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INTRODUCTION

Human resources are one of the most important factors in determining organizational success.
The presence of qualified human resources strongly affects the achievement of organizational
goals effectively and efficiently. In an era of globalization and intensifying competition,
organizations are required to manage human resources optimally in order to improve employee
performance. Good employee performance contributes positively to overall organizational
productivity.

Organizations are established on various visions for the benefit of the organization; in carrying
out their missions they are managed and administered by people. Thus, human beings are a
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strategic factor in all institutional and organizational activities. To achieve corporate goals,
every company must further develop human resources (HR). Human resources are an active
factor in organizational processes and decision-making (Sutrisno, 2011: 2). Because HR is
essential for companies that seek long-term survival across periods, human resource
management (HRM) means managing employees in line with the corporate vision so that
organizational goals can be achieved optimally (Robbins and Judge, 2008).

Many factors contribute to organizational success. One of them is employees, because they are
directly involved in organizational activities. Employees are an asset or an important part of an
organization or company, acting as planners, implementers, and controllers who actively work
toward organizational goals. As contributors to organizational goals, employees have thoughts,
feelings, and desires that necessarily shape their attitudes toward assigned work. Dawal and
Taha (2006: 267) state that employee job satisfaction is the key to a healthy organization.

According to Davis and Newstrom in Suwatno and Priansa (2011), job satisfaction is
employees’ pleasant or unpleasant feelings toward their work. Companies will find it difficult
to achieve their goals if the surrounding environment is inadequate, so that employee morale is
low and affects satisfaction with work in the company. According to Osborn in Suwatno and
Priansa (2011), job satisfaction is the degree to which a person feels positive or negative about
various aspects of their tasks, workplace, and relationships with coworkers.

The work environment is one of the factors that influence employee performance. If the
surroundings of the workplace create an uncomfortable impression, employees feel reluctant to
work. As Nitisemito states in Sugiyarti (2012: 75), the work environment is everything around
workers that can affect them in carrying out their assigned tasks. The work environment can be
categorized into non-physical and physical dimensions. According to Anorogo and Widiyanti
in Putranto (2012: 2), the non-physical work environment includes employees’ desires
regarding adequate wages, security, work, expectations, economic conditions, opportunities for
advancement, wise leadership, and cohesive colleagues. The non-physical work environment
strongly affects job satisfaction: when conditions around employees are conducive to work,
colleagues are easy to cooperate with, and relationships with superiors are good, employees
enjoy their work and feel satistied working there.

A comfortable and safe work environment also makes employees feel comfortable working, so
that tasks performed by employees are of good quality and affect job satisfaction. Robbins in
Fathonah and Utami (2012: 3) notes that employees will work maximally when the work
environment is comfortable and supportive because they feel satisfied with the existing work
environment. A good work environment includes several aspects that should be addressed, such
as comfortable workspaces, safe environmental conditions, stable room temperature, adequate
lighting, wall colors, and good relationships with coworkers (Sedarmayanti in Sugiyarti, 2012:
75). When these can be met by the company or organization, employee performance may
increase, which in turn affects job satisfaction.

According to Dhermawan (2012: 174), the work environment includes clear job descriptions,
adequate authority, challenging work targets, communication patterns, harmonious working
relationships, a dynamic work climate, career opportunities, and adequate work facilities. When

Journal homepage: http://www.jurnal.stmikiba.ac.id/index.php/jiem



JIEM : JOURNAL INFORMATIC, EDUCATION AND MANAGEMENT
Vol 8 No 2 (2026): March - August 2026, pp. 262~273
ISSN: 2716-0696, DOI: 10.61992/jiem.v8i2.347 264

these are well integrated, job satisfaction increases. Likewise in hotel settings, the better the
work environment, the better employees’ job satisfaction.

The work environment at the Indonesian Employers’ Association (APINDO) is generally
favorable in terms of cleanliness, lighting, sound, air, and security. Cleanliness of floors along
access routes should be maintained. Lighting in rooms or corridors should be sufficient so that
visitors do not feel glare or darkness when walking through corridors. The presence of parking
attendants helps employees feel secure about their vehicles so they can focus on their work.

Besides the work environment, another dimension that influences employee performance is
competence. Manifestations of competence are often relatively easy to observe at the surface
level; at the same time, competence is also a deeper dimension of personality attached to the
individual that can predict behavior and performance across diverse situations and jobs.

