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ABSTRACT 

	Aims: This study aims to examine the influence of employee competence on employee performance and to determine whether organizational commitment mediates the relationship between competence and performance.
Study Design: This research employed a quantitative approach using a survey-based design.
Place and Duration of Study: The study was conducted at PT XYZ, Indonesia, with data collection carried out within the 2025 operational period.
Methodology: Primary data were obtained through the distribution of structured questionnaires to 195 employees, achieving a 100% response rate. The variables measured included competence, organizational commitment, and employee performance. Data analysis was performed using Structural Equation Modeling (SEM) with AMOS version 24. Mediation testing was conducted using the Sobel test to determine the indirect effect of competence on performance through organizational commitment.
Results: The analysis showed that competence had a positive and significant effect on employee performance (SEM path coefficient, p < 0.05). In addition, the Sobel test confirmed that organizational commitment significantly mediated the relationship between competence and employee performance (p < 0.05). These findings indicate that higher competence strengthens employees’ commitment to the organization, which subsequently enhances work effectiveness and productivity.
Conclusion: Competence is a key predictor of employee performance, both directly and through the mediating role of organizational commitment. Enhancing employee competence and strengthening organizational commitment may contribute to improved performance outcomes. Further initiatives such as technical and soft-skill training, competency-based evaluation systems, supportive work environments, and performance-based reward systems are recommended to sustain high employee productivity.
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1. INTRODUCTION 

Modern organizational practice relies on human resource management (HRM) to build competitive advantage by effectively managing the people who run the business. Mathis et al. (2011) define HRM as a formal system that includes personnel planning, recruiting, training, performance management, and remuneration to maximize efficiency and support strategic objectives. Dessler (2020) underlines that HRM is a strategic partner that integrates employee management into corporate goals, recognizing that workers are important assets that bring value. Werther and Davis (1996) state that HRM plans, organizes, directs, and controls staff acquisition, development, and maintenance to foster good working relationships and long-term corporate success. 
Evaluation of HRM methods relying on employee performance. According to Armstrong and Taylor (2014), performance is the quantifiable results of people fulfilling their tasks, while Robbins and Judge (2017) describe it as the extent to which workers meet task requirements and contribute to corporate objectives. The relevance of performance systems is reinforced by empirical investigations. Harefa et al. (2024) showed that constant feedback boosts employee engagement and productivity. Siraj et al. (2025) found that strategic HRM methods including training, performance assessment, and remuneration boost work satisfaction, organizational commitment, and employee performance. These findings show that competence, motivation, work environment, and management support affect performance. 
The complexity of operations at PT From crop cultivation to sugar distribution, each department contributes to an integrated production chain. Based on 2023–2024 KPIs, internal statistics show departmental performance discrepancies. Plantation, Factory, and Human Resources improved but still fell short of the organizational goal score of 5.00. These differences suggest that organizational performance has not achieved its full potential despite structural clarity and functional support. 
Competence is key to these performance outcomes. Akkermans et al. (2013) define competence as the knowledge, skills, and abilities needed to manage careers. Competence includes technical and behavioral skills. Van den Broeck et al. (2010) claim that work environment and organizational needs determine skills, therefore various jobs require different competency levels. Due to seasonal, labor-intensive, and time-sensitive activities, sugar cane and sugar production require skill. Automation, digital monitoring, GIS-based mapping, and data-driven decision tools are transforming the organization. These technologies have not been fully used due to unequal exposure, inadequate continuing training, and inconsistent expertise across Plantation, Factory, QSHE, and R&D. 
Training programs at PT XYZ show progress and obstacles. In 2023, the corporation held 110 training sessions for 746 workers (45%) and 131 for 1,074 in 2024 (64%). Although this is a big improvement, many workers still don't have equitable access to growth programs. The gap may inhibit competence improvement and have legal ramifications. According to Article 12 paragraphs (1) and (3) of the Indonesian Labor Law No. 13 of 2003, businesses must teach workers and provide them equal opportunity. To guarantee compliance and organizational competitiveness, competence development must be more systematic and inclusive. 
Past experience suggests that great competence does not necessarily lead to good performance. This proposes an intermediate component, with organizational commitment a major psychological dimension impacting competence–performance. Meyer et al. (1991) define organizational commitment as an emotional, continuance, and normative psychological connection. According to Mowday et al. (1982), it involves organizational principles, loyalty, and effort. Lestari et al. (2021), Sari et al. (2021), Putra et al. (2020), Yuliani (2023), and Harefa et al. (2024) indicate that organizational commitment greatly improves competence's influence on performance. This evidence informs the study's two research questions: (1) Does competency affect PT XYZ employee performance? Is organizational commitment a mediator between competence and performance? 

