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Abstract: The Influence of Competency, Work Involvement and Work Ethic on
Employee Performance at the Department of Women's Empowerment, Child
Protection, Population Control and Family Planning, West Sulawesi Province,
supervised by: Maryadi and Muhammad Idris.

This research aims to analyze the influence of competence, work involvement
and work ethic on the performance of employees at the Women's Empowerment, Child
Protection, Population Control and Family Planning Department of West Sulawesi
Province. The research uses a quantitative approach,the data collection method uses
a questionnaire with a sample size of 45 people. Data analysis uses multiple linear
regression, hypothesis testing is carried out usingpartial, simultaneous and dominant
tests (Beta test).

The research results show that 1) Competency has a positive and significant
effect on employee performance, 2) Work involvement has a positive and significant
effect on employee performance. 3) Work ethic has a positive and significant effect on
employee performance, 4) Competence, work involvement and work ethic
simultaneously have a positive and significant effect on employee performance. 5) The
most dominant work involvement variable influences employee performance at the
Women's Empowerment, Child Protection, Population Control and Family Planning
Services of West Sulawesi Province.
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Introduction

employees in their efforts to achieve the

In improving human resources so that
they can continue to adapt to the ever-
changing environment, it is necessary to
improve employee performance.
Performance is the result of work that a
person achieves based on job requirements.
In other words, performance is a series of
activities as a process carried out by

results that have been set (Prasetyo &
Marlina, 2019). Furthermore, performance
is also the result of an employee's work
during a certain period compared to various
possibilities such as standards,
targets/objectives or criteria that have been
determined in advance and mutually agreed
upon within the company (Arda, 2017;
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Fitrianto, 2016).

Human resource management is very
important for every organization, therefore
human resources need to be managed
professionally in order to realize a balance
between the needs of employees and the
demands and capabilities of the company's
organization. Human resources are the main
asset for organizations that are planners and
active actors of various activities in an
organization. Human resource management
shows that the workforce as a resource that
is obtained, developed and maintained must
have competencies that have the appropriate
ability and willingness to work and support
the tasks for which it is responsible. Work
ability comes from knowledge, skills, talents,
interests and experiences, while willingness
grows from job satisfaction and work
achievements that can be created through
the implementation of their duties and
responsibilities in the organization or
company. Therefore, the role of human
resource management in organizations is
very large. One part of human resource
management is employee performance.

According to Anwar Prabu
Mangkunegara (2016), performance is the
result of quality and quantity of work
achieved by an employee in carrying out his
duties in accordance with the
responsibilities given to him. Performance in
an organization is the answer to whether or
not the organizational goals that have been
set are successful or not. Employees can
learn how much they are performing
through means of information such as good
comments from colleagues. Managing people
in the context of an organization means
managing people in order to produce optimal
performance for the organization. Therefore,
the performance of these employees needs to
be managed properly to achieve
organizational goals, so that it becomes a
performance management concept .

The importance of performance for
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employees in government agencies is to
achieve the goals that have been set as a
whole, especially carrying out activities that
improve and improve the welfare of the
people in general. This goal can be achieved
if national development is carried out as a
whole with the use of human resources and
natural The success of
development depends on the human aspect

resources.

itself, namely as a leader, implementer and
manager of resources in the State, in this
case Civil Servants (PNS). In order to achieve
the national goals as expressed above, it is
necessary to have Civil Servants (PNS) who
are full of willingness and obedience to
Pancasila and the 1945 Constitution. In
order to realize a perfect Civil Servant (PNS),
Civil Servants (PNS) need to be fostered in
order to improve performance and produce
the best performance in the Women's
Empowerment, Child Protection, Population
Control and Planning Office in West
Sulawesi Province.

According to Edison et al (2018),
performance is the result of a process that
refers to and is measured in a certain period
of time based on predetermined provisions
and agreements. In addition, according to
Tannady (2017), performance is the level of
for the
implementation of certain tasks that a
person must achieve based on the applicable
measures for the work being transported. He
also said that performance is divided into

achievement of results

two, namely individual performance and
organizational = performance. Individual
performance is part of the employee's work
both in terms of quality and quantity based
on predetermined work standards, while
organizational performance is a combination
of individual performance and group
performance. Then Sulastri & Onsardi
(2020) stated that performance is the result
of quality and quantity of work achieved by
an employee in carrying out his duties in
accordance with the responsibilities given to
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him.

Mathis and Jackson (in Mardiana,
Eliyana, 2012) stated that performance is
what employees do do.
Furthermore, Mangkunegara, (2016) stated
that performance is the result of the quality
and quantity of work achieved by an
employee in carrying out their duties in
accordance with the responsibilities given to
him. This description reveals that the work
done by an employee in carrying out a task
can be evaluated by the level of performance
given, for example, employee performance
can be determined from the achievement of
specific targets during the period of
employee performance can be determined
from the achievement of specific targets
during the period in the organization.

Spencer and Spencer (in Sudarmanto,
2009) propose that competence is a basic
characteristic of individual behavior related

do or not

to the criteria of effective reference and or
superior performance in a job or situation.
In other words, the ability to identify ways of
behaving or thinking, equalizing situations,
and supporting for a long period of time.
Brian (in Sudarmanto, 2009) defines
competence as individual knowledge,
expertise, abilities, or personal
characteristics that directly affect job
performance. Amstrong (2004) defines
competence as what people bring to the
point of improvement is assumed because of
several factors that can improve employee
performance, including: desire, knowledge
and skills, climate, support and rewards,
competence, work ethics, income level, and
education level.

Competence is an ability to carry out or
perform a job or task that is based on skills
and knowledge and supported by the work
attitude demanded by the job (Wibowo,
2007). Pallan, (2007) defines competence
(proficiency) as individual expertise shown
by a person in producing a product or
service that meets the required standards.
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Meanwhile, Darsono and Siswandoko,
(2011) argue that competence is a
combination of skills, knowledge, creativity
and a positive attitude towards certain jobs
that are manifested in performance.

Rivai, (2009) said that competence is a
number of characteristics that underlie
individuals to achieve superior performance.
Competence is also knowledge, skills and
abilities related to work as well as abilities
needed for non-routine jobs. The
competencies possessed by individual
employees must be able to support the
implementation of organizational strategies
and be able to support every change made
by management so that the competencies
possessed by individuals can support a
team-based work system. Wibowo, (2007)
said that competence causes a person's
work orientation to results, the ability to
influence others, increased initiative and so
In turn, increasing competence will
improve the performance of subordinates
and their contribution to the organization
will increase.

The concept of work engagement is
based on Maslow's theory of motivation
which states that individuals will strive to
meet the need for self-esteem by becoming
involved in their work. Related to this, the
concept of this theory views that the
involvement in question is the involvement
of employees in their work duties, the
involvement of employees in their role in the
organization and the dedication of
employees to work which is emphasized on
the aspect of self-esteem (May, Steward, &
Logeword, 2004). Rogelberg (2007) explains
that work engagement refers to a state of
psychological identification with work or the
extent to which work becomes the center of
a person's identity.

