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Public service performance is an interesting topic to be studied by experts and observers of public administration 

issues, because a public service in government activity must be answered the community needs to facilitate a 

permit and non-permit services over health, education, and economy problems. The government, through a 

employees in charges must provide certainty of security and convenience when the public need administrative 

services provide a sense of satisfaction. Here, the satisfaction toward excellent service from employees can be 

seen from information technology application, effective and efficient work procedures with quality of the work 

environment to response toward problems or conflicts during the service process. The change public service 

institutions are able to provide the best services in public. In this study aimed to analyze the effect of competence 

and work environment on job satisfaction and its impact on the performance of civil servants. This study 

assessed competence and work environment influence job satisfaction and employee’s performance. Here, we 

obtain all parameters data from employees especially civil servant staffs. Therefore, through the methods of pre-

research surveys, we  interviewed  and give questionnaires. From the results, we found a correlation between the 

main factors that were very significant. Here, the respondents surveyed in this study were 200 civil servant staff 

working at the PTSP level in the village, district, and city of West Jakarta. The data were analyzed using 

Structural Equation Model (SEM) with data processing using Lisrel software. The results shows that competence 

and work environment influenced job satisfaction and had a significant impact on the performance of civil 

servants in PTSP West Jakarta. 
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1. INTRODUCTION 

In regional autonomy era , every local government is 

demanded to show a best performance to improve 

services over public area. The advance technology and 

demographic development is a made by the public’s needs 

increase, including the need for quick, transparent and 

free illegal levies that will drive economic growth. It’s 

requires by local governments to innovate by preparing a 

quality employees and their performance. Here, the 

employee performance in major role of forming an 

organization based on competence and a good work 

environment will be satisfied with their work. In addition, 

the performance with flexibility and creativity over 

human resources will develop their abilities and skills 

over time also the way they respond to problems with 

different contexts of change [1]. The role of human with 
*
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resources is needed to adopt all these changes. Thus, the 

organization as a place for employees has an important 

role and can influence the innovation and ability to absorb 

knowledge so that the employees’ competency quality 

increases [2]. The environment surrounding employees 

must provide support to the work ability of employees 

because a bad environment will limit employees to 

recognize their abilities and reach their full potential [3]. 

It is very important for the organization to realize the 

importance of a good work environment. Here, the work 

environment especially the work facilities around 

employees can influence the way employees carry out 

their duties [4]. The work environment must be 

comprehensive in addition to physical facilities, also 

incorporating psychological and social effects as a 

prerequisite for more collective working conditions [5].  
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The same result which emphasize on collective or 

community issues due to most employees are affected by 

the help they receive from colleagues and supervisors as a 

social environment because it affects to job satisfaction 

and work performance [6]. Regarding the effect of job 

satisfaction to performance, a satisfied employees are 

believed to have higher levels of performance [7]. It 

shows that the higher job satisfaction will drastically help 

the organization to achieve targeted goals. From the 

researches above, the relationship between competence, 

work environment, and job satisfaction on performance. 

However, there are other studies that show different 

results related to work environment variables. The study 

of work environment does not have a significant effect on 

performance employees. From the similarities and 

differences in the influence of these variables, it was 

necessary to examine deeper how their impacts on the 

public sector especially in government institutions. In this 

context, the main purpose of this study to propose a 

methodology which allowed to test the effect of 

competence and work environment on job satisfaction 

and its impact on the performance of civil servants in 

PTSP West Jakarta. 

 

2. METHODOLOGY 

A. Competence 

The basic characteristics (underlying characteristic) that is 

a deep personality and inherent in a person and has 

predictable behavior in various circumstances of work 

assignments also causal relationship (causally related) 

means competency can cause or be used to predict a 

person’s performance, meaning that if they have high 

competence then they will have high performance [8]. 

The criteria (criteria referenced) that serve as a reference 

that competence would clearly predict the characteristics 

of a person in order to work well, must be measurable and 

specific or standardized. The competency dimensions 

include: intellectual ability which reflects the strategic 

perspective, analysis, and assessment, work planning, 

with organizing [9]. The interpersonal ability which is an 

effort to manage cooperation, persuasive and assertive 

attitudes, decision making, interpersonal sensitivity, and 

oral communication: adaptability which is the ability to 

adapt to the surrounding environment; the ability to result 

orientation (result orientation) includes energetic attitude 

and initiative, achievement motivation, and sensitivity in 

handling daily work [10]. 

B. Work Environment 

The work environment consists of employee safety, job 

security, good relations with colleagues, recognition of 

good performance, motivation to perform well and 

participation in the company’s decision-making process 

 

 [11]. He explained that once employees realized that the 

company considered them important, they would have a 

high level of commitment and a sense of ownership of 

their organization. Related to the work environment with 

the productivity, the dimensions which include a physical 

working environment of the employee, the psychosocial 

working environment of the employee, and work 

wellbeing [12]. 