Employees as professionals must be autonomous across educational activities both in and out
of formal schooling; they occupy the most strategic positions. Employees are human resources
who, through high commitment, can mobilize other factors so that a quality learning-and-
working process is created and become the main determinant of educational quality.
Professional employee competence is an important factor in improving employee performance.
Charles in Mulyasa in Irawati (2010) states that “competency as rational performance which
satisfactory meets the objective for a desired condition.” Competence is rational behavior to
achieve required goals under expected conditions.

Employee education strongly influences professional performance; as part of employee
performance it is essential for achieving national education goals, namely to enlighten the life
of the nation and develop complete human beings. In reality, however, many employees violate
time discipline—arriving late for work—and are insufficiently prepared for work processes,
such as lacking work attributes including uniforms; in the field, some work carelessly or
monotonously and are often late, among other issues. Nevertheless, if performance still requires
attention, the factors that influence employee performance should also receive attention. Lack
of professionalism in planning, implementing, and evaluating work processes and undisciplined
attitudes indicate that employees’ competence is still low and so is their performance. In other
words, higher employee competence is associated with higher performance displayed by
employees. Therefore, measures are needed to improve employee competence so that
performance also improves.

Research by Saputra (2005), Mulyanto (2008), Kusdi (2013), and Liakopoulou (2011) shows a
positive and significant influence of professional competence on employee performance.
Different results were obtained by Rahayu, BS (2011), whose study found no positive and
significant effect of professional employee competence on performance. Because of this
research gap among scholars, further research on “the influence of professional employee
competence on employee performance” is warranted. Based on the above discussion, the author
suspects that low employee performance is influenced by the work environment—for example,
leadership that is reluctant to hear employees’ complaints regarding salary increases. The author
also suspects that low performance is influenced by employee competence—for instance,
employees who wish for salary increases while the owner is still reluctant to raise allowances.
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RESEARCH METHODOLOGY

This study used descriptive and verificative methods. According to Sugiyono (2012:53), the
descriptive method addresses questions concerning the existence of independent variables,
whether one variable or more (an independent variable here stands alone, not in the sense of an

independent variable always paired with a dependent variable).

VALIDITY AND RELIABILITY TESTS

Table 1 Recapitulation of the Work Environment (X1)

Item (statement) Mean | N | Category
Lighting at my workplace makes me feel comfortable 3.67 |30 | Good
Music makes me more enthusiastic about working 4.07 |30 | Good
Cleanliness of restrooms for staff at the workplace is well | 3.87 | 30 | Good
maintained

Health facilities, including a doctor and nursing support, help | 4.13 | 30 | Good
maintain my condition

Wall colors around the workplace do not disturb my concentration | 3.93 | 30 | Good
at work

Noise at the workplace does not disturb my concentration at work | 3.80 | 30 | Good
I do not feel stuffy at work because air circulation at the workplace | 3.73 | 30 | Good
is well regulated

I feel the agency provides good work security so I can work calmly | 3.93 | 30 | Good
The space to move at my workplace allows me to work freely 3.67 |30 | Good
I prefer having lunch outside rather than the lunch provided 4.07 |30 | Good
Every employee maintains good relationships with other employees | 3.67 | 30 | Good
At the workplace, employees maintain good relationships with their | 4.07 | 30 | Good
supervisors

Work environment (overall) 3.88 |30 | Good

Based on the table above, the work environment variable yields a mean of 3.88, which falls in

the Good category.

Table 2 Recapitulation of Competence (X2)

Item (statement) Mean | N | Category
Can cooperate with other employees 3.73 |30 | Good
Shows diligence in performing work 393 [30] Good
Persistent in completing work 3.97 |30 ] Good
Always courteous toward other employees 3.80 |30 ]| Good
Always emphasizes discipline in carrying out duties 4.07 |30 | Good
Always honest in every work activity 3.97 |30 | Good
Firm in making decisions in line with job description 3.87 |30 ] Good
Always confident that work performed is in line with job | 3.93 |30 | Good
description
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In the agency, discipline is continuously strengthened 3.73 130 | Good
I always comply with applicable work rules at my workplace 3.93 |30 | Good
Competence (overall) 3.89 |30 | Good

Based on the table above, the competence variable yields a mean of 3.89, which falls in
the Good category.