According to Robbins (2008), work
engagement is defined as the level at which
a person identifies with his or her work,
actively participates in his or her work, and

on.
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realizes that what he or she does is
important to his or her self-esteem. Lodahl
and Kejner (in Cohen, 2003) define work
engagement as the internalization of values
the goodness the
importance of work to one's worth. Work
involvement as the degree to which one's
work performance affects one's self-esteem
and the extent to which one psychologically
identifies with one's work or the importance
of one's work in one's total self-image.
Individuals who have high engagement
identify themselves more with their work
and consider work as very important in their
lives.

about of work or

According to Kanungo (1982), work
engagement is the involvement of an
individual's ego with  work. Work

involvement is a description of the extent of
a person's confidence in their work
(currently) and how far their work is useful
to satisfy their needs. Kanungo explained
that individuals tend to be more involved in
certain activities when they see it as having
the potential to satisfy their psychological
needs. According to Bakker & Oerlemans
(2011) in Zeijen et al., 2020) work
engagement is an important indicator of the
welfare of the workforce or employees.
Therefore, work involvement is important for
an organization because when employees
have good job satisfaction, it will also provide
good feedback for the organization.
Employees who have good work engagement,
are highly dedicated, focused and energetic
when they come to work can improve and
maintain their performance at a

Another factor that affects employee
performance is work ethic. Ethos means a
distinctive outlook on life from a social
group. Ethos comes from the Greek
language (ethos) which gives the meaning of
attitude, personality, character, character,
and belief in something. This attitude is not
only owned by individuals, but also by
groups and even society. In the great
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dictionary of Indonesian Language, work
ethic is a work spirit that is a characteristic
and belief of a person or a group. Work in a
broad sense is all forms of work carried out
by humans, both in terms of material,
intellectual, and physical, as well as things
related to the world and the hereafter. That
work ethic is a standard measure of
employee behavior which is used as a
reference to assess the extent of effort and a
responsibility in the implementation of tasks
given by an organization.

Ethos is shaped by various habits,
influences, cultures and value systems that
it believes in. From the word ethos, it is also
known that the word ethics is almost close
to the meaning of morals or values related to
good and bad morals so that in this ethos
there is a very strong passion or enthusiasm
to do something optimally and even strive to
achieve the most perfect quality of work
possible. According to (Sedarmayanti, 2011)
states that a work ethic is a benchmark to
assess the extent of determination and effort
to achieve maximum results in every job
undertaken. The business in this case is a
productive work ethic both in terms of its
own productivity and productivity in
general.

According to (Sinamo, 2011) said that
work ethic is a spirit, enthusiasm and
mentality that is manifested as a set of
positive behaviors or actions such as
diligent, enthusiastic, meticulous, diligent,
patient, honest, orderly appreciating
education and responsibility for the work
done. According to (Darodjat, 2015) it is
stated that work ethic is a positive action
and foundation that includes motivation
which can help a person, basic spirit, basic
thinking, code of ethics, including morals
and behaviors and attitudes, aspirations,
main characteristics as well as Dbeliefs,
principles and standards that are
references.

Research related to competence, work
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engagement, and work ethic has been
carried out by several researchers,
including: Aryanti & Herawati (2021); Ni
Kadek Ayu Dwiyanti; Komang Krisna
Heryanda: Gede Putu Agus Jana Susila
(2019); Bukhari, Sjahril Effendi Pasaribu
(2019); Pageno Regional Election (2020). The
results of their research show that
competence, work engagement and work
ethic have a significant impact on employee
performance. This shows that the better the
competence, key work involvement and work
ethic applied to the organization, the better
the performance of employees will be.

The results of Yodhia Antariksa's
research (2015) show that employees in
Indonesia who have a high level of
attachment, commitment and strong work
motivation for their work are only 8%, while
the remaining 92% do monotonous work,
namely going to the office, working, going
home, and getting a salary at the end of the
month. In this study, it is stated that the

factors that cause the low level of
engagement, commitment, and motivation of
employees in Indonesia are low salaries,
boring work (monotonous and repetitive),
and the absence of a system, career path and
development, so that there are no more
career movements that increase expectations
and motivation.

The phenomenon or gap that exists in
the Office of Women's Empowerment, Child
Protection, Population Control and Family
Planning in West Sulawesi Province shows
that there are still employees with low
performance, which is caused by low
competence, work involvement and low work
ethic, among others. This low employee
performance can be seen from the level of
employee education at the Office of Women's
Empowerment, Child Protection, Population
Control and Family Planning in West
Sulawesi Province, as presented in the
following table.

Table 1. Education Level of Employees of the Women's Empowerment Office,
Child Protection, Population Control and Family Planning
in West Sulawesi Province in 2024

No Education Sum Presented
1 SMA 3 6
2 S1 26 58
3 S2 15 33
4 S3 1 3
Sum 45 100

Source: Data processed (2024)

Based on table 1. It appears that
most of the respondents are employees with
S1 education (58%), while the remaining
33% are employees with S2 education, 6%
are employees with high school education
and only 2% are employees with S3
education. This means that most of the
employees of the Women's Empowerment,
Child Protection, Population Control and
Family Planning Office in West Sulawesi
Province have a S1 education. And this level
of education is clearly correlated with
employee performance, especially those
related to competence, work involvement
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and employee work ethic.

For this reason, this factor needs to be
the attention of the leadership so that it can
gradually be solved and improved properly.
Because with good employee performance, it
is hoped that it will encourage the
organization to move and direct employees in
each field of duty so that they can carry out
their work properly according to their
respective duties.

This phenomenon makes it important
for this research to assess the extent of the
human resource management system in the
Women's Empowerment, Child Protection,
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Population Control and Family Planning
Office in West Sulawesi Province, especially
those related to employee competence, work
involvement and work ethic, whether it has
been implemented properly, so that it is
expected to have an impact on improving the
performance of its employees.

Based on these phenomena, it is
increasingly evident that human resource
problems must be really managed properly
through human resource management in
order to achieve the final goal. The ultimate
goal of human resource management is to
increase productivity, loyalty, job
satisfaction, career development and good
work motivation of employees which will
affect employee performance to produce
good organizational quality. On the other
hand, human resources that are not
managed properly will cause a rapid decline
in the level of effectiveness compared to
other resources.

Based on the background and several
previous researches, the author is interested
in conducting a thesis research with the
title: "The Influence of Competence,
Involvement of Workers and Work Ethic
on Employee Performance in the Office of

Women's Empowerment, Child
Protection, Population Control and
Family Planning of West Sulawesi
Province".