C. Work Environment 

The work environment consists of employee safety, job 

security, good relations with colleagues, recognition of 

good performance, motivation to perform well and 

participation in the company’s decision-making process 

[11]. He explained that once employees realized that the 

company considered them important, they would have a 

high level of commitment and a sense of ownership of 

their organization. Related to the work environment with 

the productivity, the dimensions which include a physical 

working environment of the employee, the psychosocial 

working environment of the employee, and work 

wellbeing [12]. 

D. Job Satisfaction 

Job satisfaction to organization is often used to measure 

individual attitudes toward the organization. As a 

dimension of job satisfaction, the five things: pay, job 

(nature of work), promotion opportunities, supervisors, 

and co-workers [13]. Rewards are the level of 

compatibility between the payment and the work done 

also job is intended as a extent the job in considered 

attractive while promotion opportunity is defined as the 

availability of opportunities to advance and get awards to 

improve career and quality of work. The supervision is 

the use of interpersonal skills from the direct supervisor 

while the co-worker factor is very important if there are 

colleagues who are friendly, competent, and provide 

support. 

E. Performance 

Regarding performance dimension, the highlighted five 

things: Quality, Quantity, Timeliness, Cost Effectiveness, 

Need for supervision, and Interpersonal impact [14]. A 

quality concerns the level of error, damage done by 

employees and accuracy done when doing their jobs. 

Whereas, the quantity is related to the minimum amount 

of work produced in accordance with the target. The 

timeliness is related to the time needed to complete an 

activity or produce a product. Cost Effectiveness is 

related to the level of use of organizational resources 

(people, money, materials, technology). Need for 
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supervision related to the ability of individuals to 

complete work or work functions without or with 

assistance or supervision intervention from the leader. 

Interpersonal impact is the ability of individuals in 

enhancing his/her feeling of confidence. 

F. Correlation between competence and job satisfaction 

The Preliminary studies on competence is defined innate 

characteristics or knowledge that can be taught by others 

related to the interests of the organization. Competence 

must be able to be identified and developed so that 

employees get satisfaction at work [15, 16]. Employees 

who have competence will affect their job satisfaction 

level both when working on a given task or when working 

with employees from other departments [17]. From the 

results of the literature on hypotheses, it can be stated: 

 

H1: competence has positive effect on employees’ job. 

G. Correlation between Work Environment and Job 

Satisfaction 

The existing work environment in the organization has an 

important role to support the success of the institution’s 

goals. This is because the existing work environment will 

directly give impact to the services provided by 

employees to consumers, in this case is the public. The 

working condition will affect job satisfaction, because 

employees are concerned with a comfortable physical 

work environment [18]. In this study, we will provide a 

more positive level of job satisfaction. The employee 

productivity and job satisfaction is determined by an 

extraordinary level, in the environment in which they 

work [19]. The work environment involves all aspects 

that act and react to the body and mind of an employee. 

Based on previous research references, we want to know 

whether there was a relationship between work 

environment and job satisfaction where I did the research. 

From the literature above, the hypothesis proposed is: 

 

H2: The work environment has a positive effect on job 

satisfaction 

H. Correlation between competence and job 

performance 

Here, employee competencies are reflected in three 

dimensions of knowledge, skills, and attitude dimensions. 

These three dimensions show a significant positive effect 

on employee performance. The revealed that organization 

that pay attention to the capabilities and utilization of the 

knowledge and skills of their workforce is the key to 

achieve sustainable competitive advantage [18]. Based on 

the previous research described above, the following 

hypotheses can be drawn: 

 

H3: Competence has a positive effect on performance. 

I. Correlation between work environment and 

performance 

Work environment is anything that exists around the 

workers/ employees that can affect employee job 

satisfaction in carrying out their work so that optimal 

work results will be obtained. The employee performance 

is strongly influenced by the work environment [19]. 

Here, emphasized the role of working conditions and 

employment performance relations in the case of workers 

especially in industry. Companies or organizations need 

to consider improving environmental factors to improve 

employee performance. However, it should also consider 

other studies that show different results, such as revealed 

that the work environment such as facilities and 

infrastructure do not significantly influence the 

performance of workers [20]. According to him, 

incentives turn out to be more influential in improving 

employee performance because it is related to welfare and 

a sense of security at work. Based on the previous 

research described above, the following hypotheses can 

be drawn: 

 

H4: The work environment has a positive effect on 

performance. 

J. Correlation between job satisfaction and 

performance 

Human resources are the most vital assets for 

organizational development. Obtaining the best requires a 

large movement by the organization and its management. 

If human resources or employees are happy and capable, 

the organization will provide the best for its employees. 

