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Abstract 

This study aims to examine the effect of competence and work environment on 

employee performance with work commitment as a mediating variable at the 

Secretariat of the Regional House of Representatives (DPRD) of Sumenep 
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Regency. The research employs a quantitative approach using Structural 

Equation Modeling (SEM) and SmartPLS analysis based on questionnaire data 

collected from employees. The findings indicate that competence does not 

significantly affect employee performance, while the work environment has a 

positive and significant effect. Work commitment also influences performance, 

but the negative relationship suggests that some employees work out of 

obligation rather than emotional attachment to the organization. Furthermore, 

competence and work environment affect work commitment, which acts as a 

mediating variable. The study concludes that improving employee performance 

requires not only strengthening technical competence but also fostering a 

supportive work environment and affective commitment. Therefore, the 

Secretariat of DPRD Sumenep is recommended to develop a more open work 

system, provide performance-based recognition, and create a comfortable and 

collaborative work environment. 

 

Keywords: Competence, Environment Work, Commitment Work, 

Performance Employee 

 

INTRODUCTION 

Source Power man is element key for A organization and institution in 

reach the goal. With ability For planning, organizing, directing, and mobilizing 

various factor in company, source Power man ensure that company still on the 

right track going to the vision that has been determined (Martinson & De Leon, 

2018) . Employee performance is factor crucial in reach objective organizations, 

especially in the sector government that holds role important in service public 

and taking decision. Employee performance determined by will and openness 

they For finish work the . More far , if employee willing and open For finish work 

they, there are possibility that productivity they will grow, which will contribute 

to the improvement performance (Raziq & Maulabakhsh, 2015) . 

One of role in improvement performance employee with see variables that 

influence it like competence. Competence employee is combination from essential 

knowledge, skills and abilities in implementation duties and responsibilities the 

answer. Various findings has show correlation significant positive between 

competence employee with level performance . Employees who have competence 

adequate proven more speak in understand and complete various challenge work 

, so that leading to an increase productivity and efficiency (Elrehail et al., 2020) . 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431


                    
Vol. 6 No. 2, 2026, 2000–2018 e-ISSN 2798-0170 

 

 The Effect of Tax Awareness, Tax Sanctions… 

P
ag

e 
20

02
 

In support study furthermore explore competence Work with the relationship to 

welfare employees in generation Y are factor in life work in the environment 

continuous work changed. Incompetence No only factor poor performance but 

also potential threat to welfare employee (Kultalahti et al., 2023) . Meanwhile 

according to other findings say correlated core competencies positive with 

performance organization seen from aspect age that the more young employees , 

increasingly Good its performance and seen from perspective position work , core 

competencies (Liang et al., 2013) . 

Variables next thing that can be done determine tall or low performance 

employee can seen from environment Work employee the environment Work as 

factor important in determine reliability and skill employee in performance. 

Research previously highlight role importance environment positive work own 

strength For increase performance (Zhenjing et al., 2022) . Level of willingness 

worker For still motivated , creative , involved with colleague work , and loyal to 

work everything influenced by factors environment place Work (Hafeez et al., 

2019) . According to a number of researchers, features relatedness with 

environment place Work This own impact various advantages and disadvantages 

(Purity et al., 2017) . 

Between the two variables own influence strong to performance employee 

can strengthened by commitment employee in carry out duties and 

responsibilities answer inside something institution government, in research 

conducted by Aziz (2021) commitment and performance employee own 

connection positive, which indicates that worker own belief that company they 

will treat they in a way positive can increase their interpersonal loyalty to 

organization and, consequently, improve effectiveness they environment Positive 

work also improves level commitment and ability fight For achieve in a way 

significant . Role for achieve has used as a previous mediator together with 

commitment work between interaction social and performance work (Lin et al., 

2022) . 

