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ABSTRACT

Purpose of the study — This study aims to determine and analyze the partial and
simultaneous effects of competence and work environment on employee performance.

Research method—A quantitative approach with correlational research method is used
in this study. The employees of the Inspectorate Office of Karawang Regency are the
subjects of this research. Saturated sampling technique is used to collect data through
questionnaire distribution and observation.

Result— The results show that there is a positive and significant influence between
competence and employee performance. Similarly, employee performance is positively
and significantly influenced by the work environment. Additionally, there is a significant
and positive simultaneous influence between employee performance, competence, and
work environment.

Conclusion— This study provides insights into the importance of competence and work
environment in enhancing employee performance. The findings suggest that
organizations should focus on improving employee competence and creating a
conducive work environment to enhance overall employee performance.

Keywords: Competence, Work Environment, Employee Performance

This work is licensed under a Attribution 4.0 International (CC BY 4.0)

INTRODUCTION

Human resources are a crucial component in an organization. In the process of
achieving organizational goals, organizations have factors that are interrelated and influence
each other. The movement of other components is highly dependent on human resources.
Therefore, optimizing and managing human resources is crucial in an organization (Mulia &
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Saputra, 2021). Obtaining quality results through human resources is the expected goal in
institutions or organizations, because with resources good power is expected to achieve the
best performance as expected by individuals and groups. This will help to achieve and realize
organizational goals (Pertiwi & Saputra, 2019).

Under the administrative direction of the Regional Secretariat, the Inspectorate is a
branch of government tasked with supervising the implementation of regional government.
According to Karawang Regency Regional Regulation Number 14 of 2016 concerning Karawang
Regency Regional Apparatus, the Regent assigns duties to the Inspectorate, and the
Inspectorate reports all supervisory issues to the Regent directly. Therefore, the Karawang
Regency Inspectorate must be able to identify and prevent acts of To support the
implementation of clean and accountable regional government administration, the regional
Inspectorate is expected to obtain good performance.

Based on the rules regarding regional financial management that contained in
Government Regulation Number 58 of the year 2005 provides a brief explanation that
programs, outputs, activities or results that are expected and have been realized in the context
of budget use with measurable quality and quantity are the scope of performance.

Table 1. Comparison of 2022 Performance Realization and 2021-2026 Performance Targets

Programs and 2021 2022
Activities Targets Achievement Target Capaian

District Inspt District Inspectorate
Supervision. Supervision 84.85%
Karawang : AMJ West Java Provincial
Riksus 87.12% Inspectorate Supervision

Supervision Riktu Village Fund 42.44%

. 53% Regular 43%, BPK RI Supervision 73.32

Implementation 80 . 81 0

Program West Java Pr.oymual %
Inspt Supervision: (66.87%)
52.66%,
BPK RI Supervision:
73.41%
(77.23%)

Policy Formulation,

Mentoring and 80 - 81 78,81%

Assistance Program

Regency/City

Regional 100 100  84,02%

Government Affairs
Support Program

Sumber Data : Inspektorat Karawang
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Based on table 1 above, it shows that the difference in performance in 2021 - 2026 has
not been achieved to the maximum, where in the Supervision Implementation Program in 2021
performance achievement only reached 77.23% of the 80% targeted and in 2021 there was no
implementation of the Policy Formulation, Mentoring Program and Assistance because the
program will only be realized in 2022, namely assistance in preparing the risk register.
Meanwhile, the Regency/City Regional Government Affairs Support Program has achieved the
specified target, namely 100%. Meanwhile, the Monitoring Program in 2022's performance
achievement only reached 66.87% of the targeted 80% and the Policy Formulation, Mentoring
and Assistance Program performance achievement only reached 78.81% of the targeted 81%.
Meanwhile, in the Regency/City Regional Government Affairs Support Program, performance
achievements only reached 84.02% of the target. So there is a decline in performance and less
than optimal performance in the realization of programs and activities in 2022 at the Karawang
Regency Inspectorate.

The success of an organization is supported by optimal performance and high
competence or expertise possessed by human resources in the organization. However, an
organization or agency will be disadvantaged if the agency's human resources are unskilled and
have less than optimal performance (Hartati et al., 2020). Competence is a component that also
influences performance (Mulia & Saputra, 2021). An employee's competency can be assessed
from work experience, relevant educational background, expertise, knowledge and skills
possessed (Pertiwi & Savitri, 2021). Therefore, something that is very crucial in supporting the
process of achieving an organization effectively and efficiently is competence. Duties will be
carried out well if employees have high competence. (Pertiwi & Saputra, 2019).

