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I. Introduction 

In a time when the workplace is becoming more and more competitive, organizations are not only focused on achieving short-term targets. Still, they also prioritise the optimal human resources management (HR). Companies implementing efficient and effective HR management systems tend to gain a more decisive competitive advantage than their competitors. According to Agustian et al (2023), HR management is no longer viewed merely as an administrative function but has evolved into a strategic partner that supports the realization of organizational vision and goals. This transformation entails a paradigm shift in how employees are perceived, the strategies used to manage HR, and the integration of technology to enhance managerial effectiveness. Strategic HR manageent plays a crucial role in fostering a company’s competitive advantage. Muttaqin & Rindaningsih (2024) emphasize that an effective HR strategy includes competency-based recruitment, continuous training and development, fair reward systems, and the adoption of technology such as Human Resource Information Systems (HRIS), all of which contribute to improved organizational performance and competitiveness. Strategic planning aligns HR policies with organizational goals, enhancing workforce stability, satisfaction, and motivation contributing to overall success (Ateeq et al., 2025).
McClelland (1973), as cited in Le Deist & Winterton (2005), introduced the concept of competence measurement to better predict job performance, focusing on learnable attributes such as self-awareness and social skills. Competence in organizations refers to the alignment of individual capabilities with organizational goals. It is often defined as the ability to apply knowledge and skills effectively to perform specific tasks. A mismatch between the competencies required by the organization and those possessed by employees can lead to dissatisfaction, lower wages, and reduced productivity. Mulang (2021) competence has a significant positive impact on performance and indirectly enhances educational quality through improved performance outcomes. Similarly, Esthi (2022) the study demonstrated that training has both direct and indirect effects on employee performance, with competence serving as a mediating variable that amplifies the impact of training. Employees with higher competence are more motivated to meet performance expectations aligned with their skills and abilities. 
Work motivation plays a vital role in organizational development as it contributes to increased employee productivity and efficiency Vo et al (2022). Motivation is a key factor influencing performance, as it drives employees to work harder and achieve predetermined goals. Motivated employees tend to exhibit higher morale, stronger job commitment, and greater resilience in facing work challenges. Motivation may arise from intrinsic factors, such as personal fulfillment or achievement, as well as extrinsic factors, such as rewards or incentives. Similarly Ali & Anwar (2021) employee motivation has a significant impact on job satisfaction, indicating that more motivated employees tend to experience higher levels of satisfaction in their work. Employee performance is significantly impacted by work motivation (Riyanto et al, (2021). While competence and motivation significantly influence performance, many studies also highlight the critical role of the work environment in shaping employee performance. A supportive, positive, and conducive work environment can amplify the positive effects of competence and motivation. Conversely, a poor work environment may hinder performance, even among highly competent and motivated employees. This is also supported by Adittya et al (2023) found that the work environment has a positive and significant influence on employee performance, suggesting that a supportive and well-structured workplace contributes to improved job outcomes. Basalamah & As’ad (2021) demonstrate that the work environment plays a crucial role in influencing job satisfaction. Mardiana et al (2024) Competence and the work environment influence performance indirectly through motivation rather than directly.
Performance is the entire level of achievement a person achieves over a certain time period in completing activities that have been allocated to them, as determined by established standards, targets, or criteria (Al Mehrzi & Singh, 2016). According to (J., 2014) Employee performance, both financial and non-financial, is crucial for organizational effectiveness and productivity. Therefore, organizations must identify and manage factors that enhance employee performance, particularly competence, motivation, and the work environment. Researchers are interested in raising the title The Effect of Competence and Work Motivation on Employee Performance with Work Environment as A Mediating Variable on Sales Staff in Sports Equipment Retail Companies in Jakarta.

II. [bookmark: _Hlk95332341][bookmark: _Hlk92582274]Literature Review and Hypothesis Development

2.1. Competence

Competence is defined as a core personal attribute linked to an individual’s effectiveness or superior performance in a specific job or situation (Spencer & Spencer, 1993). According to Nazarwin (2024), A combination of knowledge, skills, and abilities that directly affect job performance is referred to as competence.  Sutrisno (2020) classifies competence into three main indicators: 

a. Knowledge, which refers to conceptual and factual understanding gained through education and experience
b. Skill, meaning the practical ability to perform tasks efficiently
c. Attitude, which reflects behavioral tendencies or mindsets in responding to work situations. 

