
Al-Kharaj: Journal of Islamic Economic and Business 
Volume 6 (3), 2024: 472 - 480 
P-ISSN: 2686-262X; E-ISSN: 2685-9300 

 
 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj 472                                      
https://doi.org/10.24256/kharaj.v6i3.6428   

The Influence of Work Environment and Organizational Commitment 
on Employee Performance with Motivation as a Mediating Variable at 

the Population and Civil Registration Service of Gresik Regency 
 

Sriyanto1, Djoko Soelistya2 
1,2Universitas Muhammadiyah Gresik 

Email Correspondence Author: yantostatistik@gmail.com 

 

Received:  21 June 2024 

Revised: 20 September 2024 

 

Accepted: 30 September 2024 

Abstract 

The purpose of this study was to analyze and test the influence of work environment 
and organizational commitment on employee performance with motivation as a 
mediating variable at the Population and Civil Registration Service of Gresik 
Regency directly and indirectly. The approach used in this study is a causal 
approach. The population in this study were all employees of the Population and 
Civil Registration Service of Gresik Regency. The sample in this study used a 
saturated sample of 107 from all employees of the Population and Civil 
Registration Service of Gresik Regency. The data collection technique in this study 
used documentation, observation, and questionnaire techniques. The data analysis 
technique in this study used a quantitative approach using statistical analysis with 
the Outer Model Analysis test, Inner Model Analysis, and Hypothesis Testing. 
Data processing in this study used the PLS (Partial Least Square) software 
program. The results of this study prove that 1) the work environment does not 
affect employee performance, 2) organizational commitment affects employee 
performance, 3) the work environment affects employee performance, 4) 
organizational commitment affects employee performance, 5) motivation affects 
employee performance, 6) the work environment can improve employee performance 
through motivation, and 7) organizational commitment cannot improve employee 
performance through motivation. 
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INTRODUCTION 

In this era of fast-paced and connected globalization, effective public service is not only 

about providing basic services, but also about how to adapt to changing times and increasingly 

complex community needs. The government and public service providers must be able to face 

challenges and utilize technology and best practices to ensure that every citizen receives quality 

and timely service. Public service, as regulated in Article 1 paragraph (2) of Law Number 25 of 

2009, is a series of activities carried out by providers to meet the needs of the community in the 

form of administration or functional (Government of the Republic of Indonesia, 2009. 

Human Resources (HR) not only functions as an administrative unit, but is a vital element 

that determines the success and sustainability of an organization. Human resources as a function 

that involves managing all aspects of the workforce, including recruitment, training, performance 
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management and employee development (Alan Coliins et al. 2020:5). Moreover, Michael 

Armstrong et al. (2020:4) mentions human resources as an aspect of management that is 

responsible for managing and improving the development of human resources in an organization. 

In every organization, quality employees are a very valuable asset, like a solid foundation in a 

building. Quality Human Resources refers to employees who have the skills, knowledge, and 

competencies needed to do their jobs effectively. This includes employees who not only meet basic 

criteria but also demonstrate the ability to develop and contribute significantly to organizational 

goals (Dessler, G2020:7). Gomez-Mejia et al. (2021:285) also emphasize that quality human 

resources include employees who not only have the necessary technical skills but also demonstrate 

competencies such as creativity, adaptability, and interpersonal skills. 

Employee performance refers to the work results obtained by an employee in carrying out 

the tasks and responsibilities that are mandated, which are measured based on quality, quantity, 

and time. This performance is also influenced by various factors, such as ability, motivation, and 

work environment (Mangkunegara, A.P., 2020:67). Hasibuan, M., (2016:84) Employee 

performance is how well employees complete the tasks given, which contributes to the 

achievement of organizational goals. This involves aspects of productivity, efficiency, and 

effectiveness in working. It is suspected that employee performance at the Population and Civil 

Registration Service of Gresik Regency has decreased in meeting performance targets which are 

influenced by the work environment, organizational commitment, and motivation. The work 

environment at the Population and Civil Registration Service of Gresik Regency supports the 

process of verification, recording and issuing population documents through the network by users. 