This study discusses four variables,

namely competency variables, work
involvement and work ethic (as
independent/independent variables) and
employee performance (as

dependent/bound variables). The following
is explained the relationship between the
four variables as follows. Based on the
background and formulation of the problem
presented earlier, the conceptual framework
in this study is described as follows;

Figure 1. Conceptual Framework of the Research
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Research Hypothesis
Based on the conceptual framework of

the above research, the hypothesis in this

study is formulated as follows:

1. Competence, work involvement and
work ethic have a positive and partially
significant effect on  employee
performance at the Women's
Empowerment, Child Protection,
Population Control and Family
Empowerment Office of West Sulawesi
Province.

2. Competence, work involvement and

B. Materials and Methods
Research Approach
This  study
approach, meaning that the information or
data presented is in the form of numbers
obtained from filling out questionnaires. The
quantitative approach is an approach that
primarily uses the postpositivist paradigm in
developing science (such as causal thinking,
reduction to variables, hypotheses, and
specific questions using measurement and
observation, as well as theoretical testing),

uses a qualitative

such as
that require

using research
experiments and
statistical data.

strategies
surveys

Place and Time of Research

The implementation of the research was
carried out at the Office of Women's
Empowerment, Child Protection, Population
Control and Family Planning of West
Sulawesi Province.The research time will be
carried out starting in June 2024.

Population and Sample

Population is a generalization area
consisting of subjects or objects that have
certain qualities and characteristics that are
determined by the researcher to be studied
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work ethic have a positive and partially

significant  effect on  employee
performance at the Women's
Empowerment, Child Protection,
Population Control and Family
Empowerment Office of West Sulawesi
Province.

3. The most dominant variable of work

involvement has an effect on employee

performance at the Women's
Empowerment, Child Protection,
Population Control and Family
Planning Office of West Sulawesi
Province.

and then drawn conclusions (Sugiono,

2011). The population of this study is all
employees at the Legal Bureau of the West
Sulawesi Provincial Secretariat totaling 45
civil servants. The sample determination
uses a saturated sample so that the entire
population is used as a sample, namely 45
respondents.

Types and Data Sources

This study uses two types of data sources,

namely:

1. Primary data, Data obtained directly
from selected respondents at the
research location. Primary data was
obtained by providing information to
respondents to fill in according to their
objectivity.

2. Secondary data, Data obtained
through documentation studies by
studying various writings through
books, journals, magazines, and also
the internet to support this research.

Data Collection Techniques

The data collection technique in this study

is using:

1. Questionnaires, which are to make a
list of statements or questionnaires to
be distributed to respondents to fill
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out, in the hope that they can give an
honest and objective answer to the
question. The answer is then scored
with a Likert scale.

2. Documentation studies, data
collection techniques by reading and
studying various writings, journals,
and information related to research.

Research Instruments
Validity and Reliability Test

Validity Test

Validity indicates the extent to which a
measuring instrument (instrument)
measures what it wants to measure. This
research questionnaire was compiled based
on the indicators of four research variables,
namely career development, motivation, and
employee competence and performance. The
instruments used in research can be said to
be valid or valid if they are able to measure
what they want to measure and can reveal
data from the variables being studied on a
regular basis. If the significance of the
correlation results < 5%, then the item is
declared valid or sahih (Sukarna, 2012).
Reliability Test

An instrument can be said to be
reliable (reliable) if the measuring tool leads
to consistency, where the level of reliability
shows the extent to which the measuring
tool is reliable and trusted so that the
measurement results remain consistent if
repeated measurements are made for the
same symptoms, with the same measuring
instrument. An instrument is said to be
reliable, if it has a reliability coefficient of
0.60 or more (Tiro and Sukarna, 2012).
Nasution (2014), explained that a measuring
device is said to be reliable if the device in
measuring a symptom at different times
always shows the same results.

Classical Assumption Test
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1. Autokorelasi Test

The autocorrelation test is used to determine
whether or not there is a deviation of the
classical assumption of autocorrelation,
which is the correlation that occurs between
the residual in one observation and another
observation in the regression model.

2. Heteroscedasticity Test

The heteroscedasticity test is used to
determine whether or not there is a deviation
from the classical assumption of
heteroscedasticity, namely the existence of
variance inequality from residual for all
observations in the regression model.

a. Mulitikolinearitas Test

The multicollinearity test is wused to
determine whether or not there is a deviation
the assumption  of
multicollinearity, namely the existence of a
linear relationship between independent
variables in the regression model.

from classical

b. Regression Normality Test

The normality test on the regression model
is used to test whether the residual values
resulting from the regression are normally
distributed or not.

Variable Measurement Scale

The measurement scale used is the
Likert Scale as a tool to measure the
attitudes, opinions, and perceptions of a
person or a group of people about social
phenomena (Sugiyono, 2012). The
researcher provided five alternative answers
to respondents using the Likert scale: with
alternative answers: Strongly Agree (SS)
score 5, Agree (S) score 4, Neutral (N) score
3, Disagree (TS) score 2 and Strongly
disagree (STS) score 1.
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Data Analysis Techniques

Descriptive analysis is used to
describe or describe employee motivation,
work discipline, job satisfaction and
performance. In this analysis, table forms
and average values are used to clarify the
description of variables. Quantitative data

analysis techniques obtained from
questionnaire results using multiple
regression  analysis. Multiple linear

regression analysis was carried out to see
the influence of the independent variable (X)
shown by competence, work involvement
and work ethic on the dependent variable
(Y), namely employee performance. Before
conducting multiple regression tests, the
regression test requirements must be met.
The general forms of the model to be used
are:

Y=a+b1X1 + b2X2 + b3X3 + e

Where:

Y = ASN Performance

a = constant

X1 = Competencies

X2 = Work engagement

%3 = Work ethic

bl, b2, b3, = Coefficient of influence
e = Prediction error

Then to determine the influence of free

variables (X) on related variables (Y), a
partial t test is performed, while to find out

the simultaneous effect, an F test is
performed.

Hypothesis Testing
Hypothesis testing I:

The hypothesis will be tested based on the
analysis generated from the multiple linear
regression model.

Ho means that the independent variable

partially does not have a significant effect
on the dependent variable.

H1 means that the independent variable
partially has a significant effect on the
dependent variable.

With a significance level of a = 5% and with
a degree of freedom (n-k-1) where is the
number of observations and k is the
number of independent variables. While the
t table is determined by looking at a
significant level of 5% and df = (n-1), so
(Ghozali, 2011)

Hypothesis testing II

This hypothesis test is used to test the
influence of dependent variables
simultaneously. The statistical hypothesis is
stated as follows:
Ho : means that simultaneously the
independent variable does not have a
significant effect on the dependent variable.
H1 : means that simultaneously
independent variables have a significant
effect on the dependent variable.