2.2. Work Motivation

According to Armstrong & Taylor (2014) motivation is the drive behind behavior, influenced by the belief that actions will lead to goal achievement and meaningful rewards. Pinder (2014) defines work motivation is the internal and external drive that initiates and shapes the form, direction, intensity, and duration of work behavior. Therefore, work motivation can be defined as an internal or external force that shapes a person's behaviour at work in order to achieve particular objectives. Robbins & Judge (2024) present Abraham Maslow’s hierarchy of needs outlines five levels of human motivation:

a. Physiological Needs is asic survival needs like food and shelter.
b. Safety Needs is the need for physical and emotional security at work.
c. Social Needs is the desire to belong and build positive relationships.
d. Esteem Needs is the need for recognition, respect, and appreciation.
e. Self Actualization Needs is the drive to achieve one’s full potential and personal growth.

2.3. Work Environment

 Zhenjing et al (2022), work environment is a combination of physical and behavioral aspects that shape employees’ perceptions and motivation to commit, perform, and strive for achievement. Mendonça et al (2021) defines the work environment as the entirety of physical, psychological, social, and organizational aspects that shape the workplace and influence how individuals work and respond to their jobs. Indicators of the work environment refer to characteristics or dimensions that reflect the physical, social, and psychological conditions of the workplace, which can influence employee comfort, productivity, and motivation. Indicators of the work environment (Sedarmayanti, 2017):

a. Physical Conditions: These refer to material and environmental aspects of the workplace, directly affecting employees’ comfort, safety, and work efficiency.
b. Social Conditions: These involve interpersonal relationships among individuals in the workplace.
c. Psychological Conditions: These relate to the mental and emotional well-being of employees.
d. Organizational Policies and Culture: These are two key elements that shape how an organization operates and interacts with its employees. Organizational policies include rules and regulations that govern employee behavior, while organizational culture encompasses the core values embedded within the organization. 

2.4. Employee Performance

According to Armstrong & Taylor (2014), Performance is a goal-driven process that optimizes productivity at individual, team, and organizational levels. Atatsi et al (2019) identify several factors that influence performance, including self-efficacy, commitment to leadership, organizational environment, and employees' experience and age. (Mathis et al., 2017) outline several key indicators of employee performance:

a. Quantity of Work: It calculates how much work or output an employee completes in a given amount of time.
b. Quality of Work: Assesses the accuracy, precision, and alignment of the employee’s output with established standards.
c. Timeliness: Evaluates an employee’s ability to complete tasks or assignments accurately and on time within specified deadlines
d. Adaptability and Initiative: shows how much initiative staff members have and how well they can adjust to new responsibilities or come up with innovative solutions.
e. Communication and Teamwork: Measures an employee’s ability to communicate effectively and collaborate with colleagues or supervisors in completing tasks.
f. Work Discipline: Assesses how well the employee adheres to rules, procedures, and company policies.

2.5. Hypothesis Development

This study intends to examine the impact of competence and work motivation on employee performance, using the work environment as a mediating variable, building on current organisational dynamics and previous research findings. The research specifically targets sales staff employed in sports equipment retail companies in Jakarta. In Figure 1, the study framework includes four key variables: competence and work motivation as independent variables, employee performance as the dependent variable, and the work environment as the mediator.
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Figure 1. Research Model

The research hypotheses are as follows:

H1: Competence has a positive effect on employee performance.
H2: Work motivation has a positive effect on employee performance.
H3: Competence has a positive effect on the work environment.
H4: Work motivation has a positive effect on the work environment.
H5: Work environment has a positive effect on employee performance.
H6: Work environment mediates the effect of competence on employee performance.
H7:Work environment mediates the effect of work motivation on employee performance.