Users are specifically accommodated in the system and policies as well as other supporting 

facilities. 

Motivation is a series of processes that explain why people act in a certain way in the work 

environment. High motivation will direct employees to work more efficiently and effectively 

(Hasibuan, H.S., 2016:92). According to Mangkunegara, A.P. (2020), motivation is a process that 

influences a person's intensity, direction, and persistence in achieving goals. Good motivation is 

very important to improve employee performance and productivity. 

The background of this study emphasizes the importance of understanding the factors that 

can affect employee performance in the context of public service institutions, with a focus on the 

influence of the work environment and organizational commitment, as well as the role of 

motivation as a mediator. This study aims to provide information that can help improve the 

performance and effectiveness of services at the Population and Civil Registration Service of 

Gresik Regency. 
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METHODS 

The approach used in this study is a quantitative approach that focuses on hypothesis testing 

using statistical measuring instruments. Quantitative research aims to examine a particular 

population or sample, where sampling is generally done randomly. Data collection is carried out 

using research instruments, data analysis is quantitative/statistical, with the aim of testing the 

hypothesis (Sugiyono, 2018). 

RESULTS AND DISCUSSION 

Work Environment on Employee Performance 

The influence of Work Environment on Employee Performance shows that the original 

sample is -0.076, negative because it is below zero and less than one. The t-statistic value obtained 

is 1.438, which is smaller than 1.960, and the P-Values value is 0.151, which is greater than 0.05. 

Thus, it can be concluded that the Work Environment has no influence and is not significant on 

Employee Performance. This means that improving the quality of the Work Environment will not 

have a significant impact on improving Employee Performance. 

The Results of Respondents for the Work Environment Variable obtained a total average 

result of 4.21 with a strongly agree category. The lowest indicator is Occupational Health and 

Safety on statement item X1.4 The organization provides work safety training with 3.83 in the 

agree category. While the highest indicator is Interpersonal Relationships and Communication on 

statement item X1.7 I have a good relationship with coworkers with 4.54 in the strongly agree 

criteria. 

Organizational Commitment on Employee Performance 

The influence of Organizational Commitment on Employee Performance produces an 

original sample value of 0.633, which is positive and above zero. The t-statistic value is 11.624, 

which is greater than 1.960, and the P-value is 0.000, which is less than 0.05. These results indicate 

that Organizational Commitment has a positive and significant influence on Employee 

Performance. Thus, the higher the level of Organizational Commitment, the more positive and 

significant its influence on improving Employee Performance. 

The results of the Respondents of the Organizational Commitment Variable obtained a total 

average result of 4.27 with a strongly agree category. The lowest indicator is Emotional attachment 

to the statement item X2.13 I am emotionally attached to the organization with 3.78 in the agree 

category. The highest indicator is Motivation to work on the statement item X2.9 I am motivated 

to give my best in work, with 4.51 in the strongly agree category. 

Work Environment on Motivation 
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The influence of Work Environment on Motivation produces an original sample value of 

0.458, which is positive and above zero. The t-statistic value is 5.023, which is greater than 1.960, 

and the P-value is 0.000, which is less than 0.05. These results indicate that the Work Environment 

has a positive and significant influence on Motivation. Thus, the better the condition of the Work 

Environment, the more significant the influence on increasing Motivation. 

The Results of Respondents for the Work Environment Variable obtained the highest 

Indicator results, namely Interpersonal Relationships and Communication on the statement item 

X1.7 I have a good relationship with my coworkers with 4.54 on the criteria quite strongly agree. 

Organizational Commitment to Motivation 

The influence between Organizational Commitment to Motivation shows the original 

sample value of 0.419, which is positive and above zero. The t-statistic value obtained is 4.230, 

which is greater than 1.960, and the P-value is 0.000, which is less than 0.05. These results indicate 

that Organizational Commitment has a positive and significant influence on Motivation. Thus, the 

higher the Organizational Commitment, the more significant its influence on increasing 

Motivation. 

Respondent Results Organizational Commitment Variable The highest indicator is 

Motivation to work on the statement item X2.9 I am motivated to give my best in my work with 

4.51 on the strongly agree criteria. 