The research examines how competency affects employee performance at PT XYZ and if organizational commitment mediates. The results are intended to expand the HRM literature on competence, organizational commitment, and performance and serve as a reference for future research in comparable or other industrial environments. The research helps PT XYZ construct focused HR development programs, career planning, and performance management systems. Competence and organizational commitment may help create a more adaptable, productive, and competitive workforce that can handle dynamic organizational issues.

2. material and methods 

2.1 Data Types and Sources
This quantitative explanatory study utilizes numerical data to uncover causal links between variables. Sekaran and Bougie (2016) state that the quantitative method tests hypotheses and models empirical connections using quantifiable statistical data. Questionnaires and Likert scales help researchers collect systematic, standardized, and analytically understandable data. This strategy uses surveys, experiments, and secondary data for more controlled observations. The quantitative method is strong in objectivity, replicability, validity, and dependability. Thus, this method supports scientific findings and evidence-based decision-making with improved precision and consistency (Sekaran & Bougie, 2016).
2.2 Population and Sample
This research includes all permanent workers who were active throughout the data collection. For proportional representation, stratified random sampling divides the population into various strata depending on organizational roles. According to Sekaran and Bougie (2016), a population is the total group of people, events, or things studied. According to the demographic statistics, PT XYZ employs 1,677 people from Senior Manager to Foreman II. The dataset is stratified such that every organizational level contributes, improving accuracy and generalizability. By identifying the population structure, the study may select a more representative sample (Sekaran & Bougie, 2016). 
This subgroup of the population accurately depicts its features. Sekaran and Bougie (2016) stress that data must be representative to reflect demographic situations. This research uses basic random sampling to provide each PT XYZ employee an equal chance of selection to reduce bias. Hair et al. (2019) suggest a minimum of 100 respondents and a ratio of 5 to 10 respondents per observed variable based on questionnaire indicators. With 39 indications, a minimum sample size of 195 respondents (39 x 5) is needed, with a maximum of 390 respondents (39 x 10 The sample table shows that the research uses 195 respondents and distributes the sample proportionately across work categories to ensure population composition and methodological rigour (Hair et al., 2019).
2.3 Data Sources and Data Collection Methods
This research uses primary and secondary data. Primary data are collected by the researcher using structured questionnaires or direct observation to solve the study topic. Distributing questionnaires and performing structured interviews with respondents provided main data for this research. Sekaran and Bougie (2016) emphasize that primary data provides empirical evidence that helps researchers identify challenges and find solutions. Secondary data comes from books, academic journals, past study publications, and related electronic media. These secondary sources complement and support the core results, making the analysis more complete and founded in theoretical and empirical research. Thus, combining data kinds boosts study results. 
Data was collected systematically according to Sekaran and Bougie (2016), who define data gathering as an organized process to accomplish study goals. This study used survey-based questionnaires with predetermined written questions to collect quantitative data for analysis. Large-scale quantitative data collection is efficient using questionnaires. Secondary data from academic papers, government records, and archive documents supported the original results. According to Sekaran and Bougie (2016), selecting adequate data collecting techniques is crucial for research validity and reliability. Primary and secondary data provide this research a firmer analytical basis and a more comprehensive grasp of the phenomenon under study.
2.4 Research Variables and Operational Definitions
Variables are qualities or features that vary between persons, things, or events, whether throughout time for the same unit or across many units (Sekaran & Bougie, 2016). This research divides variables into three kinds. Competence (X) is the independent variable thought to affect others. Employee Performance (Y) is impacted by the independent variable. Organizational Commitment (M) mediates how the independent variable affects the dependent variable. Sekaran and Bougie (2016) characterize operational definitions as precise explanations of how each variable is measured to guarantee consistency and reproducible methods. Competence is measured by meaning and self-efficacy (Spreitzer, 1995; Yildiz et al., 2024); organizational commitment by loyalty, value congruence, and willingness to work harder (Mowday et al., 1979; Na-Nan et al., 2020); and employee performance by task performance, contextual performance, and counterproductive behavior. 
Questionnaires, exams, and structured forms tailored to study goals are used to assess ideas and variables (Sekaran & Bougie, 2016). All factors were assessed using Likert-scale questionnaires in this research. Six questions covering two indicators comprise the competency instrument, modified from Spreitzer (1995) and Yildiz et al. (2024). Six factors were used to measure organizational commitment using a 15-item Mowday, Steers, and Porter (1979) survey. Three indices of employee performance were assessed using eighteen Campbell, McHenry, and Wise (1990) questionnaires. All variables were measured using a Likert scale, an interval-based rating scale intended to frame respondents' views (Sekaran & Bougie, 2016). Each questionnaire item has a number score: 1 for "Strongly Disagree," 2 for "Disagree," 3 for "Neutral," 4 for "Agree," and 5 for "Strongly Agree." This scoring technique quantifies answers consistently, enabling statistical analysis and maintaining comparability across indicators and factors.
2.5 Instrument Testing
This research tested all measuring methods to verify they were valid and reliable and could correctly capture the components under consideration. Validity is an instrument's capacity to measure what it's supposed to, while reliability is its consistency and stability in delivering reliable findings over time (Sekaran, 2006). Each questionnaire item was validated and reliability-tested before being included in the final analysis. These steps ensured that the items appropriately represented the research variables, bolstering the study's trustworthiness. 
Confirmatory Factor Analysis (CFA) assessed how well the empirical data matched the suggested measurement model (Sekaran & Bougie, 2016). Convergent validity is determined if construct-related indicators are strongly correlated. Standardized factor loadings and the Average Variance Extracted assess convergent validity in reflective measurement models. Hair et al. (2014) define convergent validity as factor loadings above 0.70 and AVE values ​​over 0.50. Exploratory studies or early scale development may tolerate loading levels between 0.50 and 0.60 (Ghozali, 2012). Based on these criteria, all indicators contribute significantly to their conceptions. 
Reliability testing assessed whether questionnaire questions were error-free and consistently captured the desired constructs across circumstances (Sekaran & Bougie, 2016). Ghozali (2012)'s construct reliability formula was used to test dependability in the SEM framework. A construct is trustworthy if Cronbach's Alpha exceeds 0.60. Normality tests were also performed to verify whether the data followed a normal distribution, since non-normality might skew SEM estimates, increase chi-square values, and impair model fit accuracy (Hair et al., 2006). Ghozali (2016) advocated assessing normality using skewness and kurtosis measurements with a critical ratio threshold of ±2.58 at a 0.01 significance level. All normality tests used AMOS.
2.6 Data Analysis Method and SEM-AMOS Hypothesis Testing 