Table 2. Competency Map in 2022
Required competencies

Followed training Substance Technical Competency Gap
Training for the Formation of 1. Risk Based Audit 1. Review RKA
Government Supervisors for 2. Investigative Audit 2. Penilaian Angka
Inpassing Civil Servants 3. Risk Management Kredit JFA
Training for the Formation of the 4. Supervision Management 3. Probity Audit
First Expert Auditor 5. Basic Level Audit 4. Audit Perhitungan
Young Auditor Training 6. Review of Regional Government Kerugian Negara
Intermediate Auditor Training Financial Reports 5. Audit Pendapatan
7. Performance Audit Asli Daerah
8. Audit of Procurement of Goods

and Services
9. SPIP Maturity Assessment
10.Increasing APIP Capabilities
11.JFA Credit Score Assessment
12.Regional Financial Management
13.Probity Audit
14.Lakip Review
15.RKA review

20


http://portal.xjurnal.com/index.php/ijmeba

\.._International Journal of Management, Economic, Business and Accounting (IJ]MEBA)
P http://portal.xjurnal.com/index.php/ijmeba
IJMEBA Vol 3 No 2 May 2024
E-ISSN 2962-0953

https://doi.org/10.58468/ijmeba.v3i293

Required competencies
Followed training Substance Technical
16.Problem Solving Analysis
17.Training in Procurement of
Goods and Services

Data Source: Karawang Inspectorate

Competency Gap

In table 2 above, it can be seen that there is a gap in the competencies possessed by
current employees and the competencies needed in the future. Employees only have 5
competencies out of the 17 competencies required after participating in 4 sessions of training
activities over a year because some competencies have not been identified whether employees
have participated in the required competency development, because employee competency
data and information have only been collected since 2018. Thus, the lack of competence
possessed by employees affects employee performance.

Apart from that, the work environment also has an impact on performance. The work
environment in an organization plays an important role in the smooth running of the activity
process, because the work environment will influence how the tasks given can be completed
(Shilma et al., 2022). The non-physical or physical work environment has an influence on
employee performance in carrying out their roles, and this will have an impact on the ability to
achieve company goals (Lupita et al., 2019). A conducive work environment includes building
positive relationships between fellow employees, good relationships between leaders and
employees. Apart from that, the physical aspects of the work environment include, among
other things, the dimensions of the work space, lighting levels, air temperature, color selection,
noise levels, cleanliness of the work area, as well as the availability of work facilities and
infrastructure which play an important role in creating optimal working conditions (As'ad,
2021).

Table 3 Results of Pre-Survey Work Environment for Karawang Inspectorate
Employees

) Alternative Answers
No Indicator

SB B C TB STB

1 Physical Environment

The lighting level in the room is optimal 7 9 4 2 0
The indoor air temperature is already at normal temperature 3 9 5 2 3
The facilities available are quite adequate 3 7 5 5 2
The space to move around in the room is quite comfortable 1 15 1 5 0
There is a comfortable atmosphere 3 12 3 4 0
Guaranteed safety in the workplace 5 11 4 2 0
2 Non-Physical Environment
There is a harmonious relationship between employees and 5 13 3 1 0

leaders
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. Alternative Answers
No Indicator

SB B C TB STB

Leaders show a friendly attitude and often ask about obstacles
faced by employees

Employees can work together and collaborate well and support
each other

Relations between employees and co-workers are good 7 11 2 2 0

6 13 2 1 0

Data source: Karawang Inspectorate (Processed by researchers)

Table 3 shows that the work environment at the Karawang Inspectorate is not optimal
enough, where there are statements indicating that respondents are very poor and not good on
work environment indicators including stating that lighting, air temperature, facilities and
infrastructure, room, atmosphere, security, Working relationships with leaders and co-workers
are not optimal enough and are not adequate enough to support employee work. Therefore, it
can be concluded that there is an influence of the work environment on the performance of
Karawang Regency Inspectorate employees.

The results of the research (Djalante et al., 2022) are that simultaneously or partially
competence, leadership and work environment have an influence on the performance of state
civil servants at the Sidenreng Rappang Regency Environmental Service. According to (Verdina
et al., 2021), the results obtained were that simultaneously and partially, competency and work
environment variables had a fairly large overall influence on employee performance.
Meanwhile, Hajali et al., (2021) in their research found that the work environment on employee
performance had a positive but not significant influence, while competence had a significant
and positive influence.

LITERATURE REVIEW AND HIPOTESYS DEVELOPMENT

HR Management

To achieve organizational goals, HR management is defined by (Arraniri et al., 2021) as a
series of procedures that include organizing, planning, directing and controlling various aspects
such as recruitment, compensation, development, maintenance, integration, and termination
of working relationships with employees. Human resource management according to the
explanation from Inzani & Yuliani (2022) is a series of activities which include organizing,
planning, coordinating, implementing as well as supervising various processes related to labor
procurement, employee development, providing rewards, employee integration and if
necessary termination working relationships with employees in order to achieve organizational
goals. Meanwhile (Kurniawati, 2021) defines human resource management as a process of
attracting personnel and selecting, developing, maintaining and utilizing human resources in
order to meet targets for both individuals and organizations.