Worker with a high sense of commitment to objective organization feel a 

strong sense of ownership on not quite enough answer they, meanwhile 

employee with level more commitment low towards company targets No feel 

obligation like that. Research certain show that commitment and performance 

employee own connection negative (van Rossenberg et al., 2018) . Employees who 

have commitment organization tall often feel " trapped " in the situation in which 

they are feel own A little choice For leave organization, although desire they For 

still stay low. As a result , they tend not enough Serious in operate his duties, 

which resulted in a decline productivity (van Rossenberg et al., 2018) . 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431
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Representative Council (DPRD) of the Regency Sumenep , as one of the 

institution legislative at the level district, sued For own optimal performance to 

meet hope public as well as operate its function with effective . Through in -depth 

analysis about influence competence and environment work mediated by 

commitment work, expected can obtained an effective strategy For increase 

performance Regency DPRD employees Sumenep . Regency / City DPRD consists 

of on member party political participant election general selected through 

election general. institution legislative unicameral located in the Regency 

Sumenep, East Java. Regency DPRD Sumenep own member totaling 75 people 

divided to in 10 parties political with faction most held by the Party Resurrection 

Nation . 

Study This will give outlook about How third variables the each other 

interact and contribute in reach optimal performance in the environment 

governance . Aspects this is very interesting and important Because give benefit 

significant for individual, society, nation, and state. Employee performance 

government aim For give service public that prioritizes interest general, 

simplifying the administrative process public, speed up services, and improve 

satisfaction public (Ohemeng et al., 2018) . 

This study aims to establish several important relationships that have not 

been well explored in the government sector, particularly in the Sumenep 

Regency Regional People's Representative Council (DPRD). First, this study 

examines the mediating role of work commitment in the relationship between 

competency and work environment in the Sumenep Regency DPRD, where these 

factors have not been explored in Sumenep Regency. Second, this study 

contributes to the field of Human Resources Management (HRM) in government 

institutions by offering an in-depth look at the existing literature. Third, this study 

considers the mediating effect of employee work commitment, which was 

initially introduced in organizations and companies. Finally, such complex 

relationships broaden the dimensions of research conducted on employee work 

competency and work environment. This paper is structured as follows: starting 

with hypothesis development, followed by methods, measurement items, data 

analysis, and discussion, and finally concluding with implications and future 

directions. 

 

LITERATURE REVIEW 

Competence  

https://issn.perpusnas.go.id/terbit/detail/20210617281787431
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Michael Armstrong (Sudarmanto, 2009, p. 46) explain that competence is 

what someone bring to in work , in the form of various types and levels different 

behaviors . Competence This determine aspects main in the performance process 

work. In perspective competence employees, adaptability employee is one of the 

core competencies that can influence its performance. To be precise, it This 

involving response adaptive For face situation environment new (Federici et al., 

2021) . 

Studies latest choose competence This For using one of the factor main For 

study This based on studies previously (Kang & Lee, 2021) (Guzak & Kang, 2018) 

which shows connection positive between competence orientation employees 

who finally can influence performance . Competence employee own attachment 

strong in agency when work. According to Mayer (1998) shows that employees 

will feel more satisfied and hold fast to their commitment in accordance with the 

values in government organizations. Employees who have a strong commitment 

have a strong attachment to the institution where they work, as evidence that they 

do not want to leave their workplace because they have high loyalty. 

Competency indicators according to (Sutrisno, 2010, p. 204) consist of: 1) 

Knowledge, is an understanding of regulations, procedures and new techniques 

used in government institutions; 2) Understanding, is the depth and perspective 

of thinking such as characteristics and working conditions that are more effective 

and efficient; 3) Abilities, skills and something that an individual has for the work 

assigned to him; 4) Attitude, the reaction that an individual has when facing 

stimuli or events such as the work environment, economic conditions and rights 

granted; 5) Values, an important standard that is owned and integrated with a 

person such as employee behavior standards, and; 6) Interest, a person's tendency 

to carry out every activity in work with positive or negative reactions. 

H1: Competence influential on Employee Performance 

H4: Competence influential to Commitment 

Environment Work  

Environment Work play role important in form behavior employee in a 

way individual. As a result, motivation For Work hardness, efficiency and 

performance they shaped by influence quality place Work (Zhenjing et al., 2022) 

. There are beneficial or detrimental impacts depending on the physical condition 

of the work environment. This is important to consider because organizations and 

government institutions need to prioritize safe and healthy working conditions 

to improve employee commitment and performance. In the corporate and 

business context, this is considered wasteful, so extensive investment in 

maintaining it in good condition has not been made (Muchiri et al., 2022) . 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431


                    
Vol. 6 No. 2, 2026, 2000–2018 e-ISSN 2798-0170 

 

Arifah et al. 