However, if they are not in the expected situation, they 

might cause an organizational loss due to performance 

cannot be maximized. The relationship exploration 

between job satisfaction and performance can be 

determine whether there is a relationship that can be 

empirically proven between these two variables and the 

direction and intensity of the relationship [21]. The 

success of an organization is often considered to be 

caused by morale and employee satisfaction. The testing 

factors related to job satisfaction that contribute 

significantly to organizational performance, one of which 

showed that there is an impact of the majority of job 

satisfaction factors on organizational performance [22].  
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Based on the previous research described above, the 

following hypotheses can be drawn: 

 

H5: Job satisfaction has a positive effect on employee 

performance.  

 

From the explanation above, the research model can be 

dawn is showed in figure 1. 

 
 

Figure 1. Research Model 

3. RESULT AND DISCUSSION 

This research was conducted at the PTSP Service Unit in 

West Jakarta. The aspects studied were competency, work 

environment, job satisfaction and performance of civil 

servants. The study was conducted using survey methods. 

Data was collected by distributing questionnaires to civil 

servant staff working in PTSPs at the village, district, and 

city levels. Data analysis method in this study used 

Structural Equation Modeling (SEM) using Lisrel test 

equipment. The sampling process was done using the 

entire population of civil servants and the number meets 

the requirements for the SEM method, the five times of 

the number of questions analyzed. In this study, the 

sample studied was employees in the PTSP West Jakarta. 

In this research questionnaire, there were 40 questions, so 

that the minimum number of samples needed was 200 

respondents. The scale adopted a Likert scale using the 

SS category (strongly agree), S (agree), R (doubtful), TS 

(disagree), STS (strongly disagree). However, this study 

eliminates the middle (doubtful) answer category. Thus, 

many researcher can eliminate the hesitant answer (R) to 

avoid the respondent who cannot decide and prefer giving 

a neutral answer, because a neutral answer will lead to a 

tendency towards the middle answer or between agree 

and disagree. Therefore, the scale used 1 to 4 (a four-

point Likert scale), up to the following criteria; (1) 

strongly agree, given a score of 4; (2) agree, given a score 

of 3; (3) disagree, given a score of 2; (4) strongly disagree, 

given a score of 1. 

 

 

 

 

 

A. Measurement 

In this study, there were two exogenous variables, namely 

competence and work environment and two endogenous 

variables namely job satisfaction and employee 

performance. Measurement of competency variables was 

using measuring from work environment variables. The 

measurement of job satisfaction variables using 

measurement of performance variables. In addition to that, 

test validity was done based on Kaiser-Msyer-Olkin 

sampling size (KMO) and size measures adequacy of 

sampling (MSA). In this testing process, the value 

obtained must be greater than 0.500 which means that the 

factor analysis was suitable for use and could be further 

processed. The competency scale consisted of 10 

questions and all were valid because of the value (MSA> 

0.500), the scale of the work environment consisted of 9 

questions and all were valid (MSA> 0.500). The job 

satisfaction scale consisted of 13 questions and all were 

valid (MSA> 0.500) while, the performance scale 

consisted of 8 questions and all were valid (MSA> 0.500). 

Reliability test with a Cronbach alpha showed value> 0.5, 

which means reliable. 

 

B. Result 

Analysis of all tests almost showed a good match such as 

Chi Square, RMSEA, ECVI, AIC, CAIC, and Fit Index. 

There were results in the form of marginal fit of Critical 

N and Goodness of Fit. Furthermore, this research 

produced the following path diagram: 

 

 
 

Figure 2. Path Diagram t-value 

 

Figure 2 shows path Diagram T-Value was a hypothesis in 

this research and presented in the table of hypothesis 

testing as follows:  

 

Table 1. Hypothesis Testing Research Model 
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C. Discussion 

