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ABSTRACT 
Companies participating in an increasingly competitive world require strong employee 
support to build their long-term competitiveness. Therefore, performance should be a 
strategic value for the company. This study aims to evaluate the effect of competence, 
leader-member exchange and teamwork on work discipline, job stress and their impact on 
employee performance of Construction Company in East Java. The research method was 
quantitative approach with the sample of 230 respondents. Data were analyzed with 
Structural Equation Modeling using Amos 20.0 software. The results of this research show 
that competence has a significant influence on work discipline, but has no influence on job 
stress and performance. Leader-member exchange has a significant influence on work 
discipline, job stress, and employee performance. Teamwork has a significant influence on 
work discipline, but has no influence on job stress and employee performance. Work 
discipline and job stress have a significant influence on employee performance of 
Construction Company in East Java. 
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In an increasingly competitive era, companies must have an outstanding quality in 
order to win the competition. To achieve high performance, employees have an important 
role in running the organization. Performance is the work result that has a strong relationship 
with the strategic goals of the organization, consumer satisfaction, and economy contributor 
(Armstrong and Baron, 1998). 

The organizational performance increases when the employees have the competence 
and discipline to carry out their responsibility. The organization is a social system with human 
resources (HR) as a determinant of effectiveness and efficiency (Rad and 
Yarmohammadian, 2006), which bring together many individuals, working teams, structures, 
systems, and rules agreed and implemented by all members of the organization (Von 
Bertalanffy, 1975 and Beer, 1980 in Senior and Swiles, 2004). 

The numbers of personnel involved require resources management to contribute to the 
company's goals (Schermerhorn, 2008) by forming working teams with strong teamwork 
(Schein, 1988 in Senior and Swailes, 2004). Team performance is a key determinant of a 
company's success (Stashevsky and Koslowsky, 2006) and good working teams allow for 
new ideas and problem solutions (Chong, 2007). 

The strength of the working team is internally determined by internal and external 
factors of employees. In the organizational context, every employee tries to change the 
organizational culture (Barkdoll, 2007) to better suit their personal values and competencies. 

The strength of the working team cannot be separated from a leader. Wayne et al. 
(1997) state high team performance is a combination of individual performance, teamwork, 
and LMX. In addition to LMX, some researchers have shown that organizational support 
affects team performance (Miles and Mangold, 2002, Stashevsky and Koslowsky, 2006). 
Employees perceived organizational support will support back by giving the behavior the 
organization desires (Eisenberger et al., 1986). 
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One theory related to employee support for the organization is the leader-member 
exchange (LMX), in which LMX is the related relationship between the leaders and the 
members. The basic theory of LMX is the relationship between leaders and employees in the 
collective bargaining processes to determine the role of each party and to keep in touch with 
each other (Dansereau et al., 1975) in Kanika et al. (2008). This relationship will affect 
various important factors for individuals and organizations (employee commitment, 
organizational commitment, satisfaction, employee performance, etc.) (Gerstner & Day, 
1998; Klein & Kim, 1998) in Kanika et al. (2008). 

Besides giving direct benefits to the organization, employees perceived organizational 
support are proved to increase organizational commitment (Rhoades et al., 2001; Settoon et 
al., 1996) in Kanika et al. (2008). The attitude of leaders in the leader-member exchange and 
the employee values and beliefs are directly related to the perceived satisfaction (Lange, 
2008). On the other hand, the high commitment of group members provides energy, high 
discipline, and motivation to work better (Chan, 2006). Employees with high discipline, which 
means having the good morale to carry out their work, will ultimately have higher 
performance (Wardana, 2008). 

Based on the above phenomenon, the researchers conduct more in-depth research on 
the effect of competence, leader-member exchange, and teamwork on work discipline and 
job stress and their impact on employee performance. 