III. Research Method

This study examines the influence of employee competence and work motivation on job performance, with the work environment serving as a mediating variable in the context of sales staff at a sporting goods retail company in Jakarta. A quantitative research approach was employed, utilizing a survey method by distributing structured questionnaires to 100 purposively selected respondents. Data were analyzed using Partial Least Squares Structural Equation Modeling (PLS-SEM) with the assistance of SmartPLS 4 software. The findings reveal that competence & work motivation positively and significantly influence employee performance. Furthermore, competence & work motivation are also positive and significant in the work environment, positively affecting employee performance. The results confirm that the work environment mediates the relationship between competence, work motivation, and employee performance. These findings highlight the practical importance of investing in competence development and motivation strategies to build a supportive work environment that boosts employee performance. 

IV. [bookmark: _Hlk95332410]Results and Discussion

4.1. Results

Hypothesis testing was conducted using Partial Least Squares Structural Equation Modeling (PLS-SEM) with SmartPLS 4. The analysis examined the direct relationships among competence, work motivation, the work environment, and employee performance, as well as the indirect effects of competence and work motivation on employee performance through the work environment. The structural model was evaluated using the original sample coefficients, t-statistics, and p-values obtained from the SmartPLS 4 analysis. The original sample coefficient indicates the direction and magnitude of the estimated relationship between variables. A positive coefficient suggests that an increase in one variable is associated with an increase in the related variable, whereas a negative coefficient indicates an inverse relationship. The t-statistic and p-value are used to assess whether the estimated relationship is statistically significant. At the 5% significance level, a relationship is considered statistically significant when its p-value is below 0.05. In addition, the t-statistic can be compared with the critical value of 1.985, based on the specified degrees of freedom of 96 and a significance level of 0.05.
The results presented in Table 1 indicate that all seven hypothesized relationships have positive coefficients and statistically significant p-values. The five direct relationships are significant, as are the two indirect relationships involving the work environment as a mediating variable. These findings provide empirical support for the proposed structural model, although the indirect effects should be interpreted in accordance with the scope and limitations of the available statistical results. According to Yin, a case study is a research method that is suitable when researchers want to answer “how” and “why” questions about a complex phenomenon that cannot be separated from its context, and it involves in-depth analysis of one or more cases (an individual, organization, incident, or community) in a real-life context (Yin, 2003). This fits the present research questions, which ask how student-developed businesses develop investor-relevant values. Table 3 shows the linear but iterative cycle of case study research and how each stage was applied in this study. The case is one university business incubator, and the 44 businesses are treated as embedded units within that case. A single-institution case is appropriate when the aim is an in-depth understanding of a phenomenon in its context (Yin, 2003), and it holds the incubation program constant while the trajectories of the businesses vary. 


Table 1. The Results of Path Coefficient Testing
	 Variables
	Original Sample (O)
	T statistics (|O/STDEV|)
	P Values
	Results 

	Competence -> Employee Performance
	0,426
	5,258
	0,000
	Positive & Significant

	Work Motivation -> Employee Performance
	0,265
	2,503
	0,012
	Positive & Significant

	Competence -> Work Environment
	0,275
	4,545
	0,000
	Positive & Significant

	Work Motivation -> Work Environment
	0,680
	13,003
	0,000
	Positive & Significant

	Work Environment  -> Employee Performance
	0,301
	2,668
	0,008
	Positive & Significant

	Competence -> Work Environment -> Employee Performance
	0,083
	2,110
	0,035
	Positive & Significant

	Work Motivation -> Work Environment -> Employee Performance
	0,205
	2,626
	0,009
	Positive & Significant


 
4.2. Discussion

a. The Effect of Competence on Employee Performance
The analysis reveals a positive and statistically significant relationship between competence and employee performance, with an original sample coefficient of 0.426, a t-statistic of 5.258, and a p-value below 0.001. Because the t-statistic exceeds the critical value of 1.985 and the p-value is below 0.05, Hypothesis 1 is supported. Among the five direct relationships examined, competence has the largest estimated coefficient for employee performance. This finding suggests that employees with stronger competencies tend to demonstrate better performance in their work. Competence may encompass the knowledge, skills, and abilities required to understand job responsibilities, solve work-related problems, and complete tasks effectively. Employees who possess relevant competencies are better positioned to translate organizational expectations into appropriate work practices. Their ability to apply knowledge and skills can contribute to task completion, work quality, and the achievement of organizational objectives.
The coefficient of 0.426 indicates a positive relationship within the estimated structural model. However, it should not be interpreted as a 42.6% increase in employee performance. Rather, it represents the estimated path coefficient between competence and employee performance, conditional on the other relationships specified in the model. The result is consistent with the broader argument that employee performance depends partly on the capabilities employees bring to their positions. Nevertheless, competence alone may not explain all variations in performance because employees also operate within particular motivational and organizational conditions. The inclusion of work motivation and the work environment in the present model therefore provides a more comprehensive perspective on how employee capabilities relate to performance.

