persistence toward organizational 
goals (Robbins & Judge, 2019). 

Previous research has examined these relationships in tax offices, private organizations, and 
other public institutions. The present study extends the relationship model to village government 
employees in Maron District, Probolinggo Regency, by testing the direct effects of competence and 
work discipline on performance as well as their indirect effects through work motivation. This context 
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is relevant because village government employees operate close to community needs and require 
both administrative competence and consistent work discipline. Based on the theoretical arguments 
and previous findings, the study formulated the following hypotheses: 

H1: Competence positively affects work motivation. 
H2: Work discipline positively affects work motivation. 
H3: Competence positively affects employee performance. 
H4: Work discipline positively affects employee performance. 
H5: Work motivation positively affects employee performance. 
H6: Competence positively affects employee performance through work motivation. 
H7: Work discipline positively affects employee performance through work motivation. 

2. RESEARCH METHOD 
The study used a quantitative design with primary data collected through questionnaires. The 
population consisted of 234 village government employees in Maron District, Probolinggo Regency, 
while 126 respondents were included in the analysis. The questionnaire used a five-point Likert scale 
ranging from 1 (strongly disagree) to 5 (strongly agree). The constructs were measured through 
indicators of competence, work discipline, work motivation, and employee performance. The 
performance construct included work achievement, loyalty, responsibility, obedience, and 
cooperation; work motivation included salary, work environment, and workplace safety, while the 
other constructs followed the indicators specified in the underlying research instrument. 

Data were analyzed using Structural Equation Modeling-Partial Least Squares (SEM-PLS) 
with SmartPLS 4. The analysis comprised assessment of the measurement model through 
convergent validity, discriminant validity, and composite reliability, followed by assessment of the 
structural model using R² and bootstrap-based hypothesis testing. A p-value below 0.05 was used 
as the criterion for statistical significance. The sample size, questionnaire procedure, and analytical 
sequence followed the research design documented in the source thesis. 

3. RESULTS AND DISCUSSIONS 

Measurement Model 

The measurement model indicated that all indicators met the convergent validity requirement. The 
loading values ranged from 0.644 to 0.925. Discriminant validity was also reported as satisfied 
because each indicator's loading was higher than its cross-loading. Composite reliability values for 
the four constructs were above 0.70. 

Table 1. Measurement Model Summary 
Construct Indicators Loading range Composite reliability 

Competence 6 0.736–0.824 0.874 
Work discipline 3 0.790–0.924 0.837 
Work motivation 5 0.644–0.925 0.939 

Employee performance 8 0.727–0.891 0.899 

Source: Data processed from the study. 

Structural Model 
The coefficient of determination showed that competence and work discipline explained 90% of the 
variance in work motivation. Competence, work discipline, and work motivation explained 91% of the 
variance in employee performance. These values indicate that the proposed model accounted for a 
substantial proportion of the observed variance in the two endogenous constructs. 

Table 2. Coefficient of Determination (R²) 
Endogenous construct R² Adjusted R² 

Work motivation 0.920 0.903 
Employee performance 0.904 0.919 

Hypothesis Testing 
Bootstrap testing showed that all proposed direct relationships were statistically significant (p < 0.05). 
The path coefficients and p-values are summarized in Table 3. 
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Table 3. Direct and Indirect Hypothesis Testing 
Relationship Path coefficient p-value Result 

Competence → Work 
motivation 

0.993 0.001 Significant 

Work discipline → Work 
motivation 

0.850 0.001 Significant 

Work motivation → 
Employee performance 

0.951 0.001 Significant 

Competence → 
Employee performance 

0.732 0.002 Significant 

Work discipline → 
Employee performance 

0.889 0.001 Significant 

Competence → Work 
motivation → Employee 

performance 
0.944 0.001 Significant 

Work discipline → Work 
motivation → Employee 

performance 
0.808 0.018 Significant 

 
Discussion 
Competence and work motivation. Competence had a positive and significant effect on work 
motivation (β = 0.993; p = 0.001). This finding is consistent with previous evidence that employees' 
knowledge and skills can strengthen their confidence and willingness to perform assigned 
responsibilities (Heriyanto et al., 2018; Hamdan et al., 2023). In the village government context, 
adequate competence can help employees understand administrative tasks, reduce uncertainty in 
performing responsibilities, and support greater work motivation. 

Work discipline and work motivation. Work discipline also had a positive and significant effect 
on work motivation (β = 0.850; p = 0.001). A consistent work structure, adherence to working hours, 
and compliance with organizational rules can create an orderly working environment. The finding is 
in line with the role of discipline reported in previous research on employee performance and 
motivation (Heriyanto et al., 2018; Rachmaniah, 2022). 

Work motivation and employee performance. Work motivation had a positive and significant 
effect on employee performance (β = 0.951; p = 0.001). Motivation may direct employees' effort and 
persistence toward organizational objectives, supporting the theoretical view of motivation as a driver 
of work behavior (Robbins & Judge, 2019). The result is also consistent with empirical studies that 
place motivation as an important mechanism in explaining performance (Lianasari & Ahmadi, 2022; 
Hamdan et al., 2023). 

Competence and employee performance. Competence had a positive and significant direct 
effect on performance (β = 0.732; p = 0.002). Employees with relevant knowledge and skills are 
better positioned to complete tasks according to organizational requirements. This finding is 
consistent with studies reporting a positive competence-performance relationship in public and 
organizational settings (Fauzi & Nugroho, 2024; Sinurat et al., 2024; Widayanto & Nugroho, 2022). 
Work discipline and employee performance. Work discipline had a positive and significant direct 
effect on performance (β = 0.889; p = 0.001). Compliance with procedures, punctuality, and 
responsibility can support consistent task completion. The result corresponds with evidence that work 
discipline is associated with employee performance (Lestari et al., 2024; Rachmaniah, 2022). 

Indirect effects through work motivation. Competence had a significant indirect effect on 
performance through work motivation (β = 0.944; p = 0.001), while work discipline also had a 
significant indirect effect through work motivation (β = 0.808; p = 0.018). These results show that 
motivation functioned as an intervening mechanism in both relationships. The findings are particularly 
relevant to village government because improving employee capability and discipline may be 
accompanied by efforts to strengthen the motivational conditions under which those capabilities and 
behaviors are translated into performance. 
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Figure 1. SEM-PLS Structural and Measurement Model 

Source: Data processed from the study. 

4. CONCLUSION 

The study found significant positive relationships among competence, work discipline, work 
motivation, and employee performance in village government in Maron District. Competence and 
work discipline significantly affected work motivation, while competence, work discipline, and work 
motivation significantly affected employee performance. In addition, both competence and work 
discipline had significant indirect effects on employee performance through work motivation. The 
findings suggest that performance improvement in village government can be addressed through an 
integrated approach that combines competence development, consistent work discipline, and 
supportive motivational conditions. For village governments, the findings support continued 
competence development through education, training, technical guidance, and relevant certification, 
together with clear work targets and consistent implementation of work rules. Future research may 
incorporate additional variables, broader and more diverse samples, or qualitative and mixed-method 
approaches to deepen understanding of employee performance in village government settings. 
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