Based on the previous understanding, it can be stated that human resource
management is a science that concerns the control and management of employees to meet
predetermined organizational goals.
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Career development
(Yolinza, 2023) believes that career development is a person's effort to improve
themselves to achieve the desired career goals. According to (Aliefiani et al., 2023) Career
development is a systematic process that aims to help someone grow their skills, insight and
individual potential in achieving the desired career. Career development is the process by
which an organization attempts to change a person's career level, position and position in an
organization (Permata Sari & Candra, 2020). Therefore, it can be synthesized that career
development is a person's effort to develop their level of ability in achieving better career
goals.
Competence
According to (Adittya et al., 2021), career development refers to the efforts made by
individuals to plan and improve their competencies with the aim of achieving the desired
career. According to (Glarenia Britney Lukar et al., 2023) career development is a way in which
someone improves their performance to reach a greater level of maturity, expertise and
responsibility. Career development plays an important role for individuals and organizations
because it is impossible to plan a career without considering organizational needs and
employee competencies (Putra & Darmawan, 2022).
Organizational behavior
In (Hasan & et al, 2022) organizational behavior is a cross-disciplinary field of study that
focuses on improving attitudes both in individual and group behavior in an organization with
the aim of contributing effectively to achieving organizational goals. Organizational behavior is
defined as a science that is directly related to how to understand, plan, organize and control
individual behavior in an organization, as well as how this behavior has an impact on achieving
organizational goals (Hamsah et al., 2020). Apart from that, organizational behavior (OB) is a
science that examines various aspects of an organization, such as thought processes, feelings
and also employee behavior both as a team and individually (Darmastuti & et al, 2020). So it
can be synthesized that organizational behavior is a science that refers to the ways in which
individuals interact in an organization and how they behave and act in the work environment.
Work environment
Nofitasari (2021) explains that there is a significant impact of the work environment on
a person's behavior. A comfortable work environment encourages positive individual
development, while a non-conducive work environment can have a detrimental impact. Apart
from that, the work environment can also form close relationships between individuals in the
work environment.
Performance
In (Thian, 2021) organizational behavior involves the study of individual actions in an
organization and how their behavior impacts company performance. Meanwhile, according to
(Asni Gani et al., 2020) organizational behavior specifically studies the interaction between
individuals and organizations and their involvement with performance and productivity.
Organizational behavior is a field of study that focuses on the activities carried out by
individuals in organizations and how their behavior has an impact on organizational

23


http://portal.xjurnal.com/index.php/ijmeba

\.._International Journal of Management, Economic, Business and Accounting (IJ]MEBA)
P http://portal.xjurnal.com/index.php/ijmeba
IJMEBA Vol 3 No 2 May 2024
E-ISSN 2962-0953

https://doi.org/10.58468/ijmeba.v3i293

-

performance, including human attitudes towards work, relationships between co-workers,
motivation, cooperation and other relevant aspects.

Competence
Rivai and Sagala (2011), "competence is the desire to have an impact on other people
and the ability to influence other people through persuading and influencing strategies"

(Rosmaini & Tanjung, 2019). According to Wibowo (2016), competency is a person's skill in

carrying out their duties based on expertise and insight supported by behavior on the job

(Hartati et al., 2020). According to (Haryanto et al., 2023) competence is something that is

related to skills, knowledge and attitudes which are the basis for completing a given task.

Therefore, it is synthesized that competency is the ability to do a job accompanied by skills and

knowledge.

According to (Syahyutia Putri, 2021), work competency includes the indicators below:

1. Knowledge: Obtaining expertise in the chosen profession through formal education in the
form of training and courses.

2. Skills: have skills in the professional field being handled as well as the ability to handle
things in detail. Apart from skills, abilities are also needed to solve problems quickly and
efficiently.

3. Attitude: Maintaining an attitude in the organization and behaving in accordance with the
organization's values.

Work environment

Based on the statement (Kariyamin et al., 2020) the work environment is defined as a
situation or condition in the workplace that supports work activities. Based on (Ahmad et al.,
2022) the work environment is the elements around employees that can have an influence on
the smooth completion of their assigned tasks. Meanwhile, according to (Inzani SL & Yuliani,
2022) the work environment can be defined as all facilities and equipment in the work area
which influence individuals and groups of people in carrying out their duties. Working
environmental conditions are considered good if they allow employees to carry out activities
optimally, healthily, safely and comfortably (Apriliani et al., 2024).

So it can be synthesized that the work environment is defined as a work situation or
conditions that can support employee work, which includes infrastructure and relationships
with the people around them. According to (Ardhianti & Susanty, 2020) the dimensions of the
work environment are the non-physical and physical work environment including lighting level,
air temperature, noise level, color choice, humidity, facilities, good relationships between
employees and with leaders, opportunities for advancement and job security.

Performance

According to (Mulia & Saputra, 2021) Performance plays an important role for agencies,
especially in terms of employee performance which can help the organization to achieve
targets. The results of an employee's work which includes quantity and quality components
according to the responsibilities and tasks given are referred to as performance (Prtiwi &
Savitri, 2021). Performance is the overall result of a person's achievements within a certain
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period of time while still taking into account the standards of work results, criteria, targets or
objectives that were previously agreed and determined (Rosmaini & Tanjung, 2019).

Thus, it can be synthesized that performance is defined as the result of individual

achievement in carrying out their duties through predetermined targets and criteria. In (Kurnia
& Andi, 2022) The following are the dimensions and performance indicators:

1.
2.

w

Speed and ability are indicators used to measure Work Quantity.

The quality of results is measured through three indicators, namely neatness,
thoroughness and work results.

Measuring cooperation through indicators in the form of cohesiveness and cooperation.
Responsible work results and ability in decision making are two indicators for measuring
responsibility.

Initiative is measured by indicators of an individual's ability to take initiative action in
completing tasks.