b. The Effect of Work Motivation on Employee Performance
Work motivation also demonstrates a positive and statistically significant relationship with employee performance. The original sample coefficient is 0.265, with a t-statistic of 2.503 and a p-value of 0.012. These results satisfy the specified significance criteria, supporting Hypothesis 2. The positive coefficient indicates that higher work motivation is associated with better employee performance. Motivation can influence the extent to which employees direct their efforts toward work objectives, maintain persistence when facing difficulties, and demonstrate commitment to completing assigned responsibilities. Employees who are motivated may be more willing to invest time and effort in their tasks, respond constructively to challenges, and pursue expected performance standards.
Although the coefficient for work motivation is smaller than that for competence, the relationship remains statistically significant. This distinction is important because the magnitude of a path coefficient and its statistical significance convey different information. The coefficient reflects the estimated strength and direction of the relationship, whereas the t-statistic and p-value indicate the statistical evidence against a null hypothesis of no relationship. The findings also suggest that employee performance should not be understood exclusively in terms of individual capabilities. Employees may possess the necessary knowledge and skills but still experience difficulties translating them into effective performance when their motivation is insufficient. Accordingly, organizational efforts to improve performance may benefit from combining competency development with practices that support employee motivation and commitment.

c. The Effect of Competence on the Work Environment
Competence has a positive and statistically significant relationship with the work environment, with a coefficient of 0.275, a t-statistic of 4.545, and a p-value below 0.001. The findings support Hypothesis 3. This relationship suggests that competence is associated with employees' perceptions and experiences of their working environment. Employees who understand their responsibilities and possess the necessary skills may be better equipped to coordinate tasks, communicate work requirements, and contribute to constructive workplace interactions. Their ability to perform assigned duties can also help reduce avoidable misunderstandings and support smoother collaboration among colleagues. However, the work environment is not determined exclusively by individual competence. It also reflects organizational policies, leadership practices, interpersonal relationships, facilities, and the distribution of responsibilities. Therefore, the positive coefficient should be interpreted as an association within the proposed model rather than evidence that employee competence alone determines workplace conditions. The finding nevertheless highlights a potential connection between individual capabilities and the organizational context in which employees perform their duties. Competent employees may contribute to a more effective working atmosphere, while an appropriate work environment may provide the conditions necessary for employees to apply their capabilities. This reciprocal possibility warrants further investigation, although the present structural model does not establish a reciprocal causal relationship.

d. The Effect of Work Motivation on the Work Environment
Work motivation exhibits the strongest direct relationship with the work environment among the five direct paths in the model. The original sample coefficient is 0.680, accompanied by a t-statistic of 13.003 and a p-value below 0.001. These results provide strong statistical support for Hypothesis 4. The findings indicate that work motivation is positively associated with the work environment. Motivated employees may engage more actively in workplace interactions, participate in collaborative activities, and contribute to the maintenance of constructive working relationships. Motivation may also influence how employees respond to organizational practices and perceive the conditions under which they carry out their responsibilities.
The relatively large coefficient suggests that work motivation is an important correlate of the work environment in this particular model. Nevertheless, this result should not be interpreted as proof that motivation directly creates a better work environment in every organizational context. The interpretation depends on how both constructs were operationalized, the characteristics of the respondents, and the institutional conditions in which the study was conducted. From a managerial perspective, the result highlights the importance of considering employee motivation when evaluating workplace effectiveness. Organizational practices that support employee engagement, recognize contributions, and clarify work expectations may help create conditions conducive to constructive workplace interactions. At the same time, improvements to the physical and organizational environment may also be necessary to sustain motivation. The present findings establish the estimated direction of the specified relationship but do not determine the direction of any reciprocal effects.