Motivation on Employee Performance 

The influence of Motivation on Employee Performance shows an original sample value of 

0.390, which is positive and above zero. The t-statistic value obtained is 5.283, which is greater 

than 1.960, and the P-value is 0.000, which is less than 0.05. These results indicate that Motivation 

has a positive and significant influence on Employee Performance. Thus, the higher the 

Motivation, the more significant its influence on improving Employee Performance. 

The results of the Motivation Variable Respondents obtained a total average result of 4.25 

with the criteria of strongly agree. The lowest indicator is Awards and recognition on statement 

item Z.3 My superiors give recognition to my achievements with 3.89 in the agree category. While 

the highest indicator is Relationship between co-workers on statement item Z.11 I have a good 

relationship with co-workers with 4.50 in the strongly agree category. 

Work Environment on Employee Performance Through Motivation Mediation 

The Influence of Work Environment on Employee Performance through Motivation 

produces an original sample value of 0.179. The t-statistic value obtained is 3.554 and P-values of 

0.000. The P-value is smaller than 0.05 and the t-statistic value is greater than 1.960, so the 
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influence is significant. Thus, it can be concluded that the Work Environment has a positive and 

significant influence on Employee Performance through Motivation. 

Based on the t-statistic value, the direct influence of H1 is 1.438 smaller than the t-statistic 

value of H6 for the indirect influence of 3.554. This shows that the influence of mediation is full 

(full mediation), meaning that to improve employee performance, the influence of the work 

environment must go through motivation first. 

Organizational Commitment to Employee Performance Through Motivation Mediation 

The effect of Organizational Commitment to Employee Performance through Motivation 

shows an original sample value of 0.163. The t-statistic value obtained is 3.365, with a P-value of 

0.001. The P-value is smaller than 0.05 and the t-statistic value is greater than 1.960, so it can be 

concluded that the effect is significant. Thus, Organizational Commitment is proven to have a 

positive and significant effect on Employee Performance through Motivation. 

Based on the t-statistic value, the direct effect of H2 of 11.624 is greater than the t-statistic 

value of H7 for the indirect effect of 3.365. This shows that the effect of partial mediation, where 

Organizational Commitment plays a greater role in improving Employee Performance without 

going through Motivation. 

CONCLUSION  

Based on the description that has been presented, the following can be concluded: 

1. The Work Environment does not affect Employee Performance. This means that the 

work environment at the Population and Civil Registration Service of Gresik Regency 

needs attention. The physical environment and non-physical environment are still 

maintained and implemented even though they do not affect the improvement of 

Employee Performance. 

2. Organizational Commitment affects Employee Performance. This means that employee 

integrity towards the organization is high but needs to be maintained. A sense of 

belonging is capital in improving employee performance. 

3. The Work Environment affects Motivation. This means that a conducive work 

environment including relationships with coworkers is an indicator of comfort, 

attachment, established communication, and good organizational culture. 

4. Organizational Commitment affects Motivation. This means that high integrity towards 

the organization at the Population and Civil Registration Service of Gresik Regency needs 

to be maintained and is expected to become intrinsic motivation for employees. 

5. Motivation affects Employee Performance. This means that motivation at the Population 

and Civil Registration Service must be continuously maintained and implemented, 
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including recognition of employee achievements and employee social relations in 

avoiding conflicts of interest. 

6. The Work Environment can improve Employee Performance through Motivation. This 

means that the Population and Civil Registration Service of Gresik Regency needs to 

provide certificates from work safety training and network mitigation to employees as a 

complement to career levels. 

7. Organizational Commitment cannot improve Employee Performance through 

Motivation. Motivation, which should be able to influence the intensity, direction and 

resilience of efforts in achieving goals, has not been proven to mediate organizational 

commitment to improving employee performance at the Population and Civil 

Registration Service of Gresik Regency. 