(Ratnaningsih & Rahman, 2021)

I Hl
Eompetens
(X1)
1. Pengetahuan
(Knowledge)
2. Kemampuan (Skill) Y
3. Sikap (Atiitude) Kinerja Pegawai
: (Y)
2. EKualitas dari Hasil
> 3. Kerjasama
Lingkungan Kerja H3 4. Tanggung Jawab
(X2) 5. Inisiatif
1. Lingkungan Kerja (Kurnia & Andi, 2022)
Fisik
2. Lingkungan Kerja L
Non Fisik
(Ardhianti & Susantv. 2020 H?
|

(Ahmad et al_.. 2022)

Figure 1 Framework of Thinking
Hypothesis:

H1: It is suspected that competency (X1) influences the performance of employees (Y) of the

Karawang Regency Inspectorate.

H2: It is suspected that the work environment (X2) influences the performance of employees

(Y) of the Karawang Regency Inspectorate.

H3: It is suspected that competency (X1) and work environment (X2) influence employee

performance (Y) of the Karawang Regency Inspectorate.
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METHOD

Quantitative methods with correlational research methods were used in this research.
The objects studied were employees at the Karawang Regency Inspectorate. There were 66
employees who constituted the population in this study, including 64 civil servant employees
and 2 non-civil servants. The sample is a small portion of the entire population and its
characteristics (Sugiyono, 2013). The sample in this research is the total population, namely 66
employees. In this research, a non-probability sampling technique was used, namely a
saturated sampling technique in which the entire population was taken as a sample. Data was
collected through two methods, namely observation data and distributing questionnaires. Data
sources are taken from secondary data and primary data. The regression analysis technique
was chosen as a way to analyze the data in this research.

RESULTS AND DISCUSSION
A. Result
Validity Test is used as a way to determine the extent to which a questionnaire can be
considered valid or not, in the sense of the extent to which the instrument can measure
accurately. The data is declared valid if the calculated correlation value (r calculated) is
greater than the table correlation value (r table). Determined df = 66-2 = 64 at a
significance level of 5%, then the table correlation value is 0.242. Therefore, it is stated
that r count > r table, then the data is considered valid or valid.

Table 4 Validity Test Results for Competency Variables (X1), Work Environment (X2),
and Performance (Y)

Statement raccount rtable note

Competence

x1.1 0.832 valid
x1.2 0.857 valid
x1.3 0.862 valid
x1.4 0.749 valid
x1.5 0.819 valid
x1.6 0.866 0.242 valid
x1.7 0.864 valid
x1.8 0.864 valid
x1.9 0.813 valid
x1.10 0.701 valid
Work environment

x2.1 0.2 valid
x2.2 0.822 0.242 valid
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Statement raccount rtable note

Competence

x2.3 0.707 valid
x2.4 0.782 valid
x2.5 0.863 valid
X2.6 0.852 valid
x2.7 0.862 valid
x2.8 0.823 valid
x2.9 0.879 valid
x2.10 0.896 valid
x2.11 0.837 valid
Performance

y.1 0.925 valid
y.2 0.937 valid
y.3 0.925 valid
y.4 0.905 valid
y.5 0.918 valid
y.6 0.898 valid
y.7 0.862 0.242 valid
y.8 0.771 valid
y.9 0.883 valid
y.10 0.904 valid
y.11 0.904 valid
y.12 0.794 valid
y.13 0.861 valid

Source: SPSS Test Results (2024)

The results of the validity test calculations in this table confirm that the relationship
coefficient value exceeds the r table of 0.242. Therefore, it can be concluded that all points of
this research statement have proven their validity. The reliability test is a questionnaire test
that tests the consistency of a respondent's answer using the Cronbach Alpha Test. The
minimum accepted limit of reliability is > 0.60.

Table 5 Reliability Test Results

Variabel Cronbach's Alpha N of Item Note
Competence 0.947 10 Reliabel
Work environment 0.954 11 Reliabel
Performance 0.976 13 Reliabel

Source: SPSS Test Results (2024)
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According to the table above, it shows that the results of the reliability test calculations are
proven to be reliable.
Table 6 Normality Test Results

One-Sample Kolmogorov-Smirnov Test
Unstandardized

Residual
N 66
Normal Parameters® Mean .0000000
Std. Deviation 4.48982688
Most Extreme Differences Absolute 113
Positive 113
Negative -.108
Kolmogorov-Smirnov Z 921
Asymp. Sig. (2-tailed) .365

a. Test distribution is Normal.

The results of the normality test in the table show that the significance is 0.365 > 0.05, so
it can be stated that the distribution of the residual values is normal.

Table 7 Multicollinearity Test Results

Coefficients?

