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This study aims to investigate the effect of work compliance, competence, and 

performance allowances on employee performance at the Provincial Public 

Works Office of Bina Marga and Spatial Planning. The research method used is a 

survey with data collection through questionnaires and regression analysis. The 

results of the analysis show that work compliance, competence, and 
performance benefits have a significant influence on performance. Employees 

who show obedience to organizational rules, have good competence, and 

receive rewards for superior performance, tend to achieve higher performance. 

The implication of this study is that organizations need to pay attention to and 
improve these aspects in their human resource management to support the 

achievement of optimal performance. While this study makes an important 

contribution, attention to limitations, including the specific context and 

additional factors that may influence performance, is required. This research 

can be used as a foundation to guide more effective human resource 
management policies and practices in various organizations. 
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1. INTRODUCTION  

Human Resources (HR) has a central role in organizations and companies. High employee capacity 
has a positive impact on organizational performance, while low capacity has the potential to reduce 
performance [1]. Therefore, organizations need to have highly qualified employees as key assets in 
achieving mutually agreed goals. Human Resource Management (HRM) plays a key role in managing 
human resources to achieve optimal work efficiency, especially in the context of proper employee 
recruitment planning to increase organizational productivity [2]. Meanwhile, employee performance is a 
critical factor in achieving organizational goals. Optimal performance includes the achievement of 
predetermined goals and values, and has a significant impact on the quality and productivity of the 
company [3]. To achieve the desired level of performance, factors such as competence, discipline, and 
motivation play an important role in its influence [4]. Non-compliance with regulations and social 
standards can hinder performance, therefore, organizational leaders must create an environment that 
supports work discipline and provides appropriate performance incentives [5]. Performance 
management is an approach that involves measuring quantifiable competencies, knowledge and skills, 
and providing performance incentives to motivate employees to perform [6]. Performance benefits also 
play a role in improving job satisfaction and employee morale [7]. In this context, the study will explore 
the influence of work compliance, competencies, and performance allowances on employee performance 
at the Provincial Public Works Office of Bina Marga and Spatial Planning. 

However, while the importance of HR roles in organizations has been widely emphasized in the 
management literature, in-depth empirical research on the relationship between factors such as work 
compliance, competencies, and performance benefits to employee performance is still limited. Previous 
research has provided some initial insights into these aspects, but there is still a need for more in-depth 
and specific research, especially in the context of public sector organizations such as the Provincial Public 
Works Office of Bina Marga and Spatial Planning. For example, some previous studies have shown that 
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good work compliance can improve employee discipline and work efficiency [8]. Other studies have also 
highlighted the importance of employee competencies in achieving high performance [9]. In addition, 
some studies have linked performance allowances to employees' work motivation and job satisfaction 
[10]. 

This research brings a significant element of novelty by focusing on public sector organizations, 
such as the Provincial Public Works Office of Bina Marga and Spatial Planning, which have not been 
widely studied in relation to the factors of work compliance, competence, and performance allowances. 
Through in-depth empirical analysis, this research has the potential to reveal unique and complex 
relationships between these variables and provide robust empirical evidence. Its main contribution is to 
help inform the development of more effective human resource management policies and practices in the 
context of public sector organizations, while making an important contribution to the management 
literature in this space. 

In this context, more in-depth research such as this proposed one, which attempts to incorporate 
such factors and test their relationships empirically, can provide more detailed and useful insights for 
organizations to develop more effective human resource management strategies. Therefore, this study 
aims to investigate in depth the effect of work compliance, competence, and performance benefits on 
employee performance at the Provincial Public Works Office of Bina Marga and Spatial Planning. 
Literature Review  
Work Compliance 

Work obedience, also known as work discipline, is a key factor in maintaining the smooth 
operations of organizations and companies. The definition of work discipline involves obedient behavior 
and compliance with work regulations, both verbal and written, established by the organization [11]. This 
includes employee awareness and willingness to follow applicable regulations and standards. Work 
discipline can also be considered as an effort to control individual behavior, conscience and compliance in 
carrying out tasks in accordance with applicable regulations [12]. Employee attitudes that show respect 
and obedience to the rules and regulations of the organization and company are an indication of work 
discipline. This leads to employees' voluntary compliance with established rules [13]. Work discipline is 
important because it reflects an individual's commitment to their duties and responsibilities in the work 
context. 