Table 3 Recapitulation of Performance (Y)

Item (statement) Mean | N | Category
Work performed can be assessed for its quality 3.97 | 30| Good
Work performed already meets targets or expectations 4.00 |30 | Good
Work performed is highly satisfactory 3.90 |30 | Good
Work performed can be completed within the deadlines set 393 |30 | Good
At work, I do not like postponing completion of tasks 4.07 |30 | Good
At work, I have a high level of initiative 4.10 | 30 | Good
I have creative ideas and thinking to improve the quality of work | 3.80 | 30 | Good
I provide input to leadership on what will be done 3.93 |30 | Good
At work, I have my own ways to achieve targets 4.07 |30 | Good
At work, I always exceed the targets that have been set 3.67 |30 | Good
At work, I become a role model and example for other employees | 4.07 | 30 | Good
I always communicate well with leadership 3.87 |30 | Good
I always communicate well with coworkers 3.97 |30 | Good
In resolving problems, I am able to mediate their resolution 4.00 |30 | Good
Performance (overall) 395 |30 | Good

Based on the table above, the performance variable yields a mean of 3.95, which falls in
the Good category.

Validity Tests
Table 4 Validity Test for the Work Environment (X1)
Item (summary) Pearson r | Sig. (2-tailed) | Validity
Lighting comfort 0.675** 0.000 Valid
Music and enthusiasm 0.607** 0.000 Valid
Restroom cleanliness (0.583** 0.001 Valid
Health facilities 0.733** 0.000 Valid
Wall color and concentration | 0.642** 0.000 Valid
Noise and concentration 0.613** | 0.000 Valid
Air circulation 0.675** 0.000 Valid
Work security 0.675** 1 0.000 Valid
Movement space 0.675** 0.000 Valid
Lunch preference 0.607** | 0.000 Valid
Peer relationships 0.675** 1 0.000 Valid
Relationship with supervisor | 0.607** | 0.000 Valid

Journal homepage: http://www.jurnal.stmikiba.ac.id/index.php/jiem



JIEM : JOURNAL INFORMATIC, EDUCATION AND MANAGEMENT
Vol 8 No 2 (2026): March - August 2026, pp. 262~273
ISSN: 2716-0696, DOI: 10.61992/jiem.v8i2.347 267

| Work environment total | 1.000 | — — ‘

** Correlation significant at the 0.01 level (2-tailed).
* Correlation significant at the 0.05 level (2-tailed).

For each item, Pearson correlation with the total score for the work environment scale, two-
tailed significance, and N = 30 were computed. All items showed p < 0.05 (and most p < 0.01)
relative to the criterion used in the study (» critical < 0.025 for item—total correlation);
therefore all items are declared valid.

Table 5 Validity Test for Competence (X2)

Item (summary) Pearson r | Sig. (2-tailed) | Validity
Cooperation with others 0.708** 0.000 Valid
Diligence in work 0.865** | 0.000 Valid
Persistence 0.803** | 0.000 Valid
Courtesy toward others 0.854** 0.000 Valid
Emphasis on discipline 0.823** | 0.000 Valid
Honesty 0.700** 0.000 Valid
Firm decisions per job description 0.708** | 0.000 Valid
Confidence work matches job description | 0.708*%* 0.000 Valid
Agency strengthens discipline 0.708** 0.000 Valid
Compliance with work rules 0.865** | 0.000 Valid
Competence total 1.000 — —

** Correlation significant at the 0.01 level (2-tailed).
* Correlation significant at the 0.05 level (2-tailed).

All items showed significance below the criterion wused withN= 30 for
the competence scale; all items are declared valid.

Table 6 Validity Test for Performance (Y)

Item (summary) Pearson r | Sig. (2-tailed) | Validity
Quality of work assessable 0.743** 0.000 Valid
Meets targets/expectations 0.760** 0.000 Valid
Highly satisfactory 0.849** | 0.000 Valid
Completed within deadlines 0.596** | 0.001 Valid
Does not postpone tasks 0.904** 0.000 Valid
High initiative 0.743** 1 0.000 Valid
Creative ideas for quality 0.733** 0.000 Valid
Input to leadership 0.517** 10.003 Valid
Own ways to achieve targets 0.505** | 0.004 Valid
Exceeds targets 0.583** 0.001 Valid
Role model for others 0.505** | 0.004 Valid
Communication with leadership | 0.743** 0.000 Valid
Communication with coworkers | 0.743** | 0.000 Valid
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Mediation in problem-solving | 0.760** | 0.000 Valid
Performance total 1.000 — —

** Correlation significant at the 0.01 level (2-tailed).
* Correlation significant at the 0.05 level (2-tailed).

All performance items met the significance criterion; all items are declared valid.
Reliability Tests

Table 7 Reliability of the Work Environment (X1)

Reliability Statistics
Cronbach's Cronbach's N of
Alpha Alpha Items
Based on
Standardize
d Items
,838 ,840 12

Among 30 respondents for the work environment variable, Cronbach’s alpha is 0.838 for all
items; the instrument is reliable.