SEM, performed using AMOS software, is the main analytical method in this investigation. SEM was chosen because Byrne (2016) noted that the method may concurrently explore complicated variable connections, including direct and indirect effects. Dachlan (2014) states that SEM combines structural equations, which define causal links between latent variables, with measurement equations, which describe how observable indicators assess latent constructs. This study tests hypotheses and evaluates organizational commitment as a mediator using SEM-AMOS. At 95% confidence, t-statistics values ​​of 1.96 or above imply significance for hypotheses 1 and 2 (Hair et al., 2014). Hypotheses 3 and 4 propose a four-step mediation procedure: the independent variable must substantially impact the dependent variable, the mediator, and the dependent variable. Full mediation is when the mediator makes the independent variable less significant, while partial mediation is when the impact remains substantial but falls (Ghozali, 2012). 
After establishing a valid and accurate measurement model, the theoretical framework is used to assess build structural connections. Identifying construct directed relationships and establishing hypotheses is structural model development. Once these linkages are specified, goodness-of-fit indices are used to evaluate the structural model. To test hypotheses, the critical ratio (C.R.) and p-values ​​of structural coefficients (gamma (γ) for connecting exogenous to endogenous components and beta (β) for connecting endogenous constructs) are examined. A parameter is deemed significant if its p-value falls below the predefined threshold (5% or 1%), disproving the null hypothesis (γ = 0 or β = 0) (Sugiyono, 2019).  Linear regression and path analysis, an extension of multiple regression, show non-reciprocal causal linkages in this research. This research's structural equations predict employee performance (Y) based on competence (X) and organizational commitment (M) and organizational commitment based on competence. The Sobel Test further confirms the mediating effect's relevance. Since Sobel (1982), this test evaluates the statistical significance of an independent variable's indirect influence on a dependent variable via a mediator. The product of the unstandardized regression coefficients (a and b) and their standard errors are compared. Mediation is indicated by a high Sobel statistic (Abu-Bader & Jones, 2021). 