With a significant degree a = 5 % and
with a degree of freedom (k) and (n- k-1)
where n is the number of observations and k
is the independent variable. Then the value
of F is formulated sebagai berikut.

r2

=Kk

(1 R=2)

n_ k1
Where:
R2 = R Square
n = Amount of Data
k = Number of independent variables

While the F table is determined by
looking at a significant level of 5% and df =
(n-1), so (Ghozali, 2011)
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If F counts > F table or Sig. F < 5 %,
then Ho is rejected and H1 is accepted,
i.e. simultaneously the independent
variable has a significant effect on the
dependent variable.

If F counts < or Sig.F > 5%, then Ho is
accepted and H1 is rejected,

the independent
variable does not have a significant
effect on the dependent variable.

ie.

simultaneously

Hypothesis testing III

This hypothesis test is used to test the
independent variables (X) that have the most
dominant influence on the dependent
variable (Y). If among the independent
variables that have a regression coefficient
(R) value is greater than the others, then this
variable is the most dominant variable
affecting the dependent variable (Ghozali,
2015).

. Results and Discussion

Research Results

Test Research Instruments

In principle, conducting research is to
make measurements, so there must be a
good measuring tool. Measuring instruments
in research are usually called research

instruments. According to Sugiyono (2019),
a research instrument is a tool used to
measure observed natural and social
phenomena.

In this study, the researcher used an
instrument in the form of a questionnaire.
Therefore, before the questionnaire was
distributed to all respondents, the
questionnaire questionnaire was first tested
on 30 respondents. Data on the results of
filling out the questionnaire by the 30
respondents selanjutnya diuji dengan
menggunakan uji validitas dan reliability to
ensure that the questionnaire to be used as
a research instrument is valid and reliable in
measuring research variables.

Instrument Validity Test

The validity test of the instrument in
this study was carried out with the help of
the SPSS version 26 program, where the test
was carried out by looking at the corrected
item-total correlation (r calculate) value of
each question In this test, the
statement item is declared valid if the value
of the r count is significant and the value
exceeds the value of the table r. Based on the
R table, the r-value of the table for a sample
of 30 respondents (a S5%) is 0.361,
therefore in this test, the question item is
declared valid if the r is calculated
significantly and the value exceeds 0.361.

item.

Table 2. Validity Test Results
Variable Item Sig. r Count | r Table |Information
X1.1 0,000 0,750 0,361 Valid
X1.2 0,000 0,586 0,361 Valid
Competence X1.3 0,000 0,722 0,361 Valid
X1.4 0,000 0,633 0,361 Valid
X1.5 0,000 0,583 0,361 Valid
X2.1 0,000 0,643 0,361 Valid
Work Engagement X2.2 0,000 0,636 0,361 Val?d
X2.3 0,000 0,404 0,361 Valid
X2.4 0,000 0,519 0,361 Valid
X2.5 0,000 0,444 0,361 Valid
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Variable Item Sig. r Count | r Table |Information
X3.1 0,000 0,655 0,361 Valid
. X3.2 0,002 0,777 0,361 Valid
Work Ethic -
X3.3 0,002 0,708 0,361 Valid
X3.4 0,000 0,719 0,361 Valid
X3.5 0,080 0,635 0,361 Valid
Y1 0,000 0,802 0,361 Valid
Y2 0,000 0,821 0,361 Valid
Employee Performance .
Y3 0,000 0,856 0,361 Valid
Y4 0,000 0,694 0,361 Valid
Y5 0,000 0,579 0,361 Valid
Source: processed data (2024)
The competency variable was Furthermore, the work ethic variable was
measured with 5 question items, the measured with 5 question items, the

analysis results in table 2 showed that all
question items were valid so that all question
items were valid in measuring the
competency variable because it had a value
of r calculation > r table. Furthermore, the
work engagement variable was measured
with 5 question items, the analysis results in
table 5.6 showed that all question items were
valid so that all question items were valid in
measuring the work engagement variable.
Instrument Reliability Test

After all statement items are declared
valid, the test continues on the reliability
test. The reliability test wused is the
Cronbachs Alpha reliability test where the

analysis results in table 5.6 showed that all
question items were valid so that all question
items were valid in measuring the work ethic
variable. And then the performance variabe
is measured by S5 question items, the
analysis results in table 4.1 show that all
question items are valid so that all question
items are valid in measuring performance

variables.
instrument is declared reliable if the
Cronbachs alpha value > 0.7 (Ghozali

2018). The results of the reliability test of
each instrument can be seen in the following
table:

Table 3. Reliability Test Results

Sum Cronbachs Cut Value
Variabel Item Valid Alpha Reliabilitas
Competence 5 0,840 0,7 Reliabel
Work engagement 5 0,749 0,7 Reliabel
Work ethic S 0,870 0,7 Reliabel
Performance ) 0,898 0,7 Reliabel

Source : processed data (2024)
Based on the results of the analysis

in Table 3, the value of the cronbachs alpha
instrument of the competency variable was
0.840 with the number of valid question
items 5, the value of the cronbachs alpha
instrument of the work involvement variable

145

was 0.746 with the number of valid question
items 5, the value of the cronbachs alpha
instrument of the work ethic variable was
0.870 with the number of valid question
items and the value of cronbachs alpha The
performance variable instrument was 0.898
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with the number of valid question items 5
because the Cronbachs alpha value of all

Multiple Linear Regression Analysis

instruments was > 0.7, so all research
variable instruments were declared reliable

Table 4. Regression Results

Variabel . . .
Independen Koefisien | t count t table Sig. Conclusion
Signifikan
Competence 0,392 3,062 2,018 0,004 Positive
Work engagement 0,480 3,165 2,018 0,003 Sll_igmfl(.:ant
ositive
Work ethic 0,169 2,232 2,018 | 0,031 Signifikan
Positive
Regression Constant = 0.497; Y = Employee Performance

Source : processed data (2024)
The results of regression analysis in

Table 4 show a regression constant value of
-0.497 with a competency regression
coefficient of 0.392, a work engagement
regression coefficient of 0.480 and a work
ethic regression coefficient of 0.169. Based
on these values, the regression equation that
can be used to predict employee
performance based on competence, work
involvement and work ethic is as follows:

Y = -0,497 + 0,392 X1 + 0,480 X2 + 0,169
X3

With:

Y = Employee Performance, X1 =
Competence
X2 = Work Engagement, X3 = Work Ethic

Based on the regression equation, it can be
explained as follows:

1. In conditions where work involvement
and work ethic are fixed, an increase
in competency by 1 unit will increase
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employee performance by 0.392 units
(39.2%)

2. In conditions where the competence
and work ethic of employees remain,
an increase in work involvement by 1
unit will increase employee
performance by 0.480 units (48%)

3. In conditions where competence and
work involvement are fixed, an
increase in work ethic by 1 unit will
increase employee performance by
0.169 units (16.9%).