Work compliance indicators include several important aspects. First, employees' ability to carry 
out their duties is an important indicator that reflects their compliance with the responsibilities given. 
Second, the sense of responsibility that arises when employees are given new tasks or are responsible for 
other people's work is also an indicator of work obedience. Third, obedience itself is the main indicator 
which includes behavior that shows values such as obedience, compliance, loyalty, tranquility, regularity 
and order in the organization. Fourth, the talents and skills possessed by employees can also influence 
their obedience, because these abilities enable them to complete tasks well. Fifth, leadership that orders 
employees and employees who obey superiors' orders also reflects strong work obedience. 
Competency  

Competency in an organizational context refers to a set of knowledge, skills, abilities and behaviors 
that employees need to carry out their duties effectively. It plays a key role in achieving results that are in 
line with the business strategy of an organization [14]. More than just technical abilities, competencies 
also include aspects of attitudes and behavior, which enable employees to perform superiorly [15]. 
Factors such as beliefs, values, skills, experiences, and individual characteristics, along with motivation 
and organizational culture, influence the development of competencies [9]. This ability is important 
because competent employees tend to be more creative, confident, and able to deal with uncertain 
situations effectively [16]. In the recruitment process, assessing competencies is key to ensuring that the 
company has quality and diverse human resources, which is important for competing in the market [17]. 
Competency dimensions include knowledge, skills and behavior. Knowledge is information controlled by 
employees in a particular field and often requires formal or informal learning. Skills include the physical 
and cognitive abilities to carry out tasks related to the job. Meanwhile, behavior emphasizes actions and 
attitudes that respect organizational ethics and reflect a positive image of employees in the workplace 
[18]. Competency indicators include motivation, traits, self-concept, knowledge, and skills, all of which 
provide a comprehensive picture of an individual's ability to perform in a work environment. 
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Performance Allowance 
Performance allowances are programs provided by companies to employees as a form of reward 

other than wages or salaries [7]. This program aims to improve employee welfare, both in material and 
immaterial form, indirectly. Performance benefit programs cover a wide range of aspects, including sick 
pay, savings, shares, insurance, medical care, and retirement funds. However, employees can only enjoy 
the full benefits of these benefits if they successfully complete their tasks well [19]. One form of 
performance allowance is performance pay, which is actually part of the incentive system. Performance 
pay provides variable rewards based on different individual achievements. This means two people with 
the same level of education can receive different rewards depending on their achievements. Incentives, 
including performance allowances, are given to employees in recognition of their contributions to the 
success of the organization. This allowance is a form of financial incentive that is given regularly apart 
from employee wages and salaries. 

Performance allowances are divided into two main groups, namely financial incentives and 
indirect financial incentives. Financial incentives are rewards in the form of money given to employees 
who have achieved or exceeded the performance standards set by the company. The form can be in the 
form of bonuses, commissions, or other financial incentives. On the other hand, indirect financial 
incentives include all forms of financial rewards that do not fall into the category of direct financial 
incentives, such as social security benefits, insurance, and employee benefits [20]. The amount of 
performance allowance is determined by several components, including the level of individual 
performance achievement, attendance level, compliance with the code of ethics, and level of discipline [6]. 
By focusing on these indicators, companies can design fair performance benefit programs and provide 
appropriate incentives to employees based on their performance and contributions. 
Employee Performance 

Employee performance is an important concept in the world of business and management which 
reflects the extent to which an employee can achieve the expected work results in an organization or 
company. This performance is closely related to individual motivation and ability to carry out their duties 
and responsibilities. According to[21], to achieve good performance, an employee must have a certain 
level of motivation and ability. The level of education also has a role in improving performance, because 
education can increase a person's ability to carry out work [22]. In this context, employee performance is 
measured based on the extent to which they are able to achieve organizational goals and work programs 
set by the company. Employee performance indicators cover various aspects that reflect the results of 
individual work in the organization. These include the quality and quantity of work produced, timeliness 
of task completion, effectiveness of resource use, and commitment to the organization [19]. Quality refers 
to the extent to which work results approach perfection in achieving the expected goals. Quantity refers 
to the amount or volume of work completed. Timeliness shows the extent to which tasks are completed 
according to the desired deadline. Effectiveness is related to the efficient use of resources to achieve 
goals, while organizational commitment shows the extent to which employees are committed to the 
organization and their responsibilities [23]. By paying attention to these performance indicators, 
companies can measure, monitor and improve employee performance in accordance with the 
organization's goals and vision. 
Conceptual framework 

The rationale is the relationship between the variables studied and is a requirement to solve 
research problems and formulate hypotheses in the form of flowcharts with explanations. So the 
framework of thinking in this research can be described as follows. 
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Figure 1 Theoretical Thinking Framework 

From Figure 2.1 above, the variables in this study consist of independent variables. The variable (X) is the 
variable that is the cause of change which will explain or influence positively or negatively the dependent 
variable in the relationship pattern, namely (X1) Obedience. work, (X2) competency, (X3) performance 
allowance. The dependent variable is a variable that is caused or influenced by the presence of a free 
variable or independent variable. The dependent variable in this research is: performance. The research 
hypothesis is based on the conceptual model framework, namely: 
H1: Work commitment influences performance. 
H2: Competence influences performance. 
H3: Performance allowances influence performance. 
 