 

REFERENCE 

Afdi Tria Putra. et al. (2023). Pengaruh Motivasi Intrinsik, Motivasi Ekstrinsik, Budaya Organisasi, 

dan Komitmen Organisasional terhadap Kinerja Pegawai. Jurnal Ekonomi, Keuangan & 

Bisnis Syariah. 5(4). 1751-1765.  

Agus Dharma mangkunegara. 2023. Manajemen Sumber Daya Manusia. Bandung: Remaja 

Rosdakarya. 

Agus Dwi Saputro. 2021. Manajemen Sumber Daya Manusia. Jakarta: Prenada Media. 

Alan Collins. (2020). The New Science of Learning: How to Learn in Harmony with Your Brain.  

New York: Springer. 

Amiruddin, R., Abdullah, M. R., & Noor Bakri, A. (2025). The Influence of e-WOM, Fashion 

Trends, and Income on the Consumption Style of the Muslim Community in Palopo City: 

A Quantitative Analysis. El-Qist: Journal of Islamic Economics and Business (JIEB), 14(2), 

185–205. https://doi.org/10.15642/elqist.2024.14.2.185-204 

Anwar. (2021). Pengaruh Komitmen Organisasi Dan Kemampuan Serta Motivasi Terhadap 

Kepuasan Kerja Dan Kinerja Pegawai Badan Pendidikan Dan Pelatihan Kota Tarakan. 

Jurnal Ekonomika45. 8(1). 859-886. 

Arno, A., & Mujahidin, M. (2024). Enhancing Zakat Management: The Role of Monitoring and 

Evaluation in the Amil Zakat Agency. Jurnal Economia, 20(3), 397-418. 

doi:https://doi.org/10.21831/economia.v20i3.53521 

Billy Santris. (2019). Pengaruh Kepemimpinan Dan Komitmen Organisasi Terhadap Kinerja Guru 

Dengan Motivasi Sebagai Variabel Intervening Pada Sma Sutomo 1 Medan. Journal of 

Accounting & Management Innovation. 3(2). 91-116 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj


Sriyanto, et al 

The Influence of Work Environment and Organizational Commitment... 
 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj                                       478 
https://doi.org/10.24256/kharaj.v6i3.6428   

Carol S. Dweck. (2020). Mindset: The New Psychology of Success. New York:  Ballantine 

Books. 

D.H. Schunk dan B.J. Zimmerman. (2019). Self-Regulated Learning: Theory,  Research, and 

Applications. New York: Routledge. 

Doles. (2020). The Management of Human Resources. Los Angeles: SAGE  Publications. 

Dwi Eko Nugroho. (2021). Manajemen Sumber Daya Manusia. Jakarta: Kencana.  

Emron. 2022. Manajemen Sumber Daya Manusia. Yogyakarta: BPFE UGM. 

Erna Manuain. et al. (2023). Pengaruh Gaya Kepemimpinan, Komitmen Organisasi Dan 

Lingkungan Kerja Terhadap Kinerja Pada Lembaga Layanan Pendidikan Tinggi Wilayah 

Xv Yang Dimediasi Oleh Motivasi Kerja. Jurnal Ilmiah Keagamaan dan Kemasyarakatan. 

17(6). 4525-4540. 

Fiqran, M., Mujahidin, M., Bakri, A. N., & Abdulrahman, A. J. A. (2024). Motivation for Waqf in 

Millennials and Generation Z: Highlighting Religiosity, Literacy and Accessibility. 

IKONOMIKA, 9(2), 309-332. 

Gary Dessler. (2020). Human Resource Management. New York: Pearson. 

Ghozali dan Latan. (2015). Partial Least Squares: Konsep, Teknik, dan Aplikasi.  Semarang: 

Badan Penerbit Universitas Diponegoro. 

Ghozali. (2016). Aplikasi Analisis Multivariate dengan Program IBM SPSS 23".  Semarang: 

Badan Penerbit Universitas Diponegoro.  

H.A.R. Tilaar. (2020). Pendidikan Karakter. Jakarta: Raja Grafindo Persada. 

Handoko. (2023). Manajemen. Jakarta:  Yayasan Kita menulis. 

Haryono. (2017). Manajemen Sumber Daya Manusia. Jakarta: Bumi Aksara. 