Standardized

Unstandardized Coefficients Coefficients Collinearity Statistics
Model B Std. Error Beta T Sig. Tolerance VIF
1 (Constant) 4.510 4.617 977 332
Competence .904 134 .630 6.754 .000 .644 1.552
Work
.249 .093 .250 2.683 .009 .644 1.552

environment
a. Dependent Variable: Peformance

Referring to this data, the tolerance value for the Competency variable (X1) and the Work
Environment variable (X2) is 0.644 > 0.1 and the VIF is 1.552 < 10. Therefore it can be stated
that there are no symptoms of multicollinearity.
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Table 8 Heteroscedasticity Test Results

Correlations

Work Unstandardized
Competence environment Residual
Spearman’'s rho  Competence Correlation Coefficient 1.000 6207 .109

Sig. (2-tailed) .000 .382

N 66 66 66
Work environment Correlation Coefficient .620" 1.000 .057

Sig. (2-tailed) .000 . .649

N 66 66 66
Unstandardized Residual Correlation Coefficient .109 .057 1.000

Sig. (2-tailed) .382 .649 .

N 66 66 66

**_Correlation is significant at the 0.01 level (2-tailed).

It can be seen that the results of the Heteroscedasticity Test in the table above do not
have any symptoms of heteroscedasticity because the Spearman Rank Test has a significance
value for the Competency variable, namely 0.382 > 0.05 and the Work Environment has a
significance value of 0.649 > 0.05.
Table 9 Multiple Regression Analysis

Coefficients?

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) 4.510 4.617 977 332
Competence .904 134 .630 6.754 .000
Work environment .249 .093 .250 2.683 .009

a. Dependent Variable: Perfomance

Multiple regression equation, namely:
Y=4.510+0.904 X1 +0.249 X2
From the results of the calculations in the table, it is known that the Constant value has a
positive value of 4.510, meaning that if the competency variables (X1) and Work Environment
(X2) do not change, then the Performance Constant (Y) value is 4.510. The Competency
Regression Coefficient (X1) shows a positive value of 0.904, which means that if the
Competency variable increases by 1%, the Performance variable (Y) will increase by 0.904.
Meanwhile, the Work Environment Regression Coefficient (X2) obtained a value of 0.249. This
means that if there is a 1% increase in the Environmental variable, then there is an increase of
0.249 for the Performance variable (Y).
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Table 10 Results of Determination Coefficient

Model Summa\ryb

Adjusted R Std. Error of the
Model R R Square Square Estimate

1 .804% .647 .636 4561

a. Predictors: (Constant), Work Environment, Competency
b. Dependent Variable: Performance

Referring to this data, an R Square value of 0.647 or 64.7% was obtained, which shows
that competence and the work environment have a positive influence. Variables outside this
research that can influence employee performance contribute 35.5%.

The t test is aimed at finding out how each independent variable partially influences the
dependent variable. The t table value is used as a reference with a significance level of @ = 0.05
and df of 66-3 = 63, so the t table obtained is 1,669.

Table 11 t test results
Coefficients?®

Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta T Sig.
1 (Constant) 4.510 4.617 977 .332
Competence .904 134 630 6.754 .000
Work 249 093 250 2.683 009

environment

a. Dependent Variable: Performance

The t test results can be explained, namely:

a. Hypothesis 1: It is known that the calculated t value is 6,754 > 1,669 and the significance
value is 0.000 < 0.05. So it means that H1 competence (X1) significantly influences
employee performance (Y).

b. Hypothesis 2: it is known that the calculated t value is 2,683 > 1,669 and obtains a
significance value of 0.009 < 0.05. Therefore, it means that H2 has a significant influence
between the work environment (X2) and employee performance (Y).

Table 12 F Test Results

ANOVA®
Model Sum of Squares Df Mean Square F Sig.
1 Regression 2403.225 2 1201.612 57.774 .000?
Residual 1310.305 63 20.798
Total 3713.530 65

a. Predictors: (Constant), Work Environment, Competency
b. Dependent Variable: Performance
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The results of these calculations obtained a calculated f = 57,774 > 3.14 and a
significance level of the f test of 0.000 < 0.05. From these results, it can be concluded that H3
which was tested is that competency and work environment variables influence employee
performance positively and significantly acceptable.

B. Discussion
Competency on Performance
Referring to the calculation results obtained, it can be stated that competencies that
influence employee performance positively and significantly are shown by obtaining a
coefficient value of 0.904.
Work Environment on Performance
Referring to the results, it can be stated that it is known that there is a significant and
positive influence between the work environment and employee performance, shown by the
coefficient value of 0.249.
Competence and Work Environment on Employee Performance
Based on the calculation results, the calculated f has a value of 57,774 > 3.14 and the
significance level of the f test is found to be 0.000 < 0.05. Therefore, it can be said that there is
a simultaneous influence between competency and work environment and employee
performance.

CONCLUSION

From the results of the research and discussion it can be concluded that: First, the
performance of Karawang Regency Inspectorate employees is positively and significantly
influenced by Competency. By increasing competency, employee performance will also
increase. Second, the performance of Karawang Regency Inspectorate employees is influenced
positively and significantly by the Work Environment. If the work environment becomes better,
employee performance will further improve.

Third, Competence and work environment have a positive and significant influence on
employee performance. The factor that most dominates its influence is competence. The
contribution given by these two variables simultaneously is 64.7%, then the remainder is
influenced by other elements that were not tested.

Based on the research results above, it is known that there are limitations where all
variables that can influence employee performance have not been revealed. Therefore, it is
recommended for researchers who want to use research related to competency and the work
environment whose influence has an impact on employee performance to add other variables.
This will allow researchers to conduct more comprehensive observations of factors that have
the potential to influence employee performance.