2. METHOD 

This study used a survey approach with a cross-sectional survey design [24]. The population of this 
research is employees of the Provincial Spatial Planning and Highways Public Works Department. In this 
research, the sample size was 85 people using purposive sampling technique. The reason for using this 
purposive sampling technique is because it is suitable for use in quantitative research, or research that 
does not carry out generalizations. The data analysis method used in this study was Smart-PLS software 
version 4.0 which was run on a computer. According to [25], SEM models are usually built using a variant 
or component-based or covariance-based approach. One example of this approach is CB-SEM, or 
Covariance-Based Structural Equation Model, or PLS-SEM. Structural equation analysis (SEM) based on 
variance, PLS (Partial Least Square) can test measurement models as well as structural models. The 
measurement model is used to test validity and reliability, while the structural model is used to test 
causality. Because PLS (Partial Least Square) is an analysis that is soft modeling, it does not require 
specific data measurements, which means that the number of samples can be small. 
 
3. RESULT AND DISCUSSION  
Validity Test Results 
Convergent Validity Test 

Convergent validity relates to the principle that the measures of a construct should be highly 
correlated. Convergent validity testing can be seen from factor loadings which should be more than 0.7 
and AVE values of more than 0.5. According to [26], Good factor loadings will increase the AVE value, 
thereby increasing convergent validity and discriminant validity. Factor loadings are estimates of the 
relationships in reflective measurement so that they provide a significant contribution in measuring the 
construct. The convergent validity test of this research can be seen in Table 1.  
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Table 1 Convergent Validity Test 

Variable Number of Items 
Convergent Validity 

Factor Loadings AVE value 
Work Obedience (X1) 8 0,621 - 0,784 0,528 
Competency (X2) 5 (-0,260) - 0,760 0,387 
Performance Allowance (X3) 5 0,208 - 0,895 0,532 
Performance (Y) 10 0,491 - 0,721 0,438 

Data Source: Managed, 2023 
The table above shows that several variables have met the criteria for convergent validity as seen 

from the AVE value which is higher than 0.5, namely the work obedience and performance allowance 
variables. Variables that do not meet the criteria for convergent validity can occur when the construct 
factor loading value of the variable is low, namely in the variables of work obedience, competence, 
performance allowance and performance. factor loadings should be more than 0.7. If a factor loading is 
smaller than 0.7, it is considered to be deleted or removed from the model, to increase the AVE value 
significantly. The loading values for each factor can be seen in Appendix 2. 

Factor loading values that are below 0.7 are X18, X22, X23, X31, X34, Y1, Y4 to Y10. This indicator 
has a low factor loading value, so it cannot be maintained. The X18 indicator is issued so that the AVE 
value of the work obedience variable increases. Next, indicators X22 and Removing an indicator with a 
low factor loading value will increase the variable AVE value. Thus, increasing the AVE value is by not 
removing the indicators all at once, but doing it one by one starting from the indicator with the lowest 
factor loading value. The process of removing problematic indicators is complete when the AVE value of 
the variable meets the convergent validity criteria. The best model resulting from removing the two 
problematic indicators can be seen in Table 2 

Table 2 Improvements to the Convergent Validity Test 

Variabel Jumlah Item 
Validitas Konvergen 

Muatan Faktor Nilai AVE 
Work Obedience (X1) 6 0,705 - 0,812 0,576 
Competency (X2) 3 0,706-0,784 0,571 
Performance Allowance (X3) 3 0,837 – 0,904 0,757 
Performance (Y) 2 0,888 – 0,891 0,792 

Data Source: Managed, 2023 
There are 12 indicators that are removed to increase the AVE value. The factor loading values after 

the problematic indicators were removed from the model can be seen in Appendix 3. After the 12 
indicators were removed from the model, all variables met convergent validity. 
Discriminant Validity Test 

Discriminant validity relates to the principle that measures of different constructs should not be 
highly correlated. For discriminant validity, testing is carried out using the Fornell-Larcker criterion 
which looks at the AVE square root value of a variable, where discriminant validity is fulfilled if the AVE 
square root value is higher than other variables. 

