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Idena Nusa Cipta, a service firm in Jakarta. Using a quantitative
cross-sectional design and a saturated sample of 49 employees, the
study analyzes questionnaire data with simple and multiple linear
regression after classical assumption testing. The revised reporting
shows that training and work discipline are each positively and
significantly associated with employee performance, while the joint
model explains a substantial share of the observed variance. The
manuscript therefore positions training and discipline as
complementary HR mechanisms rather than as isolated managerial
tools. Because the study is single-site and cross-sectional, the
findings should be interpreted as context-bound associations rather
than broad causal claims. Future studies should test the model in
multiple firms and include additional predictors such as motivation,
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1. INTRODUCTION

The COVID-19 pandemic altered training delivery,
supervision routines, and everyday work discipline
across many organizations. In service settings, these
changes were especially consequential because
employee performance depends heavily on day-to-
day consistency, responsiveness, and coordination
(Narayanamurthy & Tortorella, 2021; Mikotajczyk,
2022).

Employee performance remains one of the most
consequential organizational outcomes because
strategic goals are realized through employees' daily
behaviors, task completion, adaptability, and
cooperative work. For that reason, organizations
commonly rely on both capability-building

mechanisms and behavioral-control mechanisms to
sustain performance (Koopmans et al., 2011).

Recent international research supports the continuing
relevance of employee development for job outcomes.
Evidence from frontline hotel employees shows that
training and development are significantly associated
with work performance, while broader reviews also
link employee development to engagement and job
performance dynamics. Related service-sector
evidence further indicates that employee performance
is shaped by integrated organizational practices rather
than single isolated factors (Hosen et al., 2024; Kwon
et al., 2024; Al-Romeedy et al., 2025; Biswakarma &
Subedi, 2025).

The practical problem addressed in this study arises
from PT Idena Nusa Cipta, a service firm in Central
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Jakarta. Company records for October 2021 to March
2022 show recurring attendance, punctuality, and
task-completion problems, suggesting that both
training reinforcement and work discipline warrant
closer examination.

Prior studies have generally reported positive links
between training and employee performance, and
between work discipline and employee performance.
However, much of the evidence remains fragmented:
some studies test only one predictor, and many are
situated outside smaller private service firms. The
present study therefore examines both predictors
simultaneously in one organizational setting while
keeping the interpretation appropriately context-
bound (Julianry et al., 2017; Safitri, 2019; Arisanti et
al., 2019; Setyawati et al., 2018).

This study investigates whether training and work
discipline are positively and significantly associated
with employee performance at PT Idena Nusa Cipta.
Specifically, the study evaluates the independent
relationship of each predictor with employee
performance and their simultaneous relationship in a
single regression framework.

The conceptual framework is presented in Section 2.5.

2. THEORETICAL FRAMEWORK AND
HYPOTHESES DEVELOPMENT

2.1 Theoretical Foundations

This study draws primarily on human capital theory
and a compliance-based behavioral perspective.
Human capital theory treats employee knowledge and
skills as productive assets, making training a direct
investment in work capability. The compliance
perspective complements this by explaining why
performance also depends on adherence to time rules,
procedures, and behavioral expectations (Aguinis &
Kraiger, 2009; Isvandiari & Idris, 2018; Simarmata et
al., 2021).

2.2 Training and Employee Performance

Training is understood here as a structured short-cycle
process through which employees acquire job-
relevant knowledge and skills. The performance
pathway is straightforward: better training should
improve competence, task understanding, and
confidence in job execution. Recent evidence in
hospitality and service-related work also suggests that
employee development practices are linked to work
performance directly and through engagement-related
mechanisms (Khurotin & Afrianty, 2018; Hosen et al.,
2024; Kwon et al., 2024).

HI: Training is positively and significantly associated
with employee performance.

2.3 Work Discipline and Employee Performance

Work discipline refers to employees' willingness to
comply with organizational time rules, work
procedures, behavioral expectations, and other
company regulations. Discipline is important because
competence alone does not guarantee performance;

employees must also consistently convert capability
into timely and responsible work behavior (Arisanti et
al., 2019; Simarmata et al., 2021).

H2: Work discipline is positively and significantly
associated with employee performance.

2.4 Simultaneous Effect of Training and Work
Discipline

Training and work discipline are expected to operate
as  complementary rather than  competing
mechanisms. Training broadens the employee's
competence set, whereas discipline helps ensure that
competence is used consistently in everyday work
routines. The theoretical expectation is therefore that
the two predictors jointly explain employee
performance better than either one alone (Aguinis &
Kraiger, 2009; Salas et al., 2012).