Research Objectives. Based on the background and research problems, this study 
aims to examine and analyze: effect of competence on employee work discipline of 
Construction Company in East Java; effect of competence on employee job stress of 
Construction Company in East Java; effect of competence on employee performance of 
Construction Companies in East Java; effect of LMX on employee work discipline of 
Construction Company in East Java; effect of LMX on employee job stress of Construction 
Company in East Java; effect of LMX on employee performance of Construction Company in 
East Java; effect of teamwork on employee work discipline of Construction Companies in 
East Java; effect of teamwork on employee job stress of Construction Company in East 
Java; effect of teamwork on employee performance of Construction Companies in East Java; 
effect of work discipline on employee performance of Construction Companies in East Java; 
effect of job stress on employee performance of Construction Company in East Java. 
 

LITERATURE REVIEW 
 

Competence. Conceptually, competence is the basic characteristic of an individual that 
influences the way of thinking and acting, generalizes to all encountered situations, and 
exists for a quite long time (Spencer & Spencer, in Ruky, 2015). 

Competence is formed based on motives, personal traits, self-concept, knowledge, and 
skills. The definition proposed by Spencer & Spencer (Ruky, 2015) describes that 
"Comparative Criteria" should be applied in using the concept of competence to show the 
effect of competence on work performance. 

Based on the above description, it can be concluded that competence is the ability and 
willingness to perform a task with effective performance. Armstrong (2004) states 
competence is knowledge, skill, and quality of the individual. In addition, Watson Wyatt 
(Ruky, 2015: 106) defines competence as a combination of skills, knowledge, and behaviors 
that can be observed and applied critically for the success of the organization and work 
performance as well as employee personal contribution to the organization. 

`To contribute to the company, Spencer & Spencer (in Ruky, 2015: 106) also explain 
that competence, in relation to performance, can be classified into two types: Threshold 
Competencies, i.e. minimal and essential criteria; and Differentiating Competencies, i.e. 
criteria that can distinguish between people with superior performance and people with 
average performance. 

Leader-Member Exchange (LMX). Morrow et al., (2005) states that Leader-member 
exchange (LMX) as the relationship between a supervisor and an employee to improve the 
work performance. Good treatment to employees is able to create voluntary feelings to 
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sacrifice for the company. In addition, positive special treatment is able to increase the 
contribution of employees to their companies. 

Truckenbrodt (2000: 233) states that the leader-member exchange focuses on the 
assessment of the work-related relationship and interaction between supervisors and 
subordinates. Proximity level of the relationship between the leaders and subordinates is an 
indicator of the leader-member exchange in the organization. 

In an organization, there may be a different relationship between the leader and the 
subordinates. Proximity level of the relationship is usually called as the leader-member 
exchange. According to Welliam (2003: 1), the theory of leader-member exchange put the 
concept of relationship as the basis of assessment. In an organizational environment, the 
leader-member exchange leads to the relationship between the leader and the employees as 
the subordinates. 

According to Leonard (2002) in Bagus (2009), the understanding of the leader-member 
exchange is not only on the physical bond, in which the subordinate should continuously 
follow the instructions of the leader, but also on the deeper bond of interaction between 
employees and leader. This interaction bond involves an emotional bond between 
employees and leader. 

According to Graen and Cashman (1975), employee group in Leader-member 
exchange can be identified from the special treatment given to the employee; adequate 
attention from the employee's leader; trust the leader gives to the employees and vice versa; 
willingness to accept additional responsibility from the company; employee willingness to 
accept unstructured tasks; and employee willingness to perform additional work voluntarily in 
the company. 

Teamwork. Teamwork is the ability of team members to work together, communicate 
effectively, anticipate and meet each other needs, and stimulate confidence to generate 
coordinated collective action (Gregory, 2012). 

Teamwork refers to interpersonal activities that facilitate the goals achievement 
(Colquitt, et al., 2011). There are three components in teamwork: i.e. togetherness, trust, and 
integrity (Kreitner and Kinicki, 2007). 

Teamwork is a special form of the working group that must be organized and managed 
differently from other working groups (Dewi, 2007). The team consists of people coordinated 
to work together with strong interdependence to achieve a goal or accomplish a task. In 
general, Griffin (2004) divides the development of a team into four stages: Forming, 
Storming, Norming and Performing. 