3. results and discussion

3.1 Respondent Characteristics
The data gathering technique underpinned this study's empirical analysis. An online questionnaire was sent to all PT XYZ workers to collect all research data. The poll was performed using Google Forms between 3-10 October 2025. Amazingly, all sent surveys were returned full and usable, resulting in 100% response. This high participation rate lends legitimacy to the dataset and assures that the results represent organizational circumstances. A detailed demographic profile of respondents is provided by the descriptive findings. The bulk of respondents were 21–30 years old (66.7%), followed by 31–40 (29.2%). Only 3.6% were 41–50, and 0.5% were beyond 50. These numbers show that PT XYZ's staff is mostly young, a productive age group known for flexibility, vitality, and competence growth. The majority (53.3%) had bachelor's degrees, followed by diplomas (26.2%). Employees with high school diplomas made up 14.9% and those with master's degrees 0.5%. This distribution shows that PT XYZ's personnel is academically sound, meeting its operational and developmental requirements. Work tenure distribution emphasizes organization. Over half (52.3%) had worked 0–5 years, and 36.9% had worked 6–15 years. Only 0.5% had worked for more than 30 years, whereas 16–25 year (6.7%) and 26–30 year (3.6%) had smaller numbers. These patterns show a youthful to mid-tenure workforce, representing a dynamic organizational climate with a mix of new and experienced personnel that supports the company's long-term competence and commitment growth.
3.2 Instrument Testing
Validity, reliability, normalcy, structural model, hypothesis, and Sobel tests were performed during instrument testing. The assessment tools' validity and reliability were first assessed to verify that all indicators properly represented the variables under inquiry. A unidimensional method assesses validity by stressing how well each indicator reflects its variable. Valid indicators have loading factor values ​​over 0.40 and statistical significance at the 5% level. According to Hair et al. (2014), loading levels over 0.50 support validity indicator. All Competence, Organizational Commitment, and Employee Performance indicators meet validity requirements. The Average Variance Extracted (AVE) values ​​for each construct—0.659, 0.624, and 0.591—exceeded 0.50, suggesting good convergent validity across all variables. 
The measuring equipment's internal consistency and stability were tested for reliability. The main metric was construct reliability (CR), with values ​​of 0.70 or above indicating dependability. The CR findings indicated Competence 0.921, Organizational Commitment 0.961, and Employee Performance 0.963, all above the necessary threshold. These results show that each construct's indicators work well and measure the relevant variables. The validity and reliability evaluations show that this study's tools are methodologically sound and suitable for structural analysis. 
The critical ratio (CR) for skewness and kurtosis was used in AMOS output normality testing with a significance threshold of 0.01. According to Ghozali (2016), data is deemed regularly distributed when CR values ​​are ±2.58. All elements satisfied the skewness and kurtosis criteria for univariate normality. Additionally, the multivariate CR value of 2.521 was acceptable. These results demonstrate that the dataset meets normality assumptions, allowing SEM structural model testing.