Table 3 Discriminant Validity Test 

Variabel Work Obedience Performance Competence Performance Allowance 

Work Obedience 0,759       

Performance 0,636 0,890     

Competence 0,569 0,531 0,756   

Performance 
Allowance 

0,402 0,157 0,406 0,870 

Data Source: Managed, 2023 
The discriminant test results that can be seen from the table show that the square root of the AVE 

of a variable is different from other variables. This shows that the constructs in a variable are not 
correlated with constructs from other variables. According to[27], the logic of discriminant testing is that 
constructs contribute greater variance to related variables than different constructs. Thus, it can be 
concluded that each variable meets discriminant validity. 
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Reliability Test Results 
Reliability testing is carried out to ensure the accuracy, thoroughness and consistency of a 

measuring instrument. Reliability testing in SEM-PLS can use the composite reliability method, where the 
criteria for a variable meet reliability if its value is greater than 0.7. Composite reliability is considered to 
have reliability in presenting reliability measures in research that uses structural equation models. 
Reliability testing can be seen in Table 4.4. 

Table 4 Reliability Test 

Variable 
Reliability 
Komposit 

Interpretation 

Work Obedience 0,891 Reliable 

Competence 0,799 Reliable 

Performance Allowance 0,903 Reliable 

Performance 0,884 Reliable 

Data Source: Managed, 2023 
Table 4 shows that all variables have a composite reliability value higher than 0.7. Thus, it can be 

concluded that all variables are reliable. The fulfillment of reliability shows that the consistency of the 
construct in measuring the related variables is strong. 
Structural Model Evaluation 

After ensuring that the research construct meets validity and reliability in evaluating the 
measurement model, the next step is to evaluate the structural model. Structural model evaluation is 
carried out to see the strength of estimates between latent variables or constructs. Evaluation of the 
structural model using PLS can be seen from the value of the coefficient of determination, the relative 
effect size of the independent variable in explaining the dependent variable, and the coefficient. 

Structural model testing using SmartPLS 3.3.2 begins by drawing a research model by entering the 
variables studied and connecting them according to the alleged hypothesis. Variables that are thought to 
have an influence on other variables will be connected with arrows/one-way paths, thus forming 
independent variables and dependent variables. Variables that have an influence on other variables in 
this research are work obedience, competence, and performance allowances. 

After creating a research path model with related variables, the next step is to find the value of the 
coefficient of determination or R2, the value of the relative effect size or f2, and the path coefficient. The 
recommended stage for testing the structural model is to start by looking at the path coefficient first, then 
looking at the size of the coefficient of determination and the size of the effect size. 
Path Coefficients Before and After Outliers 

Path coefficients can be seen to describe the relationship between indicators and their latent 
variables.  

 
Figure 1 Path coefficient before outliers 
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Figure 1 shows the direction of the path coefficient between variables. All coefficient directions are 
in accordance with the hypothesis, such as work obedience, competence, and performance allowances on 
performance. Where the alleged hypothesis is positive. Meanwhile, there are two indicators in the latent 
variable that have low estimated values, namely below 0.7, namely indicators X18, X22, X23, X31, X34, Y1, 
Y4 to Y10. So these 12 indicators must be removed from the model. Figure 1 is an image of the model 
after outliers. After looking at the path coefficient, you can then see the size of the coefficient of 
determination of the dependent variable. 

 
Figure 2 Path coefficient after outliers 

Coefficient of Determination (R2) and Effect Size (f2) 
The coefficient of determination is used to identify how large the proportion of the independent 

variable is in explaining the dependent variable. The coefficient of determination looks at how accurate 
the model is in predicting a variable. For behavioral research, values of 0.75, 0.50, and 0.25 indicate that 
the model is strong, moderate, and weak, respectively. There is one dependent in this research, namely 
performance. The coefficient of determination value can be seen in Table 5 below. 

Table 5 Coefficient of Determination 
Dependent Variable Independent Variable R Square Information 
Performance  Work Obedience, Competency, Performance Benefits 0,473 Moderate 

Data Source: Managed, 2023 
The performance variables in this research model are explained by three independent variables, 

namely work obedience, competence and performance. The performance variable has a coefficient of 
determination value of 0.473. This can be interpreted as meaning that the proportion of independent 
variables in explaining performance variables is 47.3%. It can be concluded that the performance variable 
is in the medium/moderate model range. The coefficient of determination value is used to see how 
accurately the independent variables can explain a dependent variable. Partially, the magnitude of the 
effect size of each independent variable in explaining a dependent variable can be seen from the f2 value 
listed in Table . 