Thus, teamwork is a group in which the individual produces a performance level 
greater than the number of individual inputs (Robbins and Judge, 2008). West (2002) details 
4 (four) strengths in building an effective team, namely: 

1. Groups should have intrinsically interesting tasks to succeed; 
2. Individuals should feel important to the group's outcome; 
3. Individual contributions should be indispensable, unique, and tested; 
4. There should be clear team goals with regular performance feedback. 
Work Discipline. Discipline is the awareness and willingness of a person to comply with 

all principal organizational rules and social norms. Awareness is the attitude of a person who 
voluntarily obeys all rules and is aware of his/her duties and responsibilities. Willingness is 
an attitude, behavior, and actions of a person in accordance with the rules of the company 
whether written or not (Hasibuan, 2001). 

Heidjrachman and Husnan (2002) state that discipline includes every individual and 
group ensuring compliance with orders and taking the initiative to take the necessary action 
in the absence of an order. 

Hasibuan (2001) explains that there are indicators that affect the level of discipline of 
employees, i.e. (1) goals and abilities, (2) leaders examples, (3) remuneration (salary and 
welfare), (4) justice, (5) inherent supervision, (6) penalty sanctions, (7) assertiveness, and (8) 
human relations. 

Work discipline is one of the operative functions of human resource management that 
reflects a person's sense of responsibility towards the tasks assigned. According to Mathis 
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(2000), this variable of work discipline can be measured using the following indicators: 
Attendance, Timeliness of work, and Regulatory compliance. 

Job Stress. Job stress is a condition arises from the interaction between human and 
work. It is characterized by human changes that force them to deviate from their normal 
function. Job stress is a serious problem afflicting every employee in the workplace. Stress is 
a state of tension affecting the emotions, thinking processes, and conditions of a person 
(Handoko, 2008). Excessive stress threatens someone capability to complete the job and to 
achieve work performance. 

Job stress can be seen from the emergence of complaints from employees about work 
problems. Employee complaint includes the number of workloads that must be completed 
because some employees are not able to utilize the existing working time, causing the work 
cannot be completed on time. 

Luthans (in Yuwono et al., 2006) suggests that many managers report work-related 
stress, and the new environment worsens the atmosphere. 

Employee Performance. Performance is not only about productivity because 
performance concerns the natural behavior of a person to freely act upon his/her wishes. 
This free-to-act behavior cannot be separated from the formal requirements of an employee's 
role to improve the effective functioning of an organization (Rich, 1997). Employee 
productivity (performance) is the comparison between the achieved outcomes and employee 
participation per unit of time, while employee participation is the efficient and effective use of 
resources. 

Meanwhile, according to Sager (1984), employee productivity is influenced by 
education, skills, discipline, work attitude and ethics, motivation, health, income, work 
climate, etc. 

From the description above, it can be concluded that good employee or individual 
performance causes better organizational performance and stronger trust for the 
organizations (Erran, 2003). Podsakoff et al. (1998) divide employee performance into: in 
role performance is the performance related to the job in regard to effectiveness, sales 
volume, managerial evaluation, and matters relating to the target to be achieved; extra role 
performance is the performance related to spontaneous and contextual pro-social behavior. 

Concept Framework of the Research. Conceptually, this research aims to know the 
effect of competence (X1), LMX (X2) and Teamwork (X3). This research used discipline (Z1) 
and job stress (Z2) as the intervening variable, with Employee Performance (Y) as the 
dependent variable. Graphically, the conceptual framework of this research is as seen from 
Figure 1. 
 

 
 

Figure 1 – Conceptual Framework 

 
METHODS OF RESEARCH 

 
Population and Sample of the Research. According to Sugiyono (2012), the population 

is a generalization area consisting of objects/subjects that have certain qualities and 
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characteristics set by the researchers to be studied and then drawn conclusions. Meanwhile, 
Nazir (2004) argues that population is concerned with the data, not the person or the object. 
The population of this research was 1,487 employees in 5 construction companies in East 
Java. Furthermore, the sample size of respondents for each company was determined 
proportionally, i.e. 230 respondents. 
 

Table 1 – Operational Definition of Variables 
 

Variable Definition Indicator Literature 

Competence 

the basic characteristic of an individual that 
influences the way of thinking and acting, 
generalizes to all encountered situations, 

and exists for a quite long time 

Knowledge, skill, and 
self-concept 

Spencer & Spencer, 
(2003), Ruky (2006). 