P
ag

e 
20

05
 

Employees who work in an unstable and unhealthy atmosphere, put them 

at risk of occupational diseases related to the adverse effects of the environment 

on their productivity, which impacts organizational productivity (Hoque et al., 

2019) . This is in line with what was expressed by Hafeez (2019) The level of 

employee willingness to stay motivated, creative, engaged with coworkers, and 

loyal to their work are all influenced by factors environment place work. For 

development sustainable, very important for every organization For have 

dedicated and committed people to the goal (Aghaji et al., 2021) . Indicator 

environment Work adopted from Nitisemito (1992) consists of above : 1) Coloring 

, related with coloring space that can give impact on mood and enthusiasm work 

; 2) Cleanliness, condition health and cleanliness in the environment work; 3) 

Exchange air , has influence strong in freshness physical employee ; 4) 

Illumination , factor on- site lighting Work must customized with eye employees 

to improve productivity they; 5) Security, related with security privacy and 

security self employees, and; 6) Noise, caused from pollution the sound produced 

can bother concentration and productivity employee. 

H2: Environment Work influential on Employee Performance 

H5: Environment Work influential to Commitment  

 

Commitment 

Commitment employee increase performance in organizations that 

improve level commitment in self They. Previousl , a sense of security to 

employee For increase dedication they to organization and efficiency (Mahmood 

et al., 2019) . Employee performance related to with commitment. Some findings 

own psychological status opinion every element commitment varies from One 

worker to worker other (Yu et al., 2019) . For finish assigned tasks in evaluate 

impact environment Work to performance employees, there are very important 

needs For find capable facilitator increase connection environment work and 

performance employee. 

Based on need this, commitment employee needed as mediation between 

second connection mentioned. Indicators the commitment required in study 

adopted from Mayer (Mayer & Schoorman, 1998) namely : 1) Commitment 

effective, related with relationships and attachments emotional member to 

organization; 2) Commitment sustainability, related with awareness that 

members who left organization will harm for self they Because existence needs 

within organization 3 ) Commitment normative, feelings that are owned member 

own attachment within organization . 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431
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H3: Commitment influential on Employee Performance    

Employee Performance  

According to assumptions management source Power human resources 

(HR), improvement performance achieved through employees inside 

organization institutions. With thus, employees viewed as asset valuable For 

increase performance the organization (Nor, 2018) . Employee performance 

depends on willingness and openness they in finish tasks them. In addition, if 

employee own desires and attitudes open For finish work, productivity they 

Possible will increases, which in turn will contribute to the improvement 

performance overall (Raziq & Maulabakhsh, 2015) . According to Johari's findings 

(2019) welfare employee covers quality comprehensive from experience and 

performance they are in the environment work . Employee can functioning in a 

way effective when they feel satisfied and well-off in positive situation in place 

work. Conditions This will increase level well-being, which is ultimately produce 

performance great work normal (Warr, 2011) . Indicators performance employees 

used in study This from John Minner in Sudarmanto (Sudarmanto, 2009) namely 

: 1) Target, related with settlement task in the specified target; 2) Quality, related 

to results burden assigned tasks in accordance with standard; 3) Time, related 

with settlement in accordance specified deadlines, and ; 4) Obedient, related with 

discipline from presence and completion burden Work . 

 

RESEARCH METHOD 

Study This focused on transformation performance employee through 

competence and environment Work with mediation commitment work at the 

Regency DPRD Secretariat Sumenep. The method used in study This is Structural 

Equation Modeling (SEM) which makes it possible researchers For analyze 

connection causal between variables studied. Research design This use approach 

quantitative with type study associative. According to Ismayani (2019) , research 

quantitative is methods used For research population or sample certain, with 

objective For test hypothesis that has been determined previously. In the research 

this, all employee Secretariat of the Regency DPRD Sumenep made into sample 

research, so that allows For obtain comprehensive and representative data. Data 

collection was carried out through designed questionnaire For measure variables 

competence, environment work, commitment work and performance employee. 

Questionnaire the use Likert scale 1-5 (very disagree) agree – strongly agree ) 

section First questionnaire is variables adapted competencies from Sutrisno (2010, 

p. 204) , work environment adapted from Nitisemito (1992) , commitment 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431
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adapted from Mayer (1998) , and performance employee adapted from John 

Minner in Sudarmanto (2009) . 