Coefficient of Determination Test

In multiple linear regression
analysis, the determination coefficient
shows the magnitude of the simultaneous
influence of the independent variable on the
bound variable, expressed in percent (%). To
test the determination coefficient, it was
carried out using SPSS version 23.0 for
Windows. A small value (R2) means that the
ability of the dependent variable is very
limited. The value of the determination

Amir
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coefficient is seen from the R Square value
for a model with 1 free variable, while in a
regression model with more than 1

independent variable, the determination
coefficient is seen from the adjusted R
square value.

Table 8. Coefficient of Determination

Independent Variables R Square Adjusted R 1 - Adjusted R
Square Square
Competence, Engagement
0.788 0.714 0.286
Work, Work Ethic

Source : Data processed (2024)

The results of the regression analysis
in the table above show that the adjusted R
Square value of the regression model is
0.714. This shows that the simultaneous
influence of competence, work involvement
and work ethic on employee performance is
71.4% while the remaining 28.6% of the
variation in employee performance is
influenced by other factors outside the
competence of work involvement and work
ethic.

Hypothesis Testing

The results of multiple linear
regression analysis include the results of
partial influence test (t test), simultaneous
influence test (F test) and determination
coefficient (R square). The results of the
Partial test (t-test) can be used to test the
research hypothesis.
Partial Influence Significance Test (t-

independent variable individually affects the
dependent variable". The t-test is used to
test the partial regression coefficient of its
independent variables. To conduct t-tests on
researchers using the help of SPSS with a
significant level set at 5%.
1. If the significant value > 0.05, then Ho
is accepted and Ha is rejected, or the
independent variable cannot explain
the bound variable or there is no
influence between the independent
variable and the bound variable.

If the significant value < 0.05 then Ho
is rejected and Ha is accepted, or the
independent variable can Dbe
explained as a bound variable or
there is an influence between the
independent variable and the bound
variable.

With a confidence level of 95%, then

Ho will be rejected if the significant value <

Test) 0.05 and Ho will be accepted if the
According to Ghozali (2018) explained significant value > 0.05.
that "The t-test is used to show whether an
Tabel 9. Hasil Uji Parsial (uji t)
Variabel Koefisien t hitung |t tabel Sig. [Kesimpulan
Independen
. Signifikan
Kompetensi 0,392 3,062 2,018 0,004 .
Positif
Keterht.)atan 0,480 3165 £.018 0,003 S1gn1f?11?an
kerja Positif
Etos kerja 0,169 2232 [2,018 0,031 SignifikanPositif
Regression Constant = 0.643; Y = Employee Performance

Source : processed data (2024)
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Based on the results of the regression
analysis in table 9 above, the following
results were obtained:

1. The significance value of the influence
of competence on employee
performance is 0.004, because the
value of sig. < 0.05 and a positive
regression coefficient of 0.392, it is
concluded that competence has a
positive and significant effect on
employee performance, meaning that
the better the employee's competence,
the higher the employee's
performance, and vice versa, the lower
the employee's competence, the lower
the employee's performance.

2. The significance value of the influence
of work involvement on employee
performance is 0.003, because the
value of sig. < 0.05 and a positive
regression coefficient of 0.480, it is
concluded that work involvement has
a positive and significant effect on
employee performance, meaning that
the higher the employee's work
involvement, the higher the employee's
performance, and vice versa, the lower
the employee's work involvement, the
lower the employee's performance.

3. The significance value of the influence
of work ethic on employee performance
is 0.031, because the value of sig. <
0.05 and a positive regression
coefficient of 0.169, it is concluded
that work ethic has a positive and
significant effect on  employee
performance, meaning that the higher
the employee's work ethic, the higher

the employee's performance, and vice
versa, the lower the employee's work
ethic, the lower the employee's
performance.

Simultaneous Influence Significance
Test (Test F)

According to Ghozali (2018) that "the
F-test aims to show whether all independent
variables  entered into the  model
simultaneously or together have an effect on
the dependent variables". The F-test was
carried out to determine the joint influence
of independent variables (X) on dependent
variables (Y). The F-test in this study was
carried out using the help of SPSS. The
decision-making criteria in the F test are as
follows:

1. If the significant value < 0.05 then Ho
is accepted and Ha is rejected, or the
independent variable of the linear
regression model is unable to explain
the bound variable.

2. If the significant value > 0.05 then Ho
is rejected and Ha is accepted, or the
independent variable of the linear
regression model is able to explain the
bound variable.

With a confidence level of 95%,
competence, work involvement and work
ethic are declared to have a simultaneous
effect on employee performance if the
significant value < 0.05 and if the
significance > 0.05, it is concluded that there
is no simultaneous influence of competence,
work involvement and work ethic on
employee performance’

Table 10. Simultaneous Test Results (Test F)

Independent Variables F count F table Sig. Conclusion
Competence, Engagement Simultaneous
175,729 2,827| 0,000
Work, Work Ethic 72 ’ ’ influence
signifikan

Source: Data processed (2024)
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Based on the results of the regression
analysis in table 10 above, a significant
value of the F test result of 0.000 was
obtained. Due to the significant value of the
results of the simultaneous test
< 0.05, Ho was rejected and concluded that
simultaneously competence,
and work ethic affect employee performance.

involvement

Dominant Test (Beta Coefficient)

Standardized beta () in regression
analysis shows the magnitude of the
influence of independent variables on
dependent variables in standard units of
deviation. In other words, standardized beta
provides information about how much
change in the dependent variable (in
standard deviation) for every change of one

standard deviation in the independent
variable. This allows for direct comparisons
between the influences of different
independent variables, regardless of the
scale of measurement. Standardized beta
allows comparison of the effects of various
independent variables in the regression
model. A larger beta value indicates that the
variable has a greater influence on the
dependent variable. Since standardized beta
measures influence in standard units of
deviation, it solves the problem of scale
differences between variables. This makes
interpretation and comparison of influence
strengths easier. In models involving many
independent variables, standardized beta
helps identify which variables have the most
dominant influence on dependent variables.

Figure 4. Standardized Beta

Competenc

Kinerja

Based on the value of standardized
coefficient beta on each variable, the variable
that has the largest standardized coefficient
beta is the work involvement variable, this
means that among the three factors that
affect performance (competence, work ethic,
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Pegawai

work engagement), the most dominant factor
affecting performance is work involvement
(Beta=0.451), followed by competence
(Beta=0.365) and the third is work ethic
(Beta=0.185).

Work  engagement reflects  how
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emotionally engaged and committed an
employee is to their job. Highly engaged
employees are usually more motivated to
give their best, which has an immediate
impact on their performance. While work
ethic and competence are also important,
work engagement has an advantage in
emotional and motivational aspects that
more directly affect employees' behavior and
day-to-day performance. Work ethic reflects
the attitudes and values adhered to, while
competence reflects technical ability and

employees will strive to improve their skills
and demonstrate a good work ethic because
they feel motivated and committed to the
success of their organization.