Leader-
member 

exchange 
(LMX) 

Leader-member exchange focuses on the 
assessment of the work-related 

relationship and interaction between 
supervisors and subordinates. Level of the 
proximity to this relationship between the 

leaders and subordinates is an indicator of 
the leader-member exchange in the 

organization. 

Adequate attention from 
the employee's leader, 

Trust the leader gives to 
the employees, and 

Willingness of 
employees to perform 

additional work 

Morrow, et al., (2005); 
Bagus (2009), 

Truckenbrodt, 2000 

Teamwork 

Teamwork is the ability of team members 
to work together, communicate effectively, 
anticipate and meet each other needs, and 

stimulate confidence to generate 
coordinated collective action 

Participatory leadership 
Shared responsibilities 

Unified objectives 
Intensive 

communication 
Focus on the job 

Out-of-work demands 

Leonard (2013); 
Gregory (2012); 

Kreitner and Kinicki 
(2007). 

Work 
Discipline 

Work discipline is one of the operative 
functions of human resource management 

that reflects a person's sense of 
responsibility towards the tasks assigned. 

Attendance 
Timeliness of work 

Regulatory compliance 

Mathis (2000), 
Hasibuan (2013), 
Mangkunegara 

(2005). 

Job Stress 

Job stress is a condition arises from the 
interaction between human and work. It is 

characterized by human changes that force 
them to deviate from their normal function. 

Duty demands 
Role conflict 

Role ambiguity 
Career development 
Working relationship 

Handoko (2009), Fred 
Luthans (2006), 

Hurrel et.al., 1988 
(Ashar Sunyoto 

Munandar, 2008) 

Employee 
Performance 

Employee performance is a result of the 
quality and quantity of work that can be 
achieved by an employee in performing 

tasks in accordance with the 
responsibilities. 

Quality of work 
Quantity of work 

The timeliness of work 

Ruky (2015), Nawawi 
(2007). Timpe (2003) 

 
Measurement Scale. To measure the required data, the Likert Scale was used in this 

study. The Likert scale is used through 5 levels with the following scores: 
a. Strongly agree / highly capable category with score 5 
b. Agree / capable category with score 4 
c. Less agree / quite capable category with score 3 
d. Disagree / incapable category with score 2 
e. Strongly disagree / highly incapable category with score 1 
Data Collection Technique. This study used primary data by conducting direct 

observation, questionnaire, and interview with the most efficient design in accordance with 
the tools, techniques, and characteristics of the respondents (Nazir, 2004: 108). 
The techniques used to collect primary data were preliminary surveys, interviews, and 
questionnaires. 

Data Analysis Technique. Data analysis in this research used Structural Equation 
Modeling (SEM) analysis because this analysis method can give simultaneous analysis 
process related to multi-variant research model. Before the data were analyzed with SEM, 
the validity and reliability tests were conducted first. 
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RESULTS OF STUDY 
 

Based on the results of data analysis with SEM model, the Standardized Regression 
Weight results are seen from Table 2. 
 

Table 2 – Hypothesis testing using Regression Weight Test 
 

Causality relationship 
Direct 
Effect 

 
Indirect Effect 
(Through Z1) 

Indirect Effect 
(Through Z2) 

Total 
Effect 

Note 

Competence 
(X1) 

 
Work discipline 

(Z1) 
0.111 0.076 - - 0.111 Note 

Competence 
(X1) 

 Job Stress (Z2)) -0.270 0.000 - - -0.270 
Not 

Significant 
Competence 

(X1) 
 

Employee 
performance (Y) 

0.274 0.000 0.043 0.040 0.357 Significant 

LMX (X2)  
Work discipline 

(Z1) 
0.343 0.000 - - 0.343 Significant 

LMX (X2)  Job Stress (Z2) -0.437 0.000 - - -0.437 Significant 

LMX (X2)  
Employee 

performance (Y) 
0.111 0.097 0.133 0.065 0.309 Significant 

Teamwork (X3)  
Work discipline 

(Z1) 
0.293 0.000 - - 0.293 

Not 
Significant 

Teamwork (X3)  Job Stress (Z2) -0.372 0.000 - - -0.372 Significant 

Teamwork (X3)  
Employee 

performance (Y) 
0.166 0.008 0.114 0.055 0.335 Significant 

Work discipline 
(Z1) 