 

RESULTS AND DISCUSSION 

Outer Model Test Results 

Outer model evaluation is carried out For ensure that every indicators used in 

study this is valid and reliable in reflect the latent construct being measured , 

namely competence , environment work , commitment , and performance 

employee . Stages evaluation covering convergent validity testing , discriminant 

validity, and reliability construct through composite reliability value and 

Cronbach's Alpha. 

Convergent Validity 

 
Figure 1. Outer Loading before Drop 

The initial model consisted of four latent constructs: Competence, Work 

Environment, Commitment, and Employee Performance. Based on the initial 

outer model analysis, several indicators still had loading factor values below the 

minimum threshold of 0.5, necessitating their elimination from the model. 

In detail, the Competence construct has six indicators, but only three 

indicators (Comp1, Comp2, and Comp6) meet the convergent validity criteria 

(loading > 0.6). Meanwhile, Work Environment has six indicators, four of which 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431
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(WE1, WE2, WE4, and WE5) are declared valid. The Commitment construct 

consists of three indicators and all are declared valid (Comm1, Comm2, and 

Comm3). Meanwhile, Employee Performance has four indicators, but only two 

indicators (EP1 and EP2) have a loading value above 0.6. 

Overall, the results of the initial model show that there are still several 

indicators that are not reliable, especially in the constructs of Competence, Work 

Environment, and Employee Performance, so the model needs to be modified by 

removing indicators that have low loading factor values . 

  
Figure 2. Outer Loading After Drop Elimination 

Based on picture on After eliminating indicators with loading factor values 

below 0.5, the model was retested. The analysis showed an increase in loading 

factor values for all remaining indicators, all of which met convergent validity 

criteria (loading > 0.6). 

Competence construct now consists of three valid indicators (Comp1, 

Comp2, Comp6) with loading factor values of 0.708, 0.739, and 0.681, respectively. 

The Work Environment construct has four indicators (WE1, WE2, WE4, and WE5) 

with loading factor values ranging from 0.581 to 0.760. The Commitment construct 

retains three valid indicators (Comm2 and Comm3) with loading factor values of 

0.860 and 0.789, respectively. Meanwhile, the Employee Performance construct 

consists of two main indicators (EP1 and EP2) with high loading factor values of 0.812 

and 0.928. 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431
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Thus, the modified model meets the convergent validity requirements , 

because all factor loading values are above the minimum threshold and the Average 

Variance Extracted (AVE) value for each construct is expected to exceed 0.5. This 

model is then declared suitable to proceed to the reliability and inner model testing 

stages . 

Discriminant Validity 

Discriminant validity testing was conducted using the Heterotrait-Monotrait 

Ratio (HTMT) value . The results showed that all HTMT values between constructs 

were below the threshold of 0.90, namely: 

 

Table 1. HTML 

Construct Relationship HTML Value 

Commitment – Competence 0.509 

Commitment – Employee Performance 0.513 

Commitment – Work Environment 0.525 

Competence – Employee Performance 0.737 

Competence – Work Environment 0.250 

Employee Performance – Work Environment 0.108 

Source : Processed Researcher (2025) 

 

These HTMT values confirm that each construct is clearly distinct from the 

others, or in other words, there is no multicollinearity problem between the latent 

variables. This indicates that each construct (competence, work environment, 

commitment, and employee performance) measures theoretically distinct 

concepts. 

Composite Reliability 

composite reliability results show that all constructs have met the reliability 

requirements, with values above 0.70, while Cronbach's Alpha also mostly shows 

values that are close to or exceed the minimum limit (0.60) which is still acceptable 

for exploratory research. 

 

Composite Reliability 

Construct Cronbach's Alpha rho_A Composite Reliability 

Commitment 0.535 0.546 0.810 

Competence 0.518 0.503 0.753 

Employee Performance 0.698 0.793 0.863 

Work Environment 0.624 0.652 0.774 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431
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Source : Processed Researcher (2025) 

Based on the table, it can be seen that the highest composite reliability value 

is found in the employee performance construct (0.863), which means the 

indicators are most consistent in measuring the construct. Meanwhile, 

competence (0.753) and work environment (0.774) also show good reliability. 