Summary of Hypothesis Test

The hypothesis testing in this study is
based on the overall results of the regression
analysis that has been carried out. The
following is a summary of the results of
hypothesis testing in the study:

knowledge. However, without high work
engagement, work ethic and competence do
not always translate into optimal
performance. Instead, highly engaged
Tabel 11. Tabel Ringkasan Uji Hipotesis
No Hipotesis Hasil Kesimpulan
The Influence of Koef regresi = 0,392;p Diterima
1 Competence value = 0,004
On Employee
Performance
The effect of work Koef regresi = 0,480;p Diterima
2 engagement on value = 0,003
performance
official
The influence of work | Koefregresi=0,169;p Diterima
3 ethic on employee value = 0,031
performance
The simultaneous F hitung = 175,729 > F Diterima
4 influence of Tabel = 2,827
competencies, work P value = 0,000
engagement, and work
ethic on employee
performance
The most dominant work| P X1 =0,365p X2 = Diterima
involvement variable (X2)| 0,451 f X3 = 0,185
5 has an effect on employee
performance

Source: data dialysis (2024).
The explanation of the results of the DIATS
hypothesis test is as follows:

150

1. Hypothesis 1 in this study states that
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competence has a positive and
significant effect on  employee
performance, the results of the

analysis show that the p value of the
influence of competence on employee
performance is 0.004 and the
coefficient on the positive path is
0.392, because the p value < 0.05 and
the coefficient on the positive path, the
hypothesis is accepted and it can be
concluded that competence has an
effect on employee performance.

2. Hypothesis 2 in this study states that
work involvement has a positive and
significant effect on  employee
performance, the results of the
analysis show that the p value of the
influence of work involvement on
employee performance is 0.003 and
the coefficient on the positive path is
0.480, because the p value < 0.05 and
the coefficient on the positive path, the
hypothesis is accepted and it can be
concluded that work involvement has
an effect on employee performance.

1. Hypothesis 3 in this study states that

work ethic has a positive and
significant effect on  employee
performance, the results of the

analysis show that the p value of the
influence of work ethic on employee
performance is 0.031 and the
coefficient on the positive path is
0.169, because the p value < 0.05 and
the coefficient on the positive path, the
hypothesis is accepted and it can be
concluded that work ethic affects
employee performance.

2. Hypothesis 4 in this study states that
competence, work involvement, and
work ethic have a significant effect
simultaneously on employee
performance, the results of the F test
show a p value of 0.000 and an F
calculation of 175.729, because the p
value of <0.05, F calculates > F table,
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it is concluded that competence, work

involvement, and work ethic
simultaneously affect employee
performance, This supports
hypothesis 4 in this study so that

hypothesis 4 is accepted.

3. Hypothesis 5 in this study suspects
that work involvement is the most
dominant factor that affects employee
performance, the results of the
analysis show that among work ethic,
competence and work engagement,
work involvement has the highest
standardized value of beta coefficient,
therefore it can be concluded that
among work involvement is the most
dominant factor affecting
performance. This supports
hypothesis 5 in this study so that
hypothesis 5 is accepted.

Discussion
The Effect of Employee Competence on
Employee Performance

The results of this study show that
there is a significant influence of employee
competence has a positive and significant
effect on employee performance, this means
that the higher the employee's competence,
the better the employee's performance and
vice versa, the lower the employee's
competence, the lower the employee's
performance. The results of this study show
that employee competence is one of the
factors that significantly affects employee
performance. This means that efforts to
improve employee performance can be made
through increasing employee competence.

Based on the results of the descriptive
analysis in this study, overall the
competence of employees in this agency has
been good, but there are still many
employees who do not have good competence
in terms of work ability, attitude in the
organization and skills that support work,
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therefore in order for competence to increase,
there needs to be guidance and direction
from the company so that there is an
improvement in the work ability of
employees, employee attitudes in the
organization employee skills that
support them at work.
Thus, the factor
employee performance to
competence. Competence in this case is the
ability of employees so that it provides
employees with the ability to work neatly and
has an attitude to complete work in
accordance with the employee's expertise in
the field of work, which of course has
provided a level of the results of their hard
work. This is in accordance with Abdi and
Wahid (2018) who said that if employees
have high competence so that they can
provide an increase in the share of work
results owned by employees. This theory is
also supported by empirical studies
according to Kadir, et al. (2018) finding
competencies that have a positive and
significant effect on the work results owned
by their subordinates. Employees who have
work skills that are in accordance with their
field of work will be more careful for the
results that employees get at work.
Competent employees will be able to work

and

that supports
increase is

more effectively and efficiently, so that they
can produce quality services. This will
certainly have a positive impact on the
overall performance of the organization.
An organization needs to
employees who have the ability and skills to
be able to manage the organization so that
organizational activities can run well which

have

also has an impact on employee performance
results. Good work results are optimal work
results that are in line with the standards
owned by the organization and encourage
the of the organization's
desires. Brahmasari and Suprayetno (2008)
who said that ability is the final result of
work achieved by employees in doing the

achievement
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part of work that is given on the basis of
precision, experience, and time in
completing the work. This means that
performance is necessary in the organization
as the achievement of work results that will
increase the value of the organization.

The results of this study are in line
with the research of Gede Putu Agus Jana
Susila (2019); Bukhari, Sjahril Effendi
Pasaribu (2019); Pageno Regional Election
(2020) which also showed the results that
competence affects performance. The results
of this study are also in line with the results
of the study (Badrun, 2021; Faris, 2020;
Lubis et al., 2020; Mardiana et al., 2021;
Mutakin, 2015; Permanasari et al., 2014;
Sari, 2019; Sumardi Hr & Surianti, 2019;
Supardi, 2021; Wicaksono, 2019).

The Effect of Work Engagement on
Employee Performance

The results of this study show that
there is a significant influence of work
involvement on employee performance, this
means that the higher the work involvement,
the higher the employee performance, and
vice versa, the lower the work involvement,
the lower the employee performance. The
results of this study show that work
involvement is one of the factors that
significantly affects employee performance.
This means that efforts to improve employee
performance can be carried out through
increasing employee work involvement.