Table 6 Rela6tive Effect Sizes 
 Performance 

Work Obedience 0,353 
Competence 0,108 
Performance Allowance 0,049 

Data Source: Managed, 2023 
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Table 6 explains the f2 value of each independent variable from the dependent variable. Effect size 
indicates the relative magnitude of the contribution of an independent variable in explaining a dependent 
variable. According to [28], f2 values of 0.02, 0.15, and 0.35 indicate small, medium, and large effect sizes, 
respectively. The performance variables in this model are explained by the variables of work obedience, 
competence and performance allowances. Work compliance has a large effect size, namely 0.35, while 
competence has a medium effect size and performance allowances have a small effect size. 
Hypothesis Testing 

This research aims to test a structural model which includes the influence of work obedience on 
performance, the influence of competence on performance, and the influence of performance allowances 
on performance. Hypothesis testing is carried out by comparing the calculated t-value and the critical 
value in the t-table. The hypothesis is accepted if the t-calculated value is greater than the t-table value. 
The t-table critical value used is the one-tailed test value with a value of 1.645 for 5% significance and 
2.326% for 1% significance. The direction of the relationship between variables can be seen from the 
estimated value, namely a standardized value between -1 and +1 depending on the direction and strength 
of the relationship between the paths. An estimated value that is close to +1 indicates a positive and 
strong relationship, conversely, the closer to 0, the weaker the relationship. The results of the 
bootstrapping test can be seen in Table 7. 

Table 7 Bootstrapping Test Results 
Hypothesis Estimated Value T Statistic P Values Information 

H1: Work compliance -> Performance 0,538 5,066 0,000 Significant 
H2: Competency -> Performance 0,299 2,625 0,009 Significant 
H3: Performance allowance -> Performance -0,181 2,033 0,043 Significant 

Data Source: Managed, 2023 
From bootstrapping data obtained using SmartPLS 3.3.2, researchers can make decisions about 

whether the proposed hypothesis is significant or not. Decision making is done by looking at the 
estimated values and t-calculated values. 
Discussion 

There are 3 hypotheses tested in this research. Discussion of the results of hypothesis testing is 
needed to strengthen the explanation regarding whether a research hypothesis is significant or not. 
Hypothesis discussions can be based on relevant theories, previous research findings, and logical thinking 
taken from actual reality. The following is a discussion of the results of research hypothesis testing. 
Hypothesis 1: Work commitment influences performance 

The relationship between work obedience and performance shows a t-value of 5.066 with an 
estimated value of 0.538. Based on these results, it can be concluded that H0 is rejected and Ha is 
accepted. Statistically, work obedience has a significant effect on performance, because the significance is 
below 5%, namely 0.000, which indicates that this variable has an influence on performance. So it can be 
stated that H1 is significant. Work obedience is demonstrated by an employee's attitude that reflects 
respect and obedience to the rules and regulations of the organization or company, which exist within an 
employee, which causes the employee to adjust voluntarily to the rules and regulations of the 
organization or company [6].  Performance is used to measure the results of a company's work towards 
its employees because they have carried out an activity or activity. Employee performance is often 
interpreted as task achievement, where employees at work must be in accordance with the organization's 
work program to show the organization's level of performance in achieving its vision, mission and goals. 
organizational goals [29].  Therefore, work obedience has a significant effect on performance. This 
supports the findings of [30] that obedience is very important for an organization, especially to motivate 
employees to be more disciplined in carrying out their work, both individually and in groups. 
Hypothesis 2: Competence influences performance 

The relationship between competence and performance shows a t-value of 2.625 with an estimated 
value of 0.299. Based on these results, it can be concluded that H0 is rejected and Ha is accepted. 
Statistically, competency has a significant effect on performance, so it can be stated that H2 is significant. 
Competency is evidence that a person has the characteristics necessary to produce superior or effective 
performance. Competent people tend to be highly creative because they have the confidence, knowledge 
and skills to generate ideas and apply them to work, and they are less likely to deal with uncertainty [31]. 
Prestasi kerja adalah prestasi kerja atau hasil kerja seseorang berdasarkan kuantitas dan kualitas yang 
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dicapai dalam melaksanakan suatu tugas sesuai dengan tanggung jawab yang dibebankan [32]. his 
supports [33] research that there is a significant influence of competence on performance, if the quality of 
employee competence is good, then employee performance will increase. 
Hypothesis 3: Performance allowances influence performance 

The relationship between performance allowances and performance shows a t-value of 2.033 with 
an estimated value of -0.181. Based on these results, it can be concluded that H0 is rejected and Ha is 
accepted. Statistically, performance allowances have a significant effect on performance, so it can be 
stated that H3 is significant. Performance allowance is a form of appreciation paid directly to employees 
for their performance that exceeds specified standards. This system is another form of direct salary other 
than salary and the salary is fixed compensation known as a performance pay plan [19]. Work 
performance is a person's work performance or work results based on the quantity and quality achieved 
in carrying out a task in accordance with the responsibilities assigned [32]. Performance allowance is a 
form of appreciation for performance that will motivate someone to continue to give their best in their 
work. The research results show that performance allowances have a significant effect on employee 
performance.  
 