REFERENCES
Adittya, A., Andini, L., & Sa’adah, L. (2021). Pengaruh Kompetensi dan Motivasi terhadap
Kinerja dengan Pengembangan Karier sebagai Variabel Mediasi. Jurnal Manajemen

31


http://portal.xjurnal.com/index.php/ijmeba

\.._International Journal of Management, Economic, Business and Accounting (IJ]MEBA)
P http://portal.xjurnal.com/index.php/ijmeba
IJMEBA Vol 3 No 2 May 2024
E-ISSN 2962-0953

https://doi.org/10.58468/ijmeba.v3i293

-

Dan Kewirausahaan, 6(1), 42-509.
https://www.neliti.com/publications/471637/pengaruh-kompetensi-dan-motivasi-
terhadap-kinerja-dengan-pengembangan-karier-
seb%O0ANhttps://www.academia.edu/download/88615462/389320979.pdf

Ahmad, A. J., Mappamiring, & Mustari, N. (2022). Pengaruh Lingkungan Kerja Terhadap
Kinerja Pegawai di Dinas Pendidikan dan Kebudayaan Kabupaten Bulukumba. Kajian
IImiah Mahasiswa Admnistrasi Publik, 3(1), 287-298.

Aliefiani, G., Putri, M., Fauzi, A., Saputra, F., Danaya, B. P., & Puspitasari, D. (2023).
Pengaruh Pengembangan Karier, Budaya Organisasi dan Beban Kerja terhadap
Kepuasan Kerja Karyawan (Literature Review MSDM). Jemsi, 5(2), 99-110.
https://dinastirev.org/https://creativecommons.org/licenses/by/4.0/

Apridani, A., Bambang Mantikei, & Achmad Syamsudin. (2021). Pengaruh kompetensi,
lingkungan kerja dan motivasi terhadap kinerja pegawai pada Puskesmas Kecamatan
Tanah Siang. Journal of Environment and Management, 2(1), 82-88.
https://doi.org/10.37304/jem.v2i1.2664

Apriliani, T., Rismayadi, B., & Pertiwi, W. (2024). Pengaruh Lingkungan dan Kepuasan
Kerja terhadap Kinerja Karyawan di PT. Rizky Putra Raja Karawang. Al-Kharaj : Jurnal
Ekonomi , Keuangan & Bisnis Syariah, 6(2), 2547-2562.
https://doi.org/10.47467/alkharaj.v6i

Ardhianti, U., & Susanty, A. I. (2020). Pengaruh Lingkungan Kerja Terhadap Kinerja
Karyawan Pada Suatu Perusahaan Di Jakarta. Jurnal Menara Ekonomi : Penelitian Dan
Kajian limiah Bidang Ekonomi, 6(3), 98-105. https://doi.org/10.31869/me.v6i3.2131

Arraniri, 1., Firmansyah, H., Wiliana, E., Setyaningsih, D., Susiati, A., Megaster, T.,
Rachmawati, E., Wardhan, A., Yuliatmo, W., Purwaningsih, N., Maliah,
Mawardiningsih, W., Trisavinaningdiah, A., Arif, M., & Alini. (2021). Manajemen
Sumber Daya Manusia. Anggota IKAPI.

As’ad, A. (2021). Pengaruh Kompetensi , Motivasi Kerja dan Lingkungan Kerja terhadap
Kinerja ~Karyawan. YUME: Jowrnal of Management, 4(1), 191-200.
https://doi.org/10.37531/yume.vxix.344

Asni Gani, N., Edward Utama, R., Jaharuddin, & Priharta, A. (2020). Perilaku Organisasi.
Jakarta Timur : Mirgat.

Darmastuti, 1., & dkk. (2020). Organisasi dan manajemen. Bandung : CV.Media Sains
Indonesia.

Djalante, A., Firman, A., & Natsir, M. (2022). Pengaruh Kompetensi, Kepemimpinan,
Lingkungan Kerja, Terhadap Kinerja Aparatur Sipil Negara pada Dinas Lingkungan
Hidup Kabupaten Sidenreng Rappang. YUME: Journal of ..., 5(1), 253-260.
https://doi.org/10.37531/yume.322.563

Dwiyanto, A., & Rufaedah, Y. (2020). Pengaruh Kompetensi, Independensi, dan
Profesionalisme Auditor Internal terhadap Kinerja Auditor Internal (Studi Kasus pada
Inspektorat Pemerintah Kabupaten Bandung Barat). Prosiding The 11th Industrial
Research Workshop and National Seminar, 11(1), 936-942.

Elbadiansyah. (2023). Pengantar Manajemen. Sleman : CV BUDI UTAMA.

Glarenia Britney Lukar, G., Tewal, B., & Bin Hasan Jan, A. (2023). Pengaruh Keahlian
Kerja, Pengembangan Karir Dan Self-Efficacy Terhadap Efektivitas Kerja Perawat

32


http://portal.xjurnal.com/index.php/ijmeba

\.._International Journal of Management, Economic, Business and Accounting (IJ]MEBA)
P http://portal.xjurnal.com/index.php/ijmeba
IJMEBA Vol 3 No 2 May 2024
E-ISSN 2962-0953

https://doi.org/10.58468/ijmeba.v3i293

-

Pada RSUD Mongondow Selatan. 11(4), 735-747.