e. The Effect of the Work Environment on Employee Performance
The work environment has a positive and statistically significant relationship with employee performance. The estimated coefficient is 0.301, the t-statistic is 2.668, and the p-value is 0.008. Since the t-statistic exceeds 1.985 and the p-value is below 0.05, Hypothesis 5 is supported. This finding suggests that a more supportive work environment is associated with better employee performance. Workplace conditions can influence employees' ability to concentrate, coordinate responsibilities, access necessary resources, and complete tasks efficiently. A conducive environment may also facilitate communication and cooperation, allowing employees to address work-related challenges more effectively.
The coefficient of 0.301 indicates a positive relationship that is smaller than the direct effect of competence on employee performance but larger than the direct effect of work motivation on employee performance. These comparisons describe the estimated coefficients within the same structural model; they do not establish that the work environment is universally more important than motivation or that the differences between coefficients are statistically significant. The finding has practical implications for organizational management. Efforts to improve employee performance should consider not only recruitment, training, and competency development but also the conditions under which employees perform their duties. Relevant measures may include improving communication, ensuring access to work resources, clarifying responsibilities, and supporting constructive relationships among employees. However, a positive association does not mean that every improvement to the work environment will automatically produce higher performance. The effectiveness of workplace interventions may depend on employees' needs, the nature of their tasks, and the broader organizational context. Further research is needed to identify which specific dimensions of the work environment are most closely associated with performance.

f. The Mediating Effect of the Work Environment
The analysis also examines whether the work environment mediates the relationships between competence and employee performance and between work motivation and employee performance. The results show that both estimated indirect effects are positive and statistically significant. These findings provide support for Hypotheses 6 and 7. For the relationship between competence and employee performance, the indirect effect through the work environment has a coefficient of 0.083, a t-statistic of 2.110, and a p-value of 0.035. The result indicates that competence is positively associated with employee performance through the work environment. In other words, the relationship between competence and performance includes an indirect component associated with the work environment.
One possible interpretation is that competent employees may contribute to more effective workplace interactions or working conditions, which are, in turn, associated with better performance. Employees' knowledge and abilities may therefore be relevant not only to their individual task execution but also to the conditions that support their work. Nevertheless, the indirect coefficient is relatively small compared with the direct competence-to-performance coefficient of 0.426. The indirect pathway should consequently be considered a complementary relationship rather than the sole explanation for the association between competence and performance. The second mediation result concerns the relationship between work motivation and employee performance. The estimated indirect effect through the work environment is 0.205, with a t-statistic of 2.626 and a p-value of 0.009. These values indicate a positive and statistically significant indirect relationship, supporting Hypothesis 7.
This finding suggests that the relationship between work motivation and employee performance may operate partly through the work environment. Motivated employees may contribute to more constructive workplace interactions, stronger cooperation, and more effective engagement with organizational activities. These conditions may subsequently be associated with improved performance. The estimated indirect effect of 0.205 is larger than the corresponding indirect effect of competence through the work environment, which is 0.083. This difference indicates that the estimated motivational pathway through the work environment is stronger in the present model, although the statistical significance of the difference between these indirect effects has not been established.
Taken together, the mediation results indicate that the work environment is a relevant intermediary in the proposed structural model. Both competence and work motivation are associated with employee performance through this pathway, although the estimated indirect effects differ in magnitude. These findings support an integrated perspective in which employee performance is related to individual capabilities, motivational factors, and workplace conditions. Importantly, statistically significant indirect effects do not, by themselves, establish whether mediation is partial or full. That distinction requires consideration of the direct effects when the mediator is included in the model, preferably alongside bootstrapped confidence intervals for the indirect effects. Therefore, the current findings support positive and significant indirect relationships but do not provide sufficient information to classify the type of mediation conclusively.