In the results of testing the first hypothesis (H1), it was 

found that the results of the analysis supported the 

hypothesis that employee competence had a significant 

positive effect on job satisfaction. This can be seen from 

the T-Value which showed a value of 2.82 which was 

greater than the T-Table 1.97. The effect given by the 

employee competency variable was positive, which 

means that if the employee competency variable 

increased, the job satisfaction variable would also 

increase. Therefore, in theory, job satisfaction is 

influenced by competence to identified five dimensions of 

competence, namely: Intellectual Capability which reflect 

the strategic perspective, analysis and assessment, work 

planning, and organizing. In the second hypothesis testing 

(H2), it was found that the results of the analysis 

supported the hypothesis that the work environment had a 

significant positive effect on job satisfaction. This can be 

seen from the T-Value which showed a value of 2.74 

which was greater than the T-Table 1.97. The effect given 

by the work environment variable was positive, which 

means that if the work environment variable increased, 

the job satisfaction variable would also increase. The 

work environment has a positive effect on employee job 

satisfaction. Work is improved, so job satisfaction 

variables will also increase. In the results of the third 

hypothesis (H3) testing, it was found that the results of 

the analysis support the hypothesis that employee 

competence had a significant positive effect on 

performance. This can be seen from the T-Value which 

showed a value of 2.42 which was greater than the T-

Table 1.97. The effect given by the employee competency 

variable was positive which means that if the employee 

competency variable increased, the performance variable 

would also increase. In the fourth hypothesis testing (H4), 

it was found that the results of the analysis supported the 

hypothesis that the work environment had a significant 

positive effect on performance. It can be seen from the T-

Value which showed a value of 2.88 which was greater 

than the T-Table 1.97. The effect given by the work 

environment variable was positive, which means that if 

the work environment variable increased, the 

performance variable would also increase. On the results 

of testing the fifth hypothesis (H5), it was found that the 

results of the analysis supported the hypothesis that job 

satisfaction had a significant positive effect on 

performance. This can be seen from the T-Value which 

showed a value of 2.33 which was greater than the T-

Table 1.97. The effect given by the job satisfaction 

variable was positive, which means if the job satisfaction 

variable increased then the performance variable would 

also increase. 

 

D. Managerial Implication 

This study revealed that staff competence in an 

organization has an important role. Appropriate 

competence in an organization influences performance 

and job satisfaction. Competence is the ability to handle 

the work needed and can be recognized in the current era. 

Lack of competency can be overcome as follows 

providing learning opportunities through education, 

technical guidance, study assignments, and study permits; 

involving staff in all service processes carried out by the 

PTSP Service Unit so that there is a process of SOP 

internalization and organizational regulation; included in 

the work discussion meeting and the discussion of a 

permit issue. The managerial implications of employee 

competency improvement involve the Head of Office, 

Head of Human Resources Department, Head of Units in 

the city, district and village as well as Head of 

Administration Department. The physical work 

environment at PTSP has changed quite a lot but it is not 

evenly distributed and standardized. Changes to new 

work equipment were carried out in the second year of 

PTSP, which began in 2016, so it is necessary to continue 

procurement, especially computer equipment and other 

information technology support equipment. For the social 

work environment, PTSP already employs PHL (casual 

daily employee), CRO (customer relation employee), and 

AJIB team (motorized vehicle shuttle). The support for 

this work environment must naturally be carried out from 

the provincial level to the TSP in district level. There are 

still some constrains in job satisfaction in terms of 

promotion policies based on rank and class as well as 

employee performance. At the moment, the promotion is 

no longer using the auction format. If it continues to use 

this method, the PMPTSP DKI Jakarta Province Office 

should use data from the Assessment Center in DKI 

Jakarta Province Regional Personnel Agency (BKD) as 

consideration. In addition, DPMPTSP DKI Jakarta 

Province also sees employee track records through the 

percentage of attendance, employee innovation, and the 

number of disciplinary penalties received. The Head of 

Personnel Section must monitor and coordinate with the 

Regional Civil Service Agency (BKD) and Provincial 

Human Resources Development Agency (BPSDM) DKI 

Jakarta. 

 

4.  CONCLUSIONS 

The results can be concluded from this study: (1) there is 

an effect of competence on job satisfaction of civil 

servants in PTSP West Jakarta, it can be considered that 

good competency will create high job satisfaction; (2) 

there is an influence of the work environment on the job 

satisfaction of civil servants in PTSP West Jakarta, it can 

be said that an adequate work environment can create a 

sense of satisfaction at work; (3) there is an influence of 

competence on the performance of civil servants in PTSP 

West Jakarta, it can be said that high employee 

competency can form a better improvement; (4) there is 

an influence of the work environment on the performance 

of civil servants in PTSP West Jakarta, it can be said that 

employee performance will be better if supported by the 

fulfillment of a quality work environment; (5) there is an 

influence of job satisfaction on the performance of civil 

servants in PTSP West Jakarta, it can be said that  
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employees who are satisfied with their work will be able 

to show better performance in accordance with the needs 

of the organization. Here, The delimitation in this study 

refer to several weaknesses in this study. Some of the 

delimitation in this study include: (1) not all staff in the 

DKI Jakarta Province PMPTSP Service became the 

object of research because of time and distance 

limitations, (2) limited variables discussed where 

competence was not just employee competency, to be 

more in-depth, further research can explore 

organizational competencies which are more influential 

in creating staff performance. Further researchers can 

study in-depth about research in organizational 

performance in government agencies. This research was 

limited to only discuss work environment and job 

satisfaction variables, there are still many other variables 

which can affect employee performance such as work 

motivation, leadership style, or work culture. These 

variables need to be elaborated in order to get a more 

comprehensive performance formulation, especially for 

employees who work in government agencies 
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