Hilal Handaya et.al. (2024). Efek Motivasi Sebagai Mediasi Pada Analisis Lingkungan Kerja Dan 

Komitmen Organisasi Terhadap Kinerja Karyawan di Yayasan Darussalam Koposari 

Cileungsi Kabupaten Bogor. Journal of Economic, Business and Accounting. 7(5). 2201-

2216. 

Ishak, I., Putri, Q. A. R., & Sarijuddin, P. (2024). Halal Product Assurance at Traditional Markets 

in Luwu Raya Based on Halal Supply Chain Traceability. Amwaluna: Jurnal Ekonomi dan 

Keuangan Syariah, 8(2), 224-240. 

K, A. ., Astuti, A. R. T. ., & ., Mujahidin. (2024). The Impact of Word of Mouth and Customer 

Satisfaction on Purchase Decisions: The Role of Maslahah as an Intervening Variable in 

the Cosmetic Products Industry in Indonesia. Journal of Ecohumanism, 3(7), 1525–1540. 

https://doi.org/10.62754/joe.v3i7.4307 

Luis R. Gomez-Mejia. (2021). Managing Human Resources. Boston: Pearson.  

https://ejournal.iainpalopo.ac.id/index.php/alkharaj


Al-Kharaj: Journal of Islamic Economic and Business 
Volume 6 (3), 2024: 472 - 480 
P-ISSN: 2686-262X; E-ISSN: 2685-9300 

 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj                                       479 
https://doi.org/10.24256/kharaj.v6i3.6428   

M. Hasibuan. (2016). Manajemen Sumber Daya Manusia. Jakarta: Bumi Aksara.  

Majid, N. H. A., Omar, A. M., & Busry, L. H., Mujahidin Reviving Waqf In Higher Education 

Institutions: A Comparative Review Of Selected Countries. European Proceedings of 

Social and Behavioural Sciences. 

Mangkunegara, A. A. 2020. Manajemen Sumber Daya Manusia Perusahaan.  Bandung: Remaja 

Rosdakarya. 

Mayer & Allen. (1991). The Role of Commitment in the Relationship Between Job  Satisfaction 

and Turnover. Hillsdale, NJ: Psychology Press. 

Meilany, R., Fasiha, F., & Moalla, M. (2025). The Role of Interest as a Mediator in The Relationship 

of Knowledge and Islamic Financial Inclusion to The Loyalty Costumers of Non-Muslim. 

IKONOMIKA, 10(1), 1-24. 

Meta Lianasari & Slamet Ahmadi. (2022). Pengaruh Kompetensi dan Lingkungan Kerja Terhadap 

Kinerja dengan Motivasi Kerja sebagai Variabel Intervening. Media Pengkajian manajemen 

dan Akuntansi. 21(1). 43-59.  

Michael Armstrong. (2020). Armstrong's Handbook of Performance Management.  London: 

Kogan Page. 

Muhamad Abdul Rosyid dan Ilma Darojat. (2022). Pengaruh Komitmen Organisasi Terhadap 

Kepuasan Kerja Dalam Meningkatkan Kinerja Pegawai Pemerintah Daerah Kota 

Tangerang. Dynamic Management Journal. 6(2). 55-68. 

Mujahidin, M., Imran, M., Sapa, N., Fasiha, F., Aisya, S., & Trimulato, T. (2025). Challenge of 

Waqf to the Social and Economic Welfare of Muslim Communities: A Comparative 

Analysis Between Countries. Jurnal Ilmiah Mizani: Wacana Hukum, Ekonomi Dan 

Keagamaan, 12(1), 168-184. doi:http://dx.doi.org/10.29300/mzn.v12i1.7765 

Mujahidin, Rahmadani, N., & Putri, Q. A. R. (2024). Analysis of the Influence of Religiosity Values 

In Reducing Consumptive Behavior in Indonesian Muslim Consumers. Amwaluna: Jurnal 

Ekonomi dan Keuangan Syariah, 8(2), 253-274. 