Table 8 Reliability of Competence (X2)

Reliability Statistics
Cronbach's Cronbach's N of
Alpha Alpha Items
Based on
Standardize
d Items
,847 ,862 10

Among 30 respondents for competence, Cronbach’s alpha is 0.847; the instrument is reliable.

Table 9 Reliability of Performance (Y)

Reliability Statistics
Cronbach's Cronbach's N of
Alpha Alpha Items
Based on
Standardize
d Items
,873 ,870 14

Among 30 respondents for performance, Cronbach’s alpha is 0.873; the instrument is reliable.
Multiple Regression, Coefficient of Determination, and F-Test
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Table 5.10 Model Summary: Work Environment (Xi) and Competence (X2) Simultaneously

Model Summary®
M R R Adjust Std. Durbin
0 Squ edR Error -
d are Square of the Watso
el Estima n
te
1 90 | ,823 ,810 3,306 2,207
7a
a. Predictors: (Constant), Competence, Work
environment
b. Dependent Variable: Performance
Table 10 (continued). ANOVA
ANOVA?
Model Sum df | Mea F Si
of n g.
Squar Squa
es re
1 | Reg 1369, 2 684, | 62, | ,00
ressi 602 801 | 66 | 0P
on 3
Resi | 2950 | 27 10,9
dual 65 28
Tota | 1664, | 29
1 667
a. Dependent Variable: Performance
b. Predictors: (Constant), Competence, Work
environment

The ANOVA table yields a significance value of 0.000, which is less than a = 0.05 (5%).
Statistically, the hypothesis that the work environment and competence jointly influence
employee performance is accepted; the work environment and competence have
a significant joint effect on employee performance at APINDO, explaining 82.3% of the
variance in performance (R? = 0.823). The remaining 17.7% is attributable to other factors not
included in this study. The regression coefficients for the two predictors satisfy p < 0.05.

Table 11 Regression Coefficients

Coefficients?
Model Unstand | Sta | t | S | Collin
ardized nd 1 earity
Coefficie | ard g | Statist
nts 1ze ics
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d
Co
effi
cie
nts
B St | Bet T |V
d. a o | I
Er le | F
ro r
r a
n
c
e
1| (Con 3, 4, , ,
stant 16 | 70 6 | 5
) 5 2 710
317
Wor J7 ,1 6064 | 5 , | .5 1
k 52 | 27 2 , | 0] 6 ,
envi 910 01| 7
ron 210 8
ment 7 5
Com 4 ,1 34 | 3 |
pete 40 | 39 4 , | 0 6 ,
nce 1|0 01| 7
7| 4 8
8 5

a. Dependent Variable: Performance

Partial hypothesis tests: For work environment (Xi), p = 0.000 < 0.05; for competence
(X2), p=0.004 < 0.05. Decisions: (1) Ho is rejected and H, is accepted: the work environment
(X1) has a partial effect on performance (Y). (2) Ho is rejected and H, is accepted: competence
(X2) has a partial effect on performance (Y).

CONCLUSION AND RECOMMENDATIONS
Conclusion

Based on quantitative data processing and discussion of the influence of the work environment
and competence on employee performance at the Indonesian Employers’ Association
(APINDO), the following findings are obtained:

1. The work environment influences employee performance at APINDO, with a reported
magnitude of 75.6%.

2. Competence influences employee performance at APINDO, with a reported magnitude
0f59.2%.
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3. The work environment and competence jointly influence employee performance at
APINDO, with a combined explanatory magnitude of 82.3%.

Recommendations

Recommendations arising from this study on the work environment, competence, and
performance of employees at APINDO are as follows:

1. Improve the quality of the work environment, including facilities, workspace comfort,
and relationships among employees.

2. Develop employee competence through training and development, and provide
opportunities to enhance skills and knowledge.

3. Employee performance at APINDO is in the good category but can still be improved—
for example, through recognition and rewards from leadership.

4. To improve performance through the work environment at APINDO, leadership should
pay attention to key elements of sound competence among staff.

5. To improve performance, leadership should strengthen orderly work environments and
foster competence among employees in carrying out their duties.

6. For future research: add other variables such as work motivation, job satisfaction, or
leadership; use more complex analytical methods such as SEM; extend the research
setting to other sectors or organizations; and use a larger sample to improve
representativeness.
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