Although the Cronbach's Alpha value for several constructs such as competence 

(0.518) and commitment (0.535) is still below 0.6, the composite reliability value has 

exceeded 0.7 indicating that the internal consistency between indicators remains 

acceptable (Hair et al., 2019) . 

Thus, it can be concluded that the measurement model ( outer model ) has 

met the validity and reliability criteria, so that the data obtained can be used to 

test the structural model ( inner model ). 

 

Inner Model 

 

No Relationship 

between 

variables 

O T P Information 

H1 Competence → 

Employee 

Performance 

0.087 1,420 0.156 Not 

Significant  

H2 Environment 

Work → 

Employee 

Performance 

-0.097 2,160 0.031 Significant 

H3 Commitment → 

Employee 

Performance 

-0.325 2,877 0.004 Significant 

H4 Competence → 

Commitment 

-0.268 0.040 0.040 Significant 

H5 Environment 

Work → 

Commitment 

0.298 3,143 0.002 Significant 
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Figure 3. Inner Model Test Results 

Discussion 

Influence Competence on Employee Performance 

Analysis results show that variables competence No influential significant 

to performance Regency DPRD employees Sumenep (β = 0.087; t = 1.420; p = 

0.156). Findings This signify that improvement competence individual No in a 

way direct contribute to the improvement performance employee . In the context 

of bureaucracy government , results This can interpreted that competence 

technical employee Not yet fully integrated with need organization and systems 

applicable work . 

According to Elrehail et al. (2020) stated that competence is combination 

from knowledge , skills , and abilities that will impact positive to performance if 

managed in a way strategic in system management source Power humans . 

However , the results study This show that competencies possessed employee 

Not yet facilitated with both by the organization For produce optimal 

performance . This is in line with Federici et al.'s (2021) view that competencies 

that are not accompanied by with support proper HR organization and policies 

will lost Power push to performance . 

In the Sumenep DPRD , employees Lots involved in activity administrative 

and technical service to member legislative . Individual competence that is 

general , such as mastery administration and communication , not yet give effect 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431
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significant to achievements performance more institutions complex . With Thus , 

the increase performance employee No Enough only through training technical , 

but also through creation system work that distributes competence to direction 

productivity real . 

Influence Environment Work on Employee Performance 

Environment Work influential significant to performance employees (β = 

–0.097; t = 2.160; p = 0.031). Although the coefficient negative , influence This 

meaningful in a way statistics , which indicate that perception to environment 

Work become determinant important in performance employee . Findings This in 

line with results study Zhenjing et al. (2022) which confirms that environment 

comfortable , healthy and supportive work collaboration capable increase 

motivation and effectiveness Work employees . Hafeez et al. (2019) also found 

that factors like cleanliness , lighting , and circulation air influential to spirit and 

resilience work . In the Sumenep DPRD , several aspect environment physical and 

non-physical , such as spatial planning work , interpersonal atmosphere , and 

support leadership , still need improvements to be more conducive . Coefficient 

negative can interpreted that pressure Work or formality environment highly 

bureaucratic Can lower comfort work , so that impact on productivity . 

This matter support Muchiri et al.'s (2022) opinion that environment full- 

time work pressure political and administrative can cause stress work ( 

occupational stress ), which ultimately influential to decline performance although 

facility Work in a way physique adequate . Therefore that , strengthening climate 

participatory and collaborative work become step strategic For increase 

performance employee . 

Influence Commitment on Employee Performance 

Variables commitment proven influential significant to performance 

employees (β = –0.325; t = 2.877; p = 0.004). These results support Mayer & 

Schoorman's (1998) theory and Aziz et al.'s (2021) research , that commitment 

Work own connection positive to effectiveness and responsibility answer 

individual in carry out task organization . However , the direction connection 

negative indicates existence more phenomena complex . 

Employee with commitment tall Not yet Of course display performance 

tall if commitments formed nature normative or continuance commitment , where 

employees feel bound Because obligation structural , not Because encouragement 

affective . Van Rossenberg et al. (2018) emphasized that type commitment This 

can make employee feel “ trapped ” in organization without motivation strong 

intrinsic , so that his contribution to performance become limited . With Thus , 

the Sumenep DPRD need develop commitment affective based on a sense of 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431
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belonging and pride to organization , not only just formal loyalty . Culture 

organizations that provide room appreciation and participation will strengthen 

bond emotional employee to his institution . 