3.3 Descriptive Analysis of Variable Measurement
This study's descriptive analysis of variable measurement uses a Likert scale to grade statements from 1 to 5. Range = (highest score – lowest score) / (range of scores) for 195 employee respondents. Yield formula (5 – 1) / 5 = 0.8. Scores are 1.0–1.8 (Very Low), 1.8–2.6 (Low), 2.6–3.4 (Moderate), 3.4–4.2 (High), and 4.2–5.0 (Very High). These categorizations outline how to evaluate minimum, maximum, and mean values ​​to examine data distribution among study variables. Competence, Organizational Commitment, and Employee Performance have descriptive statistics of 1–5, with mean values ​​of 3,569, 3,644, and 3,298. The mean of 3,504 suggests that PT XYZ workers' working conditions are moderate, indicating an acceptable yet improveable workplace. 
The Competence descriptive data includes six statement items with mean scores from 3.508 to 3.687. The statement, “The work I do is very important to me,” had the highest mean score, 3.687, indicating that workers cherish their jobs. The statement "I have mastered the skills required for my job" has the lowest mean of 3.528, indicating that workers see their technical and non-technical skills as competent but not optimal. The mean score of 3.569 indicates moderate skill. These results suggest that personnel are capable of fulfilling their duties, but more organized development would improve mastery and preparedness. 
The Organizational Commitment variable has 15 statement items with mean values ​​from 3.179 to 4.041, averaging 3.644. The variable is Moderate with this score. The statement, “My personal values ​​are consistent with the values ​​of this organization,” had the highest mean score, 4.041, showing great value alignment and emotional connection among workers. The lowest mean score, 3.179, is for the statement, "I will accept nearly any assignment to work remaining here," suggests workers are not ready to tolerate substantial job flexibility. The findings show that workers have a good feeling of pride, loyalty, and identification with the firm, although task engagement and commitment to organizational efforts may be improved. 
The Employee Performance variable has 18 statement items with means between 2.969 and 3.744 and an average of 3.298, also Moderate. The statement, “I discuss negative aspects of my job with my coworkers,” scored 3,744, indicating that employees communicate freely and discuss employment issues. The statement, “I can plan my work so I complete it on time,” scored the lowest at 2,969, indicating significant work planning and time management issues. PT XYZ employees perform reasonably well, but not optimally. Planning, efficiency, and problem-solving skills boost productivity and organizational performance.
3.4 Structural Model Test Results
The structural model (inner model) was evaluated following Confirmatory Factor Analysis (CFA) of the measurement model (outer model). The preliminary CFA technique verified that each survey indicator properly reflected the latent constructs being assessed. The study moved to the structural phase once all questionnaire questions fulfilled validity and reliability requirements. Latent variable connections were examined using Structural Equation Modeling (SEM). The research used SEM to determine how one variable affects another, allowing for an analytical understanding of inter-construct interactions in the proposed model.
Figure 1 shows the structural model findings after the measurement model passed CFA. Competence (X), Organizational Commitment (M), and Employee Performance (Y) are latent variables in the study's structural model, backed by 39 observable indicators. The model's degree of freedom (df) was 253, suggesting overidentification. This categorization shows that the model has more known data points than estimated parameters, validating its statistical validity and interpretation.
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Figure 1 Structural Model Test Results

3.5 Model Fit Analysis
Several Goodness-of-Fit (GOF) metrics were used to evaluate the structural model's fit with empirical data. According to Hair et al. (2014), a model is acceptable if at least four to five GOF indices reach the cut-off values ​​and reflect the three key fit indices. Based on this criteria, the structural model in this work is suitable for hypothesis testing. Table 1 lists GOF indicator findings, cut-off values, and model classes. In Structural Equation Modeling, these indicators provide a complete assessment of model adequacy. 
The Comparative Fit Index (CFI) and Incremental Fit Index (IFI) are Good Fit, indicating high model alignment with observed data. The model's PNFI and PCFI values ​​are Acceptable, indicating parsimony. Although the model is usually competent, RMSEA, GFI, NFI, CMIN/DF, and TLI are Marginal Fit, indicating that adjustments might enhance its fit. According to Hair et al. (2014), the structural model meets many GOF criteria, indicating its suitability for further research.
3.6 Hypothesis Test Results
This research tested the notion that Competence directly affects Employee Performance. The study examined two hypotheses about how competence affects employee performance, including how organizational commitment mediates the relationship. Statistical significance is achieved when the p-value is below 0.05 and the Critical Ratio (CR) exceeds 1.96. Table below shows the direct effect testing findings, which use AMOS Version 24 statistical output to evaluate the hypothesis. 
Table 1. Results of Direct Hypothesis Testing
	Hypothesis Description
	Estimate
	S.E.
	C.R.
	P
	Label
	Conclusion