Based on the results of the descriptive
analysis in this study, overall employee work
involvement has been good, but there are
still many employees who have not been
involved in work because they do not have
awareness that work is important and there
are still many employees who are not so
mentally and emotionally involved in work,
therefore improving employee performance
can start from increasing employee work
involvement, especially increasing employee
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involvement In every job and the main thing
is to increase awareness that work is
important and equip employees mentally
and emotionally good at work. Employee
involvement and participation is
important aspect in every organization.
Employee involvement and participation can
be carried out optimally if job satisfaction
And versa, job
satisfaction will be obtained when on the one
hand the  organization sees  good
performance in employees and on the other
hand employees also feel involved in
decision-making and organizational policies.
Employee involvement and participation can
have an influence on the performance of
individual employees, and will ultimately
have a huge impact on the success of an
organization in achieving a goal.

an

has been met. vice

Employee involvement and
participation is one of the things that every
organization must think about. Employee
involvement and participation can be carried
out optimally if job satisfaction has been
met. And vice versa, job satisfaction will be
obtained when on the one hand the
organization sees good performance in
employees and on the other hand employees
also feel involved in decision-making and
organizational policies. Full involvement and
participation in work makes employees will
create good performance and will actively
participate in completing their work or
tasks. Employees will feel more satisfied and
happy if they can spend most of their time,
energy, and thoughts on their work.

The results of this study are in line
with the research of Bakker & Oerlemans
(2011) in Zeijen et al., 2020) that work
involvement is an important indicator of the
welfare of the workforce or employees. It is
also in line with research (Bakker & Leiter,
2010) that individuals who experience work
engagement, they should be able to identify
their work for a common purpose. Work
involvement is considered as the spirit of
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employees at work. Thus, work engagement
has the potential to increase the much-
needed success and competitiveness of
organizations (Hoole & Bonnema, 2015 in
Zeijen et al., 2020). Burke and El-Kot (2010)
in Manalo et al., (2020), work engagement in
an organization can predict various work
outcomes of individual employees, such as
job satisfaction and employees' intention to
quit. The results of this study also support
the results of the study (Febrina &
Ratnasari, 2020; Kurnia, 2021; Letsoin &
Ratnasari, 2020; Marimin & Santoso, 2020;
Munparidi & Sayuti, 2020; Panjaitan, 2021;
Riza, 2017; Samud et al., 2021; Susanti et
al., 2021; Yopie & Chrislin, 2022) which
showed the results that employee work
involvement affected their performance.

The Effect of Work Ethic on Employee
Performance

The results of this study show that
there is a significant influence of work ethic
on employee performance, this means that
the higher the work ethic, the better the
performance of the employee, and vice versa,
the lower the work ethic, the lower the
performance of the employee. The results of
this study show that work ethic is one of the
factors that significantly affects employee
performance. This means that efforts to
improve employee performance can be
carried out through improving work ethic.

Based the the
descriptive analysis in this study, overall the
work ethic of employees has been good, but
there are still many employees who do not
have a high work ethic in terms of creativity,
there are not many employees who are
diligent in full of excellence at work and work
hard with enthusiasm need to be evaluated,
therefore improving employee performance
can start from improving the work ethic of
employees, especially in terms of creativity,
increase perseverance and excellence at

on results of
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work and encourage employees to work hard
with enthusiasm.

Work
determination,
Those who have a strong work ethic will
place a high value on professional success.
They demonstrate moral principles that
make them an outstanding employee in any
position. In addition, a person who has a
good work ethic can have an ideal lifestyle,
can improve their abilities and can have a
good impact on the surrounding
environment. Work ethic has a fairly
important role, especially for individuals in
pursuing their careers, be it as an employee
or in building a business. Attitude at work is
one of the determinants of a person's
success, because a lot of skills or experience
is not enough if it is not accompanied by hard
work.

The importance of a strong work ethic
is undeniable. Employees with a strong work
ethic are not only reliable and dedicated but
also demonstrate professionalism and
accountability in their roles. This mindset
encourages individuals to consistently strive
for their best, take responsibility, and
prioritize the overall success of the
organization. Additionally, a strong work
ethic fosters an environment of trust and
dependency among coworkers, ultimately
leading to increased productivity and
collaboration within the team.

Additionally, employees with a strong
work ethic often show higher levels of
motivation and determination when facing
challenges or obstacles. This resilience
allows employees to adapt quickly to
changing circumstances and maintain a
positive attitude even during difficult times.
Ultimately, this persistence can inspire
others in the organization to uphold the
same standards of excellence, drive overall
performance improvement and contribute to
a more cohesive work culture. Fostering a
strong work ethic among employees is not

ethic is attitude,
and dedication to work.
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only beneficial to an individual's career but
also creates an organizational ecosystem
that thrives on dedication, dependability,
and mutual respect.

The results of this study are in line
with the results of the study (Asmad, 2021;
Asniwati & Oktaviani, 2024; Butarbutar et
al., 2021; Dongoran & Coal, 2019; Gina
Octaviani & Muhardi, 2022; Maras et al.,
2022; Putra, 2020; Ruslan & Nasriani, 2024;
Suryadi & Karyono, 2022; Yantika et al.,
2018) which also showed results that work
ethic had an effect on performance.

The Influence of Competence, Work
Involvement and Work Ethic on Employee
Performance

The results of this study show that
there is a significant influence of
competence, work involvement and work
ethic have a positive and significant effect on
employee performance, this means that the
higher the competence, work involvement
and work ethic, the better the employee's
performance and vice versa, the lower the
competence, work involvement and work
ethic, the lower the employee's performance.
The results of this study show that
competence, work involvement and work
ethic are one of the factors that significantly
affect employee performance. This means
that efforts to improve employee
performance can be made through
increasing competence, work involvement
and work ethic.

Based on the results of the descriptive
analysis in this study, overall competence,
work involvement and work ethic have been
good, but many employees do not have good
competence in terms of work ability, attitude
in the organization and skills that support
work, employees who have not been involved
in work because they do not have awareness
that work is important and there are still
many employees who are not so mentally
involved and emotional at work, employees
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who do not have a high work ethic in terms
of creativity, there are not many employees
who are diligent in full of excellence at work
and work hard full of enthusiasm, therefore
improving employee performance can start
from increasing competency satisfaction,
work involvement and work ethic in terms of
employees who do not have good competence
in terms of ability to work, attitudes in the
organization and skills that support in work,
employees who have not been involved in
work because they do not have awareness
that work is important and there are still
many employees who are not so mentally
and emotionally involved in work, employees
who do not have a high work ethic in terms
of creativity, not many employees who are
diligent and full of excellence at work and
work hard full of enthusiasm.

The importance of employee
competence, work involvement and work
ethic in an organization is seen as able to
support the improvement of employee
performance and contribute to determining
the future of the organization. Competence
is a deep and inherent part of a personality
with predictable behavior in various
circumstances and job tasks. In relation to
employee competence, there needs to be an
effort to further maximize the results
achieved. With competence, work
involvement and work ethic, it means that
each employee is a characteristic that
underlies a person related to the
effectiveness of individual performance in
his or her work so that it needs to be
optimally empowered to produce a better,
effective and efficient product and or there
are no more employees who work casually
just fulfilling formalities.