Influence Competence to Commitment Work 

Research result show that competence own influence significant to 

commitment work (β = –0.268; t = 2.040; p = 0.040). This means that the increase 

competence employee precisely can lower commitment Work if No balanced with 

chance actualization self and recognition organization . Phenomenon This 

supported by the findings of Yu et al. (2019), which revealed that employee 

competent tall will lost motivation and loyalty when they feel abilities possessed 

No utilized optimally . 

Condition This often appear in organization public with system rigid 

bureaucracy . Competent employees but hampered in system promotion , 

assessment performance , or taking decision tend experience role frustration . 

Therefore that , strengthening merit system , involvement employee in the 

formulation process policies , as well as transparency career become element 

important For guard balance between competence and commitment . 

Influence Environment Work to Commitment Work 

Environment Work influential significant to commitment employees (β = 

0.298; t = 3.143; p = 0.002). These results in line with research by Hafeez et al. (2019) 

and Aghaji et al. (2021) shows that condition safe , clean and harmonious work 

capable grow loyalty and a sense of belonging to organization . In the context of 

the Sumenep DPRD , this This show that employees who feel cared for and 

supported by the environment his work will tend show more commitment tall to 

institution . 

Zhenjing et al. (2022) added that environment positive work No only 

increase comfort physical , but also strengthens climate psychological 

organization . With thus , improvements environment work — good through 

spatial planning , communication organization , as well as style supportive 

leadership — will strengthen commitment affective employee to organization . 

The Role of Mediation Commitment Work 

Commitment Work proven play a role as variables mediation between 

competence and environment Work to performance employee . This is confirm 

role important aspect psychological in bridge influence personal and 

environmental variables to results Work . Lin et al. (2022) stated that commitment 

Work capable increase effect competence to performance Because strengthen 

motivation achieve individual ( achievement striving ). 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431
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In a way empirical , results study This show that competence and 

environment Work No will be optimal in increase performance if No 

accompanied by with commitment strong work . This means competent 

employees who work in a supportive environment . will performance more Good 

If they own attachment emotional and moral towards institution . 

Implications Managerial and Theoretical 

In a way theoretical , research This expand understanding in field public 

sector human resource management with confirm that competence and environment 

Work No Enough as determinant direct performance without presence 

commitment Work as factor connector . This is strengthens the conceptual model 

of Mayer (1998) and Hair et al. (2019) which states that connection between 

variables source Power man nature multidimensional and dynamic . 

In a way practical , results study give recommendation for the Regency 

DPRD Sumenep For : 

1. Integrate development competence with system career merit- based . 

2. Create environment inclusive and healthy work in a way physique and 

psychological . 

3. Growing commitment affective through appreciation , involvement in the 

policy process , and communication open organization . 

The effort expected capable strengthen performance DPRD employees in 

general sustainable in operate function legislation , oversight , and a more robust 

budget effective and responsive to public . 

 

CONCLUSION 

Based on the results of the research conducted regarding the influence of 

competence and work environment on employee performance with work 

commitment as a mediating variable at the Secretariat of the Regional House of 

Representatives (DPRD) of Sumenep Regency, the following conclusions can be 

drawn: 

1. Competence does not have a significant influence on the performance of 

employees at the Secretariat of DPRD Sumenep Regency. This indicates 

that the skills and abilities possessed by employees have not fully 

translated into improved work performance. 

2. The work environment significantly influences employee performance at 

the Secretariat of DPRD Sumenep Regency. This shows that a comfortable 

workplace atmosphere, positive relationships among employees, and 
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organizational support play important roles in enhancing performance 

outcomes. 

3. Work commitment significantly influences employee performance at the 

Secretariat of DPRD Sumenep Regency, suggesting that the degree of 

employees’ attachment and responsibility toward the organization affects 

their performance quality. 

4. Competence influences work commitment with a negative relationship 

direction among employees at the Secretariat of DPRD Sumenep Regency. 

This finding indicates that higher competence does not necessarily 

correspond with stronger organizational commitment. 

5. The work environment positively influences work commitment among 

employees at the Secretariat of DPRD Sumenep Regency, meaning that a 

supportive and conducive work climate strengthens employees’ 

organizational attachment. 