Nelson Pardamean. (2022). Peran Mediasi Motivasi Kerja Pada Pengaruh  Komitmen 

Organisasi Dan Lingkungan Kerja Terhadap Kinerja Pegawai  Pada Kantor Dinas 

Ketahanan Pangan Dan Peternakan Provinsi Sumatera  Utara. Jurnal Ekonomi & 

Ekonomi Syariah, 5(1), 572-585 

Nitisemito, S. (2014). Manajemen Personalia. Jakarta: Ghalia Indonesia. 

Nurmalawati et al. (2022). Analisis Pengaruh Lingkungan Kerja Dan Disiplin Kerja Terhadap 

Kinerja Guru Dengan Motivasi Sebagai Variabel Intervening Pada Smp Negeri di 

Kecamatan Blang Mangat. Jurnal Manajemen Indonesia. 7(2). 131-141. 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj


Sriyanto, et al 

The Influence of Work Environment and Organizational Commitment... 
 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj                                       480 
https://doi.org/10.24256/kharaj.v6i3.6428   

Putri, Q. A. R., Fasiha, F., & Rasbi, M. (2024). Affiliate marketing and intention to adopt 

mudarabah: The mediating role of trust in Islamic financial decision-making. JEMA: Jurnal 

Ilmiah Bidang Akuntansi Dan Manajemen, 21(2), 337–362. 

https://doi.org/10.31106/jema.v21i2.23381 

R.M. Ryan dan E.L. Deci. (2020). Intrinsic Motivation and Self-Determination in  Human 

Behavior. New York: Springer. 

Rizal Nabawi. (2019). Pengaruh Lingkungan Kerja, Kepuasan Kerja dan Beban Kerja Terhadap 

Kinerja Pegawai. Jurnal Ilmiah Magister manajemen, 06(2), 170-183  

S. Rahayu. (2020). Manajemen Sumber Daya Manusia. Jakarta: Kencana. 

Sapsuha, M. U., Alwi, Z., Sakka, A. R., & Al-Ayyubi, M. S. (2024). Review of Gold Trading 

Practices on Credit (non-Cash) Based on Hadith. Al-Kharaj: Journal of Islamic Economic 

and Business, 6(3). 

Simanjuntak, B. (2017). Manajemen Sumber Daya Manusia. Jakarta: Bumi Aksara. 

Stephen P. Robbins dan Timothy A. (2021). Organizational Behavior. New York:  Pearson. 

Sugiyono. (2018). Metode Penelitian Kuantitatif, Kualitatif, dan R&D. Bandung:  Alfabeta. 

Sutrisno Marbun. (2022). Manajemen Sumber Daya Manusia. Jakarta: Sinar  Grafika. 

Sutrisno. 2023. Manajemen Sumber Daya Manusia. Jakarta: Kencana. 

T.A. Judge dan J. Kammeyer-Mueller. (2019). Job Attitudes. Palo Alto, CA:  Annual Review of 

Organizational Psychology and Organizational  Behavior. 

T.N.H. Handoko. (2023). Manajemen. Yogyakarta: BPFE UGM. 

Tirta. (2023). Dampak Lingkungan Kerja Terhadap Kinerja Pegawai Dimediasi Motivasi Kerja Di 

Dinas Pekerjaan Umum Dan Penataan Ruang Kabupaten Tanjung Jabung Barat. Jurnal 

Manajemen Terapan dan Keuangan. 12(02). 494-506. 

Tirta. (2023). Manajemen Sumber Daya Manusia. Yogyakarta: Deepublish.  

Wen-Bin Chin. (1998). The Partial Least Squares Approach to Structural  Equation 

Modeling. Thousand Oaks, CA: Sage Publications. 

Wulandari, S., Irfan, A., Zakaria, N. B., & Mujahidin. (2024). Survey Study on Fraud Prevention 

Disclosure Measurement at State Islamic Universities in Indonesia. IQTISHODUNA: 

Jurnal Ekonomi Islam, 13(1), 327–348. https://doi.org/10.54471/iqtishoduna.v13i1.2305 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj
https://doi.org/10.54471/iqtishoduna.v13i1.2305