In the workplace sphere, cultivating a
strong work ethic is essential for individuals

seeking professional growth and
advancement. As organizations increasingly
prioritize  productivity, efficiency, and

adaptability from their workforce, employees
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with a strong work ethic become invaluable
assets in driving overall success. By
embodying qualities such as perseverance,
integrity, and discipline in day-to-day tasks,
individuals can stand out as reliable
contributors who continue to demonstrate
their commitment to achieving personal and
organizational goals.

In addition, work ethic is not just an
individual effort, but also reflects teamwork
and collaboration within an organization.
This involves a willingness to exceed
expectations, contribute ideas for
improvement, and support colleagues in
achieving common goals. An exceptional
work ethic defines a productive and
harmonious work culture while fostering
trust between employees and management.
This mindset fosters a sense of pride in one's
work which can lead to greater job
satisfaction and long-term success in a

company.

The results of this study are in line with
the definition of work involvement as the
level of psychological indentation of
employees with their work, actively
participating in their work, and considering
performance in their work to be important for
their own good (Robbins & Coulter, 2007).
Kreitner & Kinicki in (Patras, 2017) say that
work engagement is the degree to which a
person consciously feels attached and
unattached and concerned with the work at
hand. Yoshimura in (Utami &
Palupiningdyah, 2016) explains that job
involvement is related to how much an
individual is identified from his or her job
and considers that his or her job has a
positive impact on himself or herself and a
sense of concern for his or her job. Work
ethic describes an attitude that contains
meaning as an evaluative aspect possessed
by individuals (groups) in providing an
assessment of work activities. According to
(Darodjat, 2015) work ethic is a set of positive
behaviors and foundations that include the
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motivations  that drive them, key
characteristics, basic spirit, basic thoughts,
code of ethics, moral code, code of behavior,
attitude

Dominant factors affecting performance

The results of the analysis in this
study show that among the three factors that
affect performance (competence, work ethic,
work engagement), the most dominant factor
affecting performance is work engagement,
followed by competence and the third is work
ethic.

Work engagement reflects how much
an employee feels emotionally engaged and
committed to their work. Highly engaged
employees are usually more motivated to
give their best, which directly impacts their
performance. While work ethic and
competence are important,
engagement has an advantage in emotional
and motivational aspects that more directly
affect employees' behavior and day-to-day
performance. Work ethic reflects the
attitudes and values adhered to, while
competence reflects technical ability and
knowledge.
engagement, work ethic and competence do
not always translate into  optimal
performance. Instead, highly engaged
employees will strive to improve their skills
and demonstrate a good work ethic because
they feel motivated and committed to the
success of the organization.

also work

However, without high work

Work engagement, or often referred to
as employee engagement, is often considered
the dominant factor that affects employee
performance in an organization. Employees
who are involved in their work tend to have
higher motivation to achieve the company's
goals and objectives. They feel that they have
a greater responsibility for the results of
their work. Work engagement often
correlates with job satisfaction. Employees
who are satisfied with their work will be
more likely to perform better because they
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feel happy and valued. Engaged employees
tend to have a stronger commitment to the
organization. They are more likely to stay in
the company, reduce turnover rates, and
bring stability to the work team. Work
engagement encourages employees to be
more proactive, take initiative, and offer
creative solutions to the challenges the
company faces. This can increase efficiency
and innovation. Employees who feel engaged
are more likely to cooperate with their peers,
creating a harmonious and productive work
environment. Good collaboration can
improve the overall performance of the team.
Studies show that engaged employees have
higher productivity. They are more focused
on their tasks and manage their time more
effectively, which ultimately increases their
output. Employees who feel engaged in their
work tend to have lower absenteeism rates.
They are more eager to come to work and
contribute. Work engagement is a key factor
that can significantly affect the performance
of individuals and organizations.
Organizations that focus on improving work
engagement tend to see improvements in
various aspects of performance, from
productivity to customer satisfaction.
Therefore, it is important for management to
continue to develop strategies that
encourage work engagement in order to
achieve optimal results.

The results of this study are in line
with the results of Bailey et al's (2017)
research, where this study reviewed
research on work engagement and found
that high levels of engagement significantly
predicted work performance, both in the
main task and in the auxiliary task. Engaged
employees tend to show higher dedication,
energy, and engagement in their work,
leading to better productivity and work
outcomes. The results of this study are also
in line with the research of Carter et al
(2018), that there is a significant positive
correlation between job engagement and job
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performance,

emphasizing that engaged

employees have better task performance due
to higher motivation and commitment.
Halbesleben (2011) in his study also showed

D. Conclusion
The conclusions obtained from the results of
this study are as follows:

1.

Employee competence has a positive
and significant effect on employee
performance. Employees with high
competence tend to be able to achieve
high performance, and vice versa,
employees with low competence tend
to be less able to form high
performance.

Employee work involvement has a
positive and significant effect on
employee performance. Employees
with high work engagement tend to be
able to achieve high performance, and
vice versa, employees with low work
involvement tend to be less able to
form high performance

Employee work ethic has a positive
and significant effect on employee
performance. Employees with a high
work ethic tend to be able to achieve
high performance, and vice versa,
employees with a low work ethic tend

to be less able to form high
performance

Competence, work involvement and
work ethic have a positive and
significant effect on  employee
performance, this means that the
higher = the  competence, work

involvement and work ethic, the better
the employee's performance and vice
versa, the lower the competence, work
involvement and work ethic, the lower
the employee's performance.

Work involvement is the most
dominant factor affecting employee
performance compared to employee
work ethic and competence. The
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the results that engaged aries were more
likely to invest more in their work, leading to
better performance in their roles and other
additional tasks.

higher the involvement and
participation of employees in the
organization, the more the
performance of  the employee

concerned will increase.

Suggestion

Suggestions that can be conveyed from the
results of this study are:

Managerial Advice

1.

From the competency variables, an
overview is obtained that overall
employee competence has been good,
but there are still many employees who
do not have good competence in terms
of ability to work, attitudes in the
organization and skills that support
work. Therefore, in an effort to improve
employee competence, it is better to
focus on these aspects.

From the variables of work
engagement, an overview is obtained
that overall employee work
involvement has been good, but there
are still many employees who do not
have work involvement both in terms of
work  ability, attitude in the
organization and skills that support
work. Therefore, in an effort to increase
employee work involvement, it is better
to focus on these aspects.

From the work ethic variables, an
overview is obtained that overall the
work ethic of employees has been
good, but there are still many
employees who do not have a good
work ethic in terms of work ability,
attitude in the organization and skills
that support work. Therefore, in an
effort to improve the work ethic of
employees, it is better to focus on these
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aspects.

4. From the performance variables, an
overview was obtained that overall
employee performance has been good,
but there are still many employees who
do not have good performance in terms
of ability to work, attitude in the
organization and skills that support
work. Therefore, in an effort to improve
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