4. CONCLUSION  

The research results revealed a significant relationship between the three main factors and 
employee performance. First, work obedience has been proven to have a positive effect on performance, 
showing that employees who comply with organizational rules and regulations tend to achieve better 
performance. Second, employee competence, including knowledge, skills and self-confidence, also has a 
significant positive impact on performance. Employees who have good competencies tend to be more 
creative, able to generate ideas, and overcome challenges better, all of which influence increased 
performance. Finally, performance benefits have been proven to have a significant positive influence on 
employee performance. This award provides direct incentives to employees for their performance that 
exceeds established standards. Although these findings provide valuable insights, this study has 
limitations including the generalizability of the results due to the specific context, exclusion of additional 
variables that may influence performance, and the potential influence of research methods. However, 
these findings provide an important basis for understanding and improving employee performance and 
can be used as a guide for human resource management research and policy in various 
organizations.nFrom the results of this research, the researcher has several valuable suggestions that can 
be put forward, some of which are outlined below:nCompanies are advised to improve employee 
performance by prioritizing work obedience through training and a supportive work environment, 
developing employee competency through further training and education, implementing an effective 
reward system based on performance, conducting regular performance evaluations, paying attention to 
contextual factors such as company culture, and taking steps -steps for further research. With these 
actions, companies can achieve higher productivity and overall organizational success.nFuture research 
can consider other variables, for example personality and employee engagement, which can be tested for 
their influence on performance. Thus, it is recommended for further research to test the influence of these 
variables. In addition, further research can use alternative methods to measure work compliance, 
competence, and performance benefits by using larger samples and other research designs that provide a 
deeper understanding.  
 

REFERENCES 
[1] M. I. Fathoni, I. Indrayani, M. G. Indrawan, and S. Yanti, “Pengaruh Kepemimpinan, Budaya 

Organisasi Dan Lingkungan Kerja Terhadap Kinerja Karyawan Dengan Kepuasan Kerja Sebagai 
Variabel Intervening Di Qur’an Centre Provinsi Kepulauan Riau,” JENIUS (Jurnal Ilm. Manaj. Sumber 
Daya Manusia), vol. 5, no. 1, p. 163, 2021, doi: 10.32493/jjsdm.v5i1.13152. 

[2] P. Afandi, Manajemen sumber daya manusia: Teori, konsep dan indikator, 2th ed. Zanafa Publishing, 
2021. 

[3] D. R. Thesiasari, I. Prasetyo, and F. Riswati, “Pengaruh kepemimpinan, lingkungan kerja dan 
kompensasi terhadap kinerja karyawan melalui employee engagement pada CV. Perjuangan Steel 
Surabaya,” J. Manajerial Bisnis, vol. 2, no. 03, pp. 243–252, 2019, doi: 10.37504/jmb.v2i03.181. 

[4] K. Fauziyyah and I. Rohyani, “Pengaruh Self Efficacy, Lingkungan Kerja Non Fisik, dan Work 

http://ejournal.seaninstitute.or.id/index.php/Ekonomi


 

http://ejournal.seaninstitute.or.id/index.php/Ekonomi 
Jurnal Ekonomi, Volume 12, No 04 2023 

ISSN: 2301-6280 (print) ISSN: 2721-9879 (online) 
 

  

The Effect of Work Compliance, Competence and Performance Allowances on Employee 
Performance at the Provincial Public Works Office of Bina Marga and Spatial Planning. Mohamad 

Deni Alpra, et.al 
169 

 

Discipline Terhadap Kinerja Karyawan pada PT Semestanustra Distrindo Depo Kebumen,” J. Ilm. 
Mhs. Manajemen, Bisnis dan Akunt., vol. 4, no. 3, pp. 330–343, 2022, doi:10.32639/jimmba.v4i3.112. 

[5] R. Mulyadi, T. Hidayati, and S. Maria, “Pengaruh perencanaan karir pelatihan dan pengembangan 
karir terhadap kinerja karyawan,” Kinerja, vol. 15, no. 1, p. 29, 2018, doi:10.29264/jkin.v15i1.1999. 

[6] Sandhi Fialy Harahap and Satria Tirtayasa, “Pengaruh Motivasi, Disiplin, Dan Kepuasan Kerja 
Terhadap Kinerja Karyawan Di PT. Angkasa Pura II (Persero) Kantor Cabang Kualanamu,” 
Maneggio J. Ilm. Magister Manaj., vol. 3, no. 1, pp. 120–135, 2020, doi: 
10.30596/maneggio.v3i1.4866. 

[7] Iryani, H. Yulianto, and L. Nurpadilah, “Pengaruh Tunjangan Kinerja terhadap Kinerja Pegawai 
melalui Kepuasan Kinerja Sebagai Variabel Mediasi,” SEIKOJurnal Manag. Bus., vol. 5, no. 1, pp. 
343–354, 2022, doi: https://doi.org/10.37531/sejaman.v5i1.1653. 