6. Work commitment has been proven to mediate the relationship between 

competence and work environment on employee performance at the 

Secretariat of DPRD Sumenep Regency. This confirms the role of 

commitment as an intermediary mechanism linking individual and 

organizational factors to performance outcomes. 

 

REFERENCES 

Aghaji, A., Burchett, H. E. D., Oguego, N., Hameed, S., & Gilbert, C. (2021). 

Human resource and governance challenges in the delivery of primary eye 

care: a mixed methods feasibility study in Nigeria. BMC Health Services 

Research, 21(1), 1–14. https://doi.org/10.1186/s12913-021-07362-8 

Aziz, H. M., Othman, B. J., Gardi, B., Ahmed, S. A., Sabir, B. Y., Ismael, N. B., 

Hamza, P. A., Sorguli, S., Ali, B. J., & Anwar, G. (2021). Employee 

Commitment: The Relationship between Employee Commitment and Job 

Satisfaction. Journal of Humanities and Education Development, 3(3), 54–66. 

https://doi.org/10.22161/jhed.3.3.6 

Elrehail, H., Harazneh, I., Abuhjeeleh, M., Alzghoul, A., Alnajdawi, S., & Ibrahim, 

H. M. H. (2020). Employee satisfaction, human resource management 

practices and competitive advantage: The case of Northern Cyprus. European 

Journal of Management and Business Economics, 29(2), 125–149. 

https://doi.org/10.1108/EJMBE-01-2019-0001 

Federici, E., Boon, C., & Den Hartog, D. N. (2021). The moderating role of HR 

practices on the career adaptability–job crafting relationship: a study among 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431


                    
Vol. 6 No. 2, 2026, 2000–2018 e-ISSN 2798-0170 

 

 The Effect of Tax Awareness, Tax Sanctions… 

P
ag

e 
20

16
 

employee–manager dyads. International Journal of Human Resource 

Management, 32(6), 1339–1367. https://doi.org/10.1080/09585192.2018.1522656 

Guzak, J. R., & Kang, E. (2018). Culture, Competencies and Compensation: A 

Framework for Pay for Performance Incentives. American Journal of 

Management, 18(4). 

Hafeez, I., Yingjun, Z., Hafeez, S., Mansoor, R., & Rehman, K. U. (2019). Impact of 

workplace environment on employee performance: mediating role of 

employee health. Business, Management and Economics Engineering, 17(2), 173–

193. 

Hair, J. F., Sarstedt, M., & Ringle, C. M. (2019). Rethinking some of the rethinking 

of partial least squares. European Journal of Marketing, 53(4), 566–584. 

Hoque, M. Z., Cui, S., Lilai, X., Islam, I., Ali, G., & Tang, J. (2019). Resilience of 

coastal communities to climate change in Bangladesh: Research gaps and 

future directions. Watershed Ecology and the Environment, 1, 42–56. 

https://doi.org/10.1016/j.wsee.2019.10.001 

Ismayani, A. (2019). Metodologi penelitian. Syiah Kuala University Press. 

Johari, J., Mohd Shamsudin, F., Fee Yean, T., Yahya, K. K., & Adnan, Z. (2019). Job 

characteristics, employee well-being, and job performance of public sector 

employees in Malaysia. International Journal of Public Sector Management, 

32(1), 102–119. https://doi.org/10.1108/IJPSM-09-2017-0257 

Kang, E., & Lee, H. (2021). Employee compensation strategy as sustainable 

competitive advantage for hr education practitioners. Sustainability 

(Switzerland), 13(3), 1–23. https://doi.org/10.3390/su13031049 

Kultalahti, Susanna, Viitala, R., Hujala, M., & Kekale, T. (2023). Employee well-

being: the role of perceived competence. Journal of Workplace Learning, 35(7), 

648–661. https://doi.org/https://doi.org/10.1108/JWL-06-2023-0095 

Liang, C.-J., Lin, Y.-L., & Huang, H.-F. (2013). Effect of core competence on 

organizational performance in an airport shopping center. Journal of Air 

Transport Management, 31, 23–26. 

https://doi.org/https://doi.org/10.1016/j.jairtraman.2012.11.005 

Lin, C.-P., Liu, C.-M., & Chan, H.-T. (2022). Developing job performance: 

mediation of occupational commitment and achievement striving with 

competence enhancement as a moderator. Personnel Review, 51(2), 750–769. 