H3: Training and work discipline are simultaneously
and significantly associated with employee
performance.

2.5 Conceptual Framework

Figure 1 summarizes the analytical model used in this
study. Training (X1) and Work Discipline (X2) are
specified as independent variables associated with
Employee Performance (Y).

Training -
X1)
Employee
Performance
Work Discipline
(X2)

H3 (simultaneous model)

Figure 1. Conceptual framework

3. METHODOLOGY

3.1 Research Design

This study uses a quantitative cross-sectional design
to examine the associations of training and work
discipline with employee performance. The design is
appropriate for testing relationships among variables
using survey data, but it does not establish strong
causal direction (Setia, 2016).

3.2 Research Setting, Population, and Sample

The research was conducted at PT Idena Nusa Cipta,
a service-sector firm headquartered at Astra Tower,
15th Floor, Jalan Jenderal Sudirman, Central Jakarta.
Data collection took place from March to August
2022. The target population comprised all 49
employees, so a saturated-sampling approach was
used. The boundary of inference is therefore limited
to this firm-level setting.

3.3 Data Collection
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Primary data were collected through a structured self-
administered questionnaire using a five-point Likert
scale (1 = strongly disagree; 5 = strongly agree).
Secondary data, including training records and
absenteeism  documentation, were used to
contextualize the survey findings.

3.4 Measurement Instruments

The operationalization of all three constructs is
summarized in Table 1. Training indicators were
adapted from Wahyuningsih (2019), work-discipline
indicators from Arisanti et al. (2019), and employee-
performance indicators from Setyawati et al. (2018).
Table 1. Operationalization of Research Variables

Variable Conceptual Indicators Items Source
Definition
Training A short-cycle, 1. Training 6items  Wahyuningsih
structured objectives (Likert (2019)
process through 2. Training 1-5)
which employees materials
acquire technical 3. Training
knowledge and methods
skills toward 4. Participant
specific qualifications
operational 5. Trainer
objectives qualifications
(Khurotin &
Afrianty, 2018)
Work Employees' 1. Adherence 5 items Arisanti et al.
Discipline voluntary to time rules (Likert (2019)
initiative to 2. Adherence 1-5)
comply with all to company
organizational regulations
rules and 3. Adherence
behavioral to behavioral
standards, rules
accepting 4. Adherence
prescribed to other
sanctions for regulations
violations
(Arisanti et al.,
2019; Simarmata
et al., 2021)
Employee Work output 1. Quantity of 7 items Setyawati et
Performance evaluated in work (Likert al. (2018)
quality and 2. Quality of 1-5)
quantity work
produced by an 3.
employee in Independence
executing 4. Initiative
assigned 5.
responsibilities Adaptability
within a 6.
designated Cooperation
period
(Setyawati et al.,
2018)

Source: adapted from various journals.

3.5 Analytical Model and Reporting Approach

The study estimated two simple linear regression
models and one multiple linear regression model. To
maintain internal consistency between the text and the
archived statistical outputs, the revised manuscript
emphasizes standardized coefficients, test statistics,
significance levels, and model-fit indices rather than
reproducing unverified printed prediction equations.
The generic models are: (1) Y=a+blX1+e;(2) Y
=a+b2X2+e;and 3) Y=a+blX1+b2X2 +e.
Where Y = employee performance, X1 = training,
X2 = work discipline, a = constant, b = regression
coefficient, and e = error term.

3.6 Validity and Reliability Testing

Instrument validity was examined through corrected
item-total correlation using the critical r-table value of
0.282 (df = 47; alpha = 0.05). All retained items

exceeded that threshold. Reliability was evaluated
using Cronbach's alpha. The resulting values - 0.548
for Training, 0.543 for Work Discipline, and 0.492 for
Employee Performance - indicate weak-to-moderate
internal consistency, so the instrument is adequate for
exploratory firm-level analysis but should not be
overclaimed as highly reliable (Tavakol & Dennick,
2011).

3.7 Classical Assumption Testing

Normality was assessed using the one-sample
Kolmogorov-Smirnov test, multicollinearity using
tolerance and VIF, and heteroscedasticity using the
Glejser test. The revised manuscript retains these
diagnostics because the archived outputs indicate that
the main regression assumptions were sufficiently met
for linear-model reporting (Ghasemi & Zahediasl,
2012; O’Brien, 2007; Glejser, 1969).