Hajali, 1., Mahfudnrnajamuddin, Suriyanti, & Putra, A. (2021). Pengaruh Kompetensi dan
Lingkungan Kerja Terhadap Kinerja Karyawan PT. Bank Rakyat Indonesia Kantor
Cabang Makassar, Tata kelola, P-ISSN: 2089-0982, E-ISSN: 2722-7952. Tata Kelola:
Jurnal Magister Manajemen Universitas Muslim Indonesia, 8(1), 92—-104.

Hamsah, A. I., Hakim, L., & Razak, R. (2020). Pengaruh Perilaku Organisasi Terhadap
Kualitas Pelayanan Publik. Kajian Ilmiah Mahasiswa ..., 1, pp 1-14.
https://journal.unismuh.ac.id/index.php/kimap/article/view/4048

Hartati, Y., Ratnasari, S. L., & Susanti, E. N. (2020). Pengaruh Kompetensi, Komunikasi,
Dan Lingkungan Kerja Terhadap Kinerja Karyawan Pt. Indotirta Suaka. Jurnal Dimensi,
9(2), 294-306. https://doi.org/10.33373/dms.v9i2.2542

Haryanto, D. P., Rismayadi, B., & Pertiwi, W. (2023). Pengaruh Kompetensi dan
Kompensasi terhadap Kinerja Pegawai pada UPTDPuskesmas Kotabaru Karawang.
Management  Studies and  Entrepreneurship  Journal, 4(5), 4989-49909.
http://journal.yrpipku.com/index.php/msej

Hasan, M., & dkk. (2022). Perilaku Organisasi ( Organizational Behaviour ). Bandung
‘Widina Media Utama.

Inzani SL, J. F., & Yuliani. (2022). Pengaruh Kompetensi dan Lingkungan Kerja Terhadap
Kinerja Pegawai Pada Biro Umum Kantor Gubernur Sulawesi Barat. FORECASTING:
Jurnal llmiah limu Manajemen, 1(1), 2656-6265.

Kariyamin, K., Hamzah, N., & Lantara, N. (2020). Pengaruh Motivasi, Kompetensi, dan
Lingkungan Kerja terhadap Kinerja Pegawai. Tata Kelola, 7(1), 10-18.
https://doi.org/10.52103/tatakelola.v7i1.65

Kurnia, A., & Andi. (2022). Pengaruh Kompetensi Terhadap Kinerja Pegawai Di Dinas
Kependudukan Dan Pencatatan Sipil Kota Tasikmalaya. Jurnal ADMINISTRATOR,
4(1), 1-10. https://doi.org/10.55100/administrator.v4il.42

Kurniawati, E. (2021). Manajemen Sumber Daya Manusia. PT.Nasya Expanding
Management.

Lupita, D. W., Rismayadi, B., & Patricia, F. (2019). Pengaruh Lingkungan Kerja dan Budaya
Kerja Terhadap Kepuasan Kerja Tenaga Kesehatan(Study Kasus pada Puskesmas di
Kecamatan Kotabaru Karawang). Jurnal Manajemen & Bisnis Kreatif, 5(1), 61-73.

Mulia, R. A., & Saputra, N. (2021). Pengaruh Kompetensi, Lingkungan Kerja dan Motivasi
Berprestasi Terhadap Kinerja Pegawai Negeri Sipil Sekretariat Daerah Kota Padang.
Pengaruh Kompetensi, Lingkungan Kerja Dan Motivasi Berprestasi Terhadap Kinerja
Pegawai Negeri Sipil Sekretariat Daerah Kota Padang, 01(1), 1-24.

Nofiar, N., Maswarni, M., & Susanti, N. (2021). Pengaruh Kompetensi Terhadap Kinerja
Karyawan Pt. Wisesan Jaya Makmur Kota Tangerang. SCIENTIFIC JOURNAL OF
REFLECTION : Economic, Accounting, Management and Business, 4(4), 842-849.
https://doi.org/10.37481/sjr.v4i4.401

Nofitasari, T. (2021). ( Studi Kasus Pada UPTD Unit Puskesmas Gombong | ) Tiwi
Nofitasari Prodi S1 Manajemen , Universitas Putra Bangsa Email : ntiwisa@gmail.com
( Studi Kasus Pada UPTD Unit Puskesmas Gombong I ). 857, 1-12.

Nurul Ichsan, R., Nasution, L., & Sinaga, S. (2021). Bahan Ajar Manajemen Sumber Daya

33


http://portal.xjurnal.com/index.php/ijmeba

\.._International Journal of Management, Economic, Business and Accounting (IJ]MEBA)
P http://portal.xjurnal.com/index.php/ijmeba
IJMEBA Vol 3 No 2 May 2024
E-ISSN 2962-0953

https://doi.org/10.58468/ijmeba.v3i293

-

Manusia (MSDM). Medan : CV. Sentosa Deli Mandiri.

Nyoman Suli Asmara Yanti, N., Khaerana, & Dkk. (2023). Manajemen Sumber Daya
Manusia Internasional (N. Rismawati (ed.)). Widina Media Utama.