[8] R. C. Turang, P. Kindangen, and J. Tumiwa, “Influence of leadership style, motivation, and work 
discipline on employee performance in PT. Dayana Cipta,” J. Berk. Ilm. Efisiensi, vol. 15, no. 04, pp. 
505–516, 2015, [Online]. Available: 
https://ejournal.unsrat.ac.id/index.php/jbie/article/view/9650 

[9] D. Fitriani, J. E. H. J. Foeh, and H. A. Manafe, “Terhadap Kinerja Pegawai Melalui Kepuasan Kerja 
Sebagai Variabel Intervening ( Literature Review Manajemen Sumber Daya Manusia ),” J. Manaj. 
Pendidik. dan Ilmu Sos., vol. 3, no. 2, pp. 981–994, 2022. 

[10] M. A. AM, S. Helmi, G. K. Kassymova, H. Retnawati, S. Hadi, and E. Istiyono, “Effect of job satisfaction 
on service quality mediated by lecturer performance at state universities,” in Materials of 
International Practical Internet Conference “Challenges of Science,” 2022, no. V, pp. 62–71. doi: 
10.31643/2022.08. 

[11] A. E. Nasution and M. T. Lesmana, “Pengaruh Disiplin Kerja Dan Pelatihan Kerja Terhadap Kinerja 
Karyawan PT. Hermes Realty Indonesia,” Kinerja, vol. 3, no. 1, pp. 93–110, 2018, doi: 
10.34005/kinerja.v3i1.1279. 

[12] P. eka Sari, “Pengaruh pelatihan dan disiplin kerja terhadap karyawan PT. Bank Aceh Medan,” J. 
Manaj. dan Keuang., vol. 7, no. 1, pp. 100–109, 2018, doi: 10.33059/jmk.v7i1.750. 

[13] S. Tjahyanti and N. Chairunnisa, “Kompetensi, Kepemimpinan, Disiplin Kerja Terhadap Kinerja 
Karyawan Human Resources and Facilty Management Directorate,” Media Bisnis, vol. 12, no. 2, pp. 
127–132, 2021, doi: 10.34208/mb.v12i2.917. 

[14] Halimatusadiya, Ririn Andriani Kumala Dewi, and Khoimatun, “Analisis pelaksanaan pembelajaran 
daring pada masa pandemi covid-19 di sekolah dasar,” J. Educ. FKIP UNMA, vol. 8, no. 1, pp. 229–
235, 2022, doi: 10.31949/educatio.v8i1.1888. 

[15] I. Ramadhiane and I. Sari, “Tinjauan pengetahuan perekam medis dan informasi kesehatan 
mengenai aturan penggunaan ICD 10 dalam menentukan diagnosa di RS Bhayangkara Tk II Sartika 
Asih Bandung,” J. Heal. Sains, vol. 2, no. 8, pp. 1014–1022, 2021, doi: 10.46799/jhs.v2i8.211. 

[16] N. Afrianti, “Permainan tradisional, alternatif media pengembangan kompetensi sosial-emosi anak 
usia dini,” Cakrawala Dini J. Pendidik. Anak Usia Dini, vol. 5, no. 1, pp. 1–12, 2018, doi: 
10.17509/cd.v5i1.10405. 

[17] B. Jihad, I. Kuntadi, and T. Permana, “Model cooperative learning tipe jigsaw untuk meningkatkan 
pengetahuan dan keterampilan peserta didik pada kompetensi dasar menerapkan alat ukur 
mekanik,” J. Mech. Eng. …, vol. 6, no. 2, pp. 176–184, 2019, [Online]. Available: 
https://ejournal.upi.edu/index.php/jmee/article/view/21791 

[18] B. Yunanda and E. Jauvani, “Pengaruh kompetensi penggunaan teknologi informasi dan 
pengembangan karir terhadap kinerja bintara generasi Y (studi kasus pada direktorat peralatan 
angkatan darat),” in e-Proceeding of Management, 2020, vol. 7, no. 1, pp. 386–394. 

[19] Iwan Mamminanga, Najeminur Najeminur, and Mustaqimah Mustaqimah, “Pengaruh Tunjangan 
Kinerja Terhadap Kinerja Pegawai Pada Kantor Kecamatan Pitumpanua Kabupaten Wajo,” J. Ilmu 
Adm. Negara, vol. 20, no. 1, pp. 68–83, 2023, doi: 10.59050/jian.v20i1.202. 

[20] N. A. Halim, A. Hassan, R. Basri, A. Yusof, and S. Ahrari, “Job satisfaction as a mediator between 
leadership styles and organisational commitment of teachers in malaysia,” Asian J. Univ. Educ., vol. 
17, no. 2, pp. 61–71, 2021, doi: 10.24191/AJUE.V17I2.13398. 