g. Comparison with Previous Studies and Theoretical Implications
The findings can be discussed in relation to previous research by Ratnasari et al. (2024), which, as reported in the present manuscript, identified positive and significant relationships involving work motivation, competence, and employee performance. The study also reported that some organizational factors, including leadership style and the work environment, did not have significant direct effects on performance. These differences indicate that relationships among employee characteristics, workplace conditions, and performance may vary according to the variables included in the model and the context of the research. The present findings show a statistically significant direct relationship between the work environment and employee performance. This result does not necessarily contradict studies reporting nonsignificant relationships, because different organizational settings, measurement approaches, and structural specifications may produce different estimates. Rather, the comparison highlights the importance of examining direct and indirect pathways within the particular context being studied.
The findings are also relevant to Goh et al. (2024), which, according to the account provided in the manuscript, reported indirect relationships involving competence, the work environment, and work motivation. The current study similarly demonstrates that the work environment is associated with significant indirect pathways connecting competence and work motivation with employee performance. However, the models are not necessarily identical, and the results should not be interpreted as establishing that the same mediation mechanism operates across all organizational contexts. From a theoretical perspective, the results support examining employee performance as a multidimensional organizational outcome associated with individual and contextual factors. Competence represents employees' capacity to perform their responsibilities, work motivation reflects their willingness to direct effort toward organizational objectives, and the work environment represents conditions associated with the application of these capacities and efforts. The significant direct and indirect relationships suggest that these dimensions may provide complementary explanations of employee performance.
The mediation findings are particularly relevant because they indicate that the work environment is associated with the relationships between both competence and motivation and employee performance. Nevertheless, the strength of this conclusion must remain proportionate to the evidence. The path coefficients and p-values establish statistical associations within the estimated model; they do not independently demonstrate causal mechanisms. Longitudinal designs, stronger causal identification strategies, and additional organizational evidence would be required to establish whether changes in competence or motivation produce subsequent changes in the work environment and employee performance. From a practical perspective, managers should consider coordinated approaches to employee development. Competency-building initiatives may improve employees' capacity to perform their responsibilities, while motivation-related practices may encourage sustained effort and engagement. These initiatives should be accompanied by appropriate working conditions, effective communication, and opportunities for collaboration. The findings do not imply that a single intervention will be sufficient, but they suggest that individual development and workplace improvement should be considered together when designing employee performance strategies.
Overall, all seven hypothesized relationships are positive and statistically significant at the 5% significance level. Competence has a positive direct relationship with employee performance, while work motivation is also positively associated with performance. Both competence and work motivation are positively associated with the work environment, and the work environment is positively associated with employee performance. Furthermore, the two indirect effects through the work environment are statistically significant. The results highlight the relevance of integrating individual capabilities, employee motivation, and workplace conditions into the analysis of employee performance. However, the interpretation should remain focused on the estimated relationships rather than extending to unsupported causal claims. The findings provide evidence consistent with the proposed structural model and offer a basis for further investigation into the mechanisms linking employee characteristics, the work environment, and organizational performance.

V. Conclusion

This study finds that competence and work motivation have positive and significant relationships with employee performance. The work environment is also positively associated with performance and mediates the relationships between competence, work motivation, and employee performance through significant indirect effects. These findings indicate that employee performance is associated not only with individual capabilities and motivation but also with the working conditions in which employees carry out their responsibilities. However, the results demonstrate statistical relationships within the proposed model rather than definitive causal effects. The findings suggest that organizations should adopt an integrated human resource management approach. Employee training and professional development can strengthen competence, while appropriate recognition, meaningful responsibilities, and supportive management practices may help sustain work motivation. Organizations should also improve workplace conditions, communication, and collaboration to support employees in applying their capabilities effectively. Coordinating these efforts may provide a more comprehensive approach to employee performance management than addressing competence, motivation, and the work environment separately. This study has limitations that should be considered when interpreting its findings. The generalizability of the results depends on the study's sample and organizational context, while the statistical relationships alone cannot establish causality. Future research should examine the proposed model across different organizational settings, employ longitudinal designs to investigate changes over time, and explore additional factors that may influence employee performance. Further analysis of direct and indirect effects, supported by bootstrapped confidence intervals, would also help clarify the mediating role of the work environment and strengthen the evidence for the proposed relationships. 
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