Mahmood, A., Akhtar, M. N., Talat, U., Shuai, C., & Hyatt, J. C. (2019). Specific 

HR practices and employee commitment: the mediating role of job 

satisfaction. Employee Relations, 41(3), 420–435. https://doi.org/10.1108/ER-03-

2018-0074 

Martinson, B., & De Leon, J. (2018). Testing horizontal and vertical alignment of 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431


                    
Vol. 6 No. 2, 2026, 2000–2018 e-ISSN 2798-0170 

 

Arifah et al. 

P
ag

e 
20

17
 

HR practices designed to achieve strategic organizational goals. Journal of 

Organizational Effectiveness, 5(2), 158–181. https://doi.org/10.1108/JOEPP-10-

2016-0057 

Mayer, R. C., & Schoorman, F. D. (1998). Differentiating antecedents of 

organizational commitment: A test of March and Simon’s model. Journal of 

Organizational Behavior: The International Journal of Industrial, Occupational and 

Organizational Psychology and Behavior, 19(1), 15–28. 

Muchiri, C. T., Khayota, M., Oluoch, J., & Gongera, G. (2022). Occupational Stress 

and Employees Performance. Reviewed Journal International of Business 

Management, 3(1), 13–21. https://doi.org/10.61426/business.v3i1.30 

Nitisemito, A. S. (1992). Manajemen dan sumber daya manusia. In Yogyakarta: 

BPFE UGM. 

Nor, A. I. (2018). Enhancing Employee performance Through Human Resources 

Management Practices: A Review Literature. European Journal of Human 

Resource Management Studies, 2, 87–96. 

https://doi.org/10.5281/zenodo.2528901 

Ohemeng, F. L. K., Amoako-Asiedu, E., & Obuobisa Darko, T. (2018). The 

relationship between leadership style and employee performance. 

International Journal of Public Leadership, 14(4), 274–296. 

https://doi.org/10.1108/ijpl-06-2017-0025 

Purity, M., Eilish, M., Ogenna, U., Honorati, M., & Henry, M. (2017). The Impact of 

Supportive Supervision on the Implementation of HRM processes; A Mixed-

Methods study in Tanzania. Health Systems and Policy Research, 4 (1), 1–9. 

Raziq, A., & Maulabakhsh, R. (2015). Impact of Working Environment on Job 

Satisfaction. Procedia Economics and Finance, 23(October 2014), 717–725. 

https://doi.org/10.1016/s2212-5671(15)00524-9 

Sudarmanto. (2009). Pengembangan Kompetensi SDM. In Yogyakarta: Pustaka 

Pelajar (Vol. 76). 

Sutrisno, E. (2010). Manajemen Sumber Daya Manusia, Jakarta. In Kencana 

Prenada Media Group. 

van Rossenberg, Y. G. T., Klein, H. J., Asplund, K., Bentein, K., Breitsohl, H., 

Cohen, A., Cross, D., de Aguiar Rodrigues, A. C., Duflot, V., Kilroy, S., Ali, 

N., Rapti, A., Ruhle, S., Solinger, O., Swart, J., & Yalabik, Z. Y. (2018). The 

future of workplace commitment: key questions and directions. European 

Journal of Work and Organizational Psychology, 27(2), 153–167. 

https://doi.org/10.1080/1359432X.2018.1443914 

Warr, P. (2011). Work, happiness, and unhappiness. Psychology Press. 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431


                    
Vol. 6 No. 2, 2026, 2000–2018 e-ISSN 2798-0170 

 

 The Effect of Tax Awareness, Tax Sanctions… 

P
ag

e 
20

18
 

Yu, Q., Yen, D. A., Barnes, B. R., & Huang, Y. A. (2019). Enhancing firm 

performance through internal market orientation and employee 

organizational commitment. International Journal of Human Resource 

Management, 30(6), 964–987. https://doi.org/10.1080/09585192.2017.1380059 

Zhenjing, G., Chupradit, S., Ku, K. Y., Nassani, A. A., & Haffar, M. (2022). Impact 

of Employees’ Workplace Environment on Employees’ Performance: A 

Multi-Mediation Model. Frontiers in Public Health, 10(May). 

https://doi.org/10.3389/fpubh.2022.890400 

 

https://issn.perpusnas.go.id/terbit/detail/20210617281787431