[21] R. S. Wedadjati and S. Helmi, “Evaluasi Kepuasan Karyawan Berbasis Herzberg’s Two Factors 
Motivation Theory,” Mbia, vol. 21, no. 3, pp. 246–262, 2022, doi: 10.33557/mbia.v21i3.1777. 

http://ejournal.seaninstitute.or.id/index.php/Ekonomi


 

http://ejournal.seaninstitute.or.id/index.php/Ekonomi 
Jurnal Ekonomi, Volume 12, No 04 2023 

ISSN: 2301-6280 (print) ISSN: 2721-9879 (online) 
 

  

The Effect of Work Compliance, Competence and Performance Allowances on Employee 
Performance at the Provincial Public Works Office of Bina Marga and Spatial Planning. Mohamad 

Deni Alpra, et.al 
170 

 

[22] S. Nurwati, “Determinasi kepuasan kerja dan kinerja pegawai: Kompensasi dan lingkungan kerja 
(suatu kajian studi literatur manajemen sumberdaya manusia),” J. Ilmu Hukum, Hum. dan Polit., vol. 
1, no. 2, pp. 235–264, 2021, doi: 10.38035/jihhp.v1i2.676. 

[23] H. Sudarsono, “Analisis efektifitas transmisi kebijakan moneter konvensional dan syariah dalam 
mempengaruhi tingkat inflasi,” J. Ekon. Keuang. Islam, vol. 3, no. 2, pp. 53–64, 2017, doi: 
10.20885/jeki.vol3.iss2.art1. 

[24] J. W. Creswell and V. L. P. Clark, “Choosing a mixed methods design,” in Designing and Conducting 
Mixed Methods Research, California: Sage Publications, Inc., 2011, pp. 53–106. 

[25] J.-M. Becker, J.-H. Cheah, R. Gholamzade, C. M. Ringle, and M. Sarstedt, “PLS-SEM’s most wanted 
guidance,” Int. J. Contemp. Hosp. Manag., vol. 35, no. 1, pp. 321–346, 2023, doi: 10.1108/IJCHM-04-
2022-0474. 

[26] J. F. J. Hair, W. C. Black, B. J. Babin, and R. E. Anderson, Multivariate data analysis, Eighth. United 
Kingdom: Annabel Ainscow, 2019. 

[27] J. F. J. Hair, G. T. M. Hult, C. M. Ringle, and M. Sarstedt, A primer on partial least squares structural 
equation modeling (PLS-SEM), Third. SAGE Publications Inc., 2022. 

[28] J. F. Hair, W. C. Black, B. J. Babin, and R. E. Anderson, Multivariate data analysis, Seventh. 2017. doi: 
10.1002/9781118895238.ch8. 

[29] L. Zuraida1 and R. F. L. Ariani2, Indita Dwi, “Pengaruh Motivasi Kerja Dan Lingkungan Kerja 
Terhadap Kinerja Karyawan,” J. Ris. Akunt. dan Bisnis Indones., vol. 3, no. 1, pp. 34–42, 2023, doi: 
10.32477/jrabi.v3i1.681. 

[30] L. Irawan, R. Anggraeny, and M. Arifin, “Hubungan pemberian penghargaan (reward) dengan 
kinerja pegawai dinas pariwisata kota samarinda,” e-Journal Adm. Publik, vol. 8, no. 1, pp. 9507–
9521, 2020. 

[31] W. Wahyudi, A. Rozi, and M. Putry, “Kompetensi dan kinerja karyawan: Peran moderasi iklim 
organisasional,” J. Manaj. Maranatha, vol. 21, no. 2, pp. 165–176, 2022, doi: 
10.28932/jmm.v21i2.4671. 

[32] A. M. Junaidi, “Analisis Penerapan Prinsip–prinsip Good Corporate Governance Pada Usaha Kecil 
dan Menengah (Studi Pada UKM Restoran/Rumah Makan/Kafe di Daerah Cikupa Tangerang),” eCo-
Fin, vol. 4, no. 1, pp. 1–9, 2022, doi: 10.32877/ef.v4i1.454. 

[33] S. R. Nursyahputri and H. R. Saragih, “Pengaruh Pelatihan Terhadap Prestasi Kerja Karyawan Pada 
Unit Hcbp Pt Telekomunikasi Indonesia (Tbk),” J. Ecodemica J. Ekon. Manajemen, dan Bisnis, vol. 3, 
no. 2, pp. 238–247, 2019, doi: 10.31311/jeco.v3i2.6059. 

 

http://ejournal.seaninstitute.or.id/index.php/Ekonomi