4. RESULTS

4.1 Respondent Profile

The sample consisted of 49 employees. Female
employees represented 53.1% (n = 26) and male
employees 46.9% (n = 23). The largest age group was
36-46 years (30.6%; n = 15). Diploma holders formed
the largest education group (32.7%; n = 16), followed
by master's degree holders (26.5%; n = 13).

Table 2. Respondent Profile

Category Group Frequency Percentage
() (%)
Gender Male 23 46.9
Female 26 53.1
Age <24 years 11 22.4
25-35 years 11 224
3646 years 15 30.6
> 46 years 12 24.5
Education  Senior High 11 224
School (SMA)
Diploma 16 32.7
Bachelor's (S1) 9 18.4
Master's (S2) 13 26.5
Total — 49 100.0

Source: primary data processed (2022).

4.2 Descriptive Statistics

Table 3 reports the descriptive statistics for the three
constructs. All skewness and kurtosis values fall
within commonly accepted screening ranges,
suggesting no severe distributional abnormality at the
descriptive level.

Table 3. Descriptive Statistics

Statistic Training Work Employee
Discipline Performance
N 49 49 49
Mean 20.592 21.674 21.265
Median 21.000 22.000 21.000
Mode 24.00 22.00 22.00
Std. 3.570 3.502 3.232
Deviation
Skewness -0.412 —-0.198 —0.199
Std. Error 0.340 0.340 0.340
Skewness
Kurtosis —0.663 0.257 0412
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Std. Error
Kurtosis
Source: IBM SPSS v.25 outputs (2022).

0.668 0.668 0.668

4.3 Instrument Validity and Reliability

All retained items exceeded the validity threshold (r-
count > 0.282). Nevertheless, the alpha coefficients
are only modest, which means that the measurement
model should be read as acceptable for exploratory
firm-level analysis rather than as a strong instrument
benchmark.

4.4 Classical Assumption Diagnostics

The assumption diagnostics reported in Table 4
indicate normal residual distributions at the variable-
screening stage, no serious multicollinearity, and no
detected heteroscedasticity problem in the archived
model outputs.

Table 4. Classical Assumption Diagnostics
Summary
Test Variab  Statis Val Thres Result
le tic ue hold
Normality Trainin  Asym 0.0 >0.05 Normal
(K-S) g p-Sig. 91
Work Asym 0.2 >0.05 Normal
Discipli  p.Sig. 00
ne
Perfor Asym 0.2 >0.05 Normal
mance p.Sig. 00
Multicollin ~ Trainin  Toler 09 > 0.10 Noissue
earity g ance / 79/ / <
VIF 1.0 5.00
21
Work Toler 09 > 0.10 No issue
Discipli ance / 79/ / <
ne VIF 1.0 5.00
21
Heterosced  Trainin  Sig. 02 >0.05 Homosce
asticity g (Glejs 63 dastic
er)
Work Sig. 03 >0.05 Homosce
Discipli ~ (Glejs 09 dastic
ne er)

Source: IBM SPSS v.25 outputs (2022).

4.5 Hypothesis Testing

4.5.1 Effect of Training on Employee Performance
Training shows a positive and statistically significant
association with employee performance. The
standardized coefficient is 0.656 with t = 5.953 and p
= 0.000. Model fit is moderate (R? = 0.430; Adjusted
R? = 0.418), indicating that training alone explains

and p = 0.000. The model explains 36.5% of the
observed variance in employee performance (R? =
0.365; Adjusted R? = 0.352) (Arisanti et al., 2019;
Setyawati et al., 2018).

Table 6. Work discipline and employee
performance

Variable B t ] Decision
Discipline 0.604 5.200 0.000  Supported
R 0.365

Adj. R? 0.352

SEE 4.075

Source: IBM SPSS v.25 outputs (2022).

4.5.3 Simultaneous Effect of Training and Work
Discipline

When training and work discipline are entered
simultaneously, both remain statistically significant.
The standardized beta for training is 0.581 (t = 7.061,
p = 0.000), while work discipline records a
standardized beta of 0.521 (t = 6.331, p = 0.000).
Overall model fit is strong relative to the single-
predictor models (F = 52.494, p = 0.000; R? = 0.695;
Adjusted R? = 0.682).

Table 7. Joint model of training and work
discipline on employee performance

Variable B t P Decision
Training 0.581 7.061 0.000  Supported.
Discipline 0.521 6.331 0.000  Supported.
R? 0.695

Adj. R? 0.682

SEE 2.853

F-test 52.494

F-Prob 0.000

Source: IBM SPSS v.25 outputs (2022).