 
Employee 

performance (Y) 
0.389 0.000 - - 0.389 Significant 

Job Stress (Z2)  
Employee 

performance (Y) 
-0.148 0.041 - - -0.148 Significant 

 
DISCUSSION OF RESULTS 

 
Effect of Competence on Work Discipline. The results of hypothesis testing using SEM 

method prove that competence has no significant effect on the employee work discipline of 
Construction Company in East Java. The results of this study contrast with Sofo’s (1999) 
findings in Andersen that competence refers to a person's ability to respond and behave 
adequately to changes and how they achieve good performance and results. Therefore, the 
better the competence is, the higher the work discipline will be. No significant influence of the 
competence on the work discipline is due to unfavorable habits. Competent employees tend 
to feel more confident about timely and good work result, causing less attention to the work 
discipline. Employees consider that as long as they have competence, their performance is 
still better even though their work discipline is low. 

Effect of Competence on Job Stress. The results of hypothesis testing show that 
competence has a significant effect on employee job stress of Construction Company in East 
Java. This result indicates that highly competent employees tend to have low job stress. 

The results of this study are consistent with Sofo’s (1999) findings in Andersen that 
employees utilize competence to finish their work in accordance with the present rules or 
norms. Consequently, the job stress is low. 

Effect of Competence on Employee Performance. The findings of this study show that 
competence has a significant effect on employee performance. These findings are in line 
with Sofo’s (1999) findings in Andersen that competence the employees have causes them 
to be able to do their job properly, causing higher work satisfaction as well. In the end, it will 
trigger high performance. 

Effect of LMX on Work Discipline. The influence of Leader-Member Exchange 
Contributions (LMX) on work discipline is 0.343 (positive). It indicates that the better Leader-
Member Exchange Contributions (LMX) is, the higher the employee work discipline will be. 

The results of this study confirm Bhal et al.’s (2009) findings that LMX affects various 
important factors for individuals and organizations (e.g. employee objective commitment, 
organizational commitment, discipline, employee performance, etc.). Employees perceived 
organizational support will actively pursue organizational goals. 



RJOAS, 2(74), February 2018 

73 

Effect of LMX on Job Stress. The influence of Leader-Member Exchange Contributions 
(LMX) on job stress is -0.437 (negative). It indicates that the better Leader-Member 
Exchange Contributions (LMX) is, the lower the employee job stress will be. 

These findings support Eisenberger et al.’s (1986) findings that employees perceived 
organizational support will support back by giving the behavior the organization desires. 
Besides giving direct benefits to the organization, employees perceived organizational 
support are proved to feel satisfied and to have less stress. 

Effect of LMX on Employee Performance. The results of this study indicate that a good 
Leader-Member Exchange Contributions (LMX) is less capable to improve employee 
performance. The results of this study are in contrast to Eisenberger et al.’s (1986) findings 
that employees perceived organizational support will strive to increase their commitment to 
the organization by implementing all the obligated rules in the organizations. 

The non-significant effect of LMX directly on employee performance is due to the low 
work discipline. A good relationship between the leaders and the employees without high 
work discipline will not have an optimal impact on improving employee performance. 

Effect of Teamwork on Work Discipline. The results show that teamwork has a 
significant effect on employee work discipline of Construction Company in East Java. The 
high level of teamwork influence on work discipline shows that the better the teamwork is, the 
better the employee discipline will be. The results of this study confirm Kreitner and Kinicki’s 
(2005) findings that there is a relationship between group unity and work discipline. 

Effect of Teamwork on Job Stress. The teamwork influence on job stress is negative. It 
indicates that the better the teamwork is, the lower the employee stress will be. 