Permata sari, D., & Candra, Y. (2020). Pengaruh Pengembangan Karir, Self Efficacy, Dan
Motivasi Kerja  Terhadap  Kinerja  Karyawan. 1(Januari),  224-228.
https://doi.org/10.31933/JEMSI

Pertiwi, W., & Saputra, A. (2019). Pengaruh Pengembangan Karir, Motivasi Kerja dan
Kompetensi Terhadap Kinerja Pegawai Dinas Penanaman Modal dan Pelayanan
Terpadu Satu Pintu (DPMPTSP) Kota Cirebon. Jurnal Ekonomi Manajemen, 14(2),
320-329.
http://oaj.stiecirebon.ac.id/index.php/jem/article/view/55%0Ahttp://oaj.stiecirebon.ac.id/
index.php/jem/article/download/55/56

Pertiwi, W., & Savitri, C. (2021). Pengaruh Kompetensi, Disiplin Kerja, Dan Motivasi Kerja
Terhadap Kinerja Pegawai. Jurnal Manajemen & Bisnis Kreatif, 63—77.

Putra, A. R., & Darmawan, D. (2022). Penguatan Komitmen Organisasi Melalui Kebijakan
Pengembangan Karir Dan Profesionalisme Karyawan. Jurnal limiah Satyagraha, 5(2),
45-55. https://doi.org/10.47532/jis.v5i2.477

Ratnaningsih, T., & Rahman, A. S. (2021). Pengaruh Kompetensi Terhadap Kinerja Pegawai
Pada Biro Pembinaan Operasi Mabes Polri Jakarta. Jurnal Arastirma, 1(1), 151-164.
https://doi.org/10.32493/arastirma.v1i1.10071

Raymond, Lestari Siregar, D., Gita Indrawan, M., Sukma, M., Hartati, Nila sari, V., Syafitri
Andra, R., Lucinta Rillova Arif Lubis, B., Mirsal, Mittra Candana, D., Afuan, M.,
Widian Sari, M., Nurul Anwar, R., Juliardi, B., & Novrianto, A. (2023). Manajemen
Sumber Daya Manusia (S. Kasman (ed.)). Padang : CV.Gita Lentera.

Rohman, A. (2017). Dasar-dasar Manajemen. Malang : Inteligensia Media.

Rosmaini, & Tanjung, H. (2019). Pengaruh Kompetensi, Motivasi Dan Kepuasan Kerja
Terhadap Kinerja Pegawai. Maneggio: Jurnal limiah Magister Manajemen, 2(1), 1-15.
https://doi.org/10.30596/maneggio.v2il1.3366

Rumawas, W. (2018). Manajemen Sumber Daya Manusia. Manado: Unsrat Press.

Sahir, S. H. (2021). Metodologi Penelitian. Bantul : Penerbit KBM Indonesia.

Setyawasih, R., Basali, Y., & Dkk. (2023). Manajemen Sumber Daya Manusia Global (D.
Purnama Sari & M. Sari (eds.)). PT GLOBAL EKSEKUTIF TEKNOLOGI.

Shilma, Rismayadi, B., & Sumarni, N. (2022). Pengaruh Lingkungan Kerja Terhadap Kinerja
Pegawai Uptd Puskesmas Tunggak Jati Kab. Karawang. Jurnal Mahasiswa Manajemen
Dan Akuntansi, 12(1), 21.

Sugiyono. (2013). Metode Penelitian Kuantitatif, Kualitatif, Dan R&D. Alfabeta CV.

Syahyutia Putri, R. (2021). Pengaruh Kompetensi dan Disiplin kerja terhadap kinerja
karyawan pada PT ASL SHIPYARD INDONESIA. 10, 6.

Thian, A. (2021). Perilaku Organisasi. Yogyakarta : ANDI(Anggota IKAPI).

Verdina, A., Renny, H., & Siswantini, T. (2021). Pengaruh Kompetensi Dan Lingkungan
Kerja Terhadap Kinerja Pegawai Pusat Penyuluhan Pertanian Di Kementerian Pertanian.
PROSIDING BIEMA Business Management, Economic, and Accounting National
Seminar, 2, 255-266.

Yolinza, N. (2023). Pengaruh Pengembangan Karir Dan Motivasi Kerja Terhadap Kinerja

34


http://portal.xjurnal.com/index.php/ijmeba

\.._International Journal of Management, Economic, Business and Accounting (IJ]MEBA)
P http://portal.xjurnal.com/index.php/ijmeba
IJMEBA Vol 3 No 2 May 2024
o E-ISSN 2962-0953

' https://doi.org/10.58468/ijmeba.v3i293

Pegawai Di BKPSDM Kabupaten Solok Selatan. 2(2).
Yulistiyono, A., Kurniawati, E., Kustiawan, D., Hanifa Sari, D., Marlina, L., Hikmah,
Saefullah, E., Sugiarto Wiyono, A., Rusdiman Putra, A., Purba, S., Tsanya Fariati, W.,

Ristia Djaya, T., H.Manurung, E., & Rachmawati, E. (2021). Manajemen Sumber Daya
Manusia. Insania.

35


http://portal.xjurnal.com/index.php/ijmeba