Table 8. Hypothesis Testing Summary

Hyp. Stat. P Fit Decision
H1 B=.656; 0.000 R?=.430 Supported
t=5.953
H2 B=.604; 0.000 R*=365 Supported
t=5.200
H3 F=52.494 0.000 Adj.R*=.682  Supported

43.0% of the observed variance in employee
performance.
Table 5. Training and employee performance
Variable B t P Decision
Training 0.656 5.953 0.000 Supported
R? 0.430
Adj. R? 0.418
SEE 3.862

Source: IBM SPSS v.25 outputs (2022).

4.5.2 Effect of Work Discipline on Employee
Performance

Work discipline also shows a positive and statistically
significant association with employee performance.
The standardized coefficient is 0.604 with t = 5.200

Source: IBM SPSS v.25 outputs (2022).

5. DISCUSSION

5.1 The Effect of Training on Employee
Performance

The revised results indicate that training is positively
and significantly associated with employee
performance in the observed firm. This pattern is
consistent with the argument that employee
development strengthens competence and supports
better execution of work tasks. It also aligns with
more recent discussions of employee development
and engagement as mutually reinforcing HR
mechanisms (Khurotin & Afrianty, 2018; Hosen et al.,
2024; Kwon et al., 2024).

Because the design is cross-sectional and limited to
one firm, the study does not establish that training
causes performance improvements in a strict temporal
sense. Instead, it provides evidence that firms with
stronger observed training conditions also report
stronger employee performance outcomes (Setia,
2016).
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5.2 The Effect of Work Discipline on Employee
Performance

Work discipline also shows a positive and statistically
significant association with employee performance.
Substantively, this means that employees' compliance
with rules, punctuality norms, and work procedures is
linked to more consistent performance outcomes. This
interpretation remains close to the original HRM logic
while avoiding overstatement (Arisanti et al., 2019;
Simarmata et al., 2021).

5.3 The Simultaneous Effect of Training and Work
Discipline

The joint model is the most informative result in this
study. Training and work discipline remain
statistically significant when entered together, and the
combined explanatory power is materially higher than
in either single-predictor model. This supports the
view that capability development and behavioral
consistency operate as complementary organizational
mechanisms (Aguinis & Kraiger, 2009; Salas et al.,
2012).

For PT Idena Nusa Cipta, the implication is that
performance problems should not be addressed by
training alone or discipline alone. A more integrated
HR response is likely to be more effective in this
specific organizational context.

5.4 Practical Implications

Managerially, the findings suggest that PT Idena Nusa
Cipta should avoid treating training and discipline as
separate silos. Training programs should be aligned
with actual job requirements, while disciplinary
procedures should be applied consistently and
transparently. Combined implementation is likely to
support stronger employee performance than one-
sided intervention (Wahyuningsih, 2019; Arisanti et
al., 2019; Simarmata et al., 2021).

6. CONCLUSION

6.1 Conclusion

This study examined whether training and work
discipline are associated with employee performance
at PT Idena Nusa Cipta. Using a census of 49
employees and linear regression analysis, the revised
manuscript finds support for all three hypotheses in
associative terms: training is positively related to
employee performance, work discipline is positively
related to employee performance, and both predictors
are jointly related to employee performance in the
archived model outputs.

6.2 Implications

6.2.1 Theoretical and Methodological Implications
Theoretically, the study supports the usefulness of
combining human capital theory with a compliance-
based behavioral lens when examining employee
performance. Methodologically, it also illustrates the
value of cautious reporting: with a small single-firm

census and modest reliability coefficients, the
contribution is best positioned as contextual and
exploratory rather than broadly generalizable
(Aguinis & Kraiger, 2009; Tavakol & Dennick,
2011).

6.2.2 Practical Implications

For managers, the revised manuscript reinforces one
practical message: employee performance in service
firms should be managed through integrated HR
practices. Training without discipline may not be
converted into consistent daily work behavior, while
discipline without development may limit capability
growth (Aguinis & Kraiger, 2009; Salas et al., 2012;
Simarmata et al., 2021).

6.3 Limitations and Future Research Directions
This study has four main limitations. First, the cross-
sectional design does not establish temporal order or
causality. Second, the single-site setting limits
external validity. Third, the modest reliability
coefficients indicate that future studies should refine
the instrument. Fourth, additional predictors such as
motivation, leadership, organizational culture, and
productivity-related mediators should be considered
in broader multi-firm designs (Setia, 2016; Tavakol &
Dennick, 2011).
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