The results of this study corroborate Robbins and Judge’s (2008) findings that 
teamwork generates positive synergies through coordinated efforts, individual efforts 
generate high satisfaction, and high job satisfaction affects low job stress. Training and 
development are also very important in improving teamwork and are part of the human 
resource management phase. 

Effect of Teamwork on Employee Performance. Teamwork influence on employee 
performance is positive. It shows that the better the teamwork is, the better the employee 
performance will be. The results of this study are in line with Robbins and Judge’s (2008) 
findings that teamwork generates positive synergies through coordinated efforts and 
individual efforts produce a higher level of performance than the number of individual inputs. 
A higher level of performance means that employees working with coordinated teamwork will 
create work achievement through the quality and quantity of their work. 

Effect of Work Discipline on Employee Performance. The results of this study indicate a 
significant influence of work discipline on employee performance. It shows that the better the 
work discipline is, the better the employee performance will be. 

The results of this study are consistent with Hasibuan’s (2000) findings that discipline is 
categorized as good when employees come to the office or company regularly and on time, 
dress well in the workplace, use materials and equipment carefully, produce satisfying 
quantity and quality of work, follow the rules determined by the company, and finish the work 
very well. Discipline is so important that it affects the results of employee work performance. 
Therefore, work discipline should be encouraged in every organization (1994). 

Effect of Job Stress on Employee Performance. The effect of job stress on employee 
performance is negative. It shows that the higher the employee job stress is, the lower the 
employee performance will be. 

The findings are in line with Mangkunegara’s (2008) findings that the causes of job 
stress include overloaded work, pressing work time, low quality of work supervision, 
unhealthy work climate, inadequate work authority associated with responsibility, work 
conflicts, and value differences between employees and frustrated leaders in work. 

The findings support Indriyani’s (2009) study that job stress variable negatively affects 
employee performance. Job stress variables have a negative and significant effect on 
employee performance variable. The higher the job stress is, the lower the employee 
performance will be (Rozikin, 2006). 
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CONCLUSION 
 

Based on the results of the analysis, hypothesis testing, and the research objectives, it 
can be concluded that: 

 Competence has no significant effect on employee work discipline of Construction 
Company in East Java. High employee competence will not have a major impact on 
work discipline. 

 Competence has a significant effect on employee job stress of Construction 
Company in East Java. High employee competence will reduce the level of job stress. 

 Competence has a significant effect on employee performance of Construction 
Company in East Java. High employee competence will improve their performance. 

 Leader-Member Exchange Contributions (LMX) has a significant effect on employee 
work discipline of Construction Company in East Java. High Leader-Member 
Exchange Contributions (LMX) will improve employee work discipline. 

 Leader-Member Exchange Contributions (LMX) has a significant effect on employee 
job stress of Construction Company in East Java. High Leader-Member Exchange 
Contributions (LMX) will reduce employee job stress. 

 Leader-Member Exchange Contributions (LMX) has no significant effect on employee 
performance of Construction Company in East Java. High Leader-Member Exchange 
Contributions (LMX) will not have a major impact on improving employee 
performance. 

 Teamwork has a significant effect on employee work discipline of Construction 
Company in East Java. Strong teamwork will improve employee work discipline. 

 Teamwork has a significant effect on employee job stress of Construction Company 
in East Java. Strong teamwork will reduce employee job stress. 

 Teamwork has a significant effect on employee performance of Construction 
Company in East Java. Strong teamwork will improve employee performance. 

 Work discipline has a significant effect on employee performance of Construction 
Company in East Java. High work discipline will improve employee performance. 

 Job stress has a significant effect on employee performance of Construction 
Company in East Java. Low job stress will improve employee performance. 

 
IMPLICATION AND LIMITATIONS 

 
This research has implications for the development of economics, especially the 

importance of competence, Leader-Member Exchange Contributions (LMX), and teamwork 
in improving work discipline and reducing job stress. In addition, high work discipline and low 
job stress are able to improve employee performance as well. 

Based on the results of the previous analysis, the limitation of this study is that this 
research was conducted on the employees of Construction Company in East Java with 
limited survey time. This study did not distinguish employees based on the length of work 
which may influence the assessment. Employees with a high working period may have 
different experience and competencies from employees with a low working period. 
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