	Effect of Competence on Employee Performance
	0.255
	0.055
	4.66
	***
	par_37
	Supported



Table above indicates a strong positive impact of competence on employee performance, with an estimated coefficient of 0.255 and a CR value of 4.66 (p < 0.05). This suggests that workers perform better with more competence. Employee performance is affected by competence, supporting the idea. These findings demonstrate the strategic relevance of competence development in the business by showing that employee knowledge, skills, and abilities directly boost job productivity and effectiveness.
3.7 Sobel/Mediation Test Results
The Sobel test was used to determine whether Organizational Commitment mediates the association between Competence and Employee Performance. This analytical method compares the estimated t-value to the crucial value of 1.96 to assess the indirect effect's size and relevance. When the t-value surpasses this standard, the mediation effect is statistically significant, showing that the mediating variable efficiently communicates the independent variable's impact to the dependent result. Sobel analysis rigorously evaluates the structural model's mediating mechanism and validates whether the indirect route adds to the model's explanatory power. 
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Figure 2. Sobel Test Competence (X), Organizational Commitment (M), Employee Performance (Y)
Figure 2 shows the Sobel test findings for Organizational Commitment mediation. Path A from Competence to Organizational Commitment (Path A) had a coefficient of 1.664 with a standard error of 0.086, whereas Path B from Organizational Commitment to Employee Performance (Path B) had 0.546 with 0.065. The Sobel test statistic was 7.705 with a two-tailed p-value of 0.000, indicating a statistically significant indirect impact. These data show that Organizational Commitment mediates Competence-Employee Performance. When workers are competent, their organizational commitment grows, which boosts their performance.
3.8 The Effect of Competence on Employee Performance
Hypothesis testing using an AMOS structural equation model (SEM) evaluated how competency affects employee performance. Path coefficient, critical ratio (CR), and significance level were assessed. The first hypothesis examined if competence substantially improves employee performance. Analysis yielded a route coefficient of 0.255, CR of 4.66, and p-value < 0.001. The hypothesis is experimentally validated since the CR exceeded 1.96 and the p-value was significantly below 0.05. This shows that competence improves employee performance significantly. Result descriptions support this conclusion. The average competency score was 3.569, which is reasonably excellent, indicating that most PT XYZ personnel have the skills, knowledge, and capacities to do their jobs. The average employee performance score was 3.298, also moderate, indicating that job performance and duty fulfillment are usually adequate, but productivity and work efficiency may be improved. 
These results support Sutanto and Kurniawan (2020) and Hidayat et al. (2021) Conclusion that employee competency greatly improves performance. Competent employees understand their roles, accomplish tasks efficiently, and are more professional. Competence boosts workers' confidence in fulfilling job expectations and adjusting to organizational changes. The findings confirm Spencer and Spencer (1993)'s Competency-Based Human Resource Model, which holds that competence is an individual's fundamental traits that affect work performance. Increasing competence via technical training, soft-skill development, and continuous learning improves individual and organizational results. The more PT XYZ personnel' competence, the better their performance, emphasizes the need of continuous competence growth.
3.9 The Effect of Competence on Employee Performance with Organizational Commitment as a Mediating Variable at PT XYZ 
The second hypothesis evaluated whether organizational commitment mediates competence (X) and employee performance (Y). This structural equation modeling (SEM) analysis focuses on indirect route coefficients, standard errors, and Sobel Test significance. Competence positively and significantly influences organizational commitment with a coefficient of 1.664, whereas organizational commitment favorably influences employee performance with 0.546. According to the Sobel Test, the statistical value of 7.705 with a p-value of 0.000 fulfills the significance criterion of t > 1.96 and p < 0.05. The indirect impact is statistically significant, supporting the second hypothesis that organizational commitment mediates the effect of competence on employee performance. This finding is strengthened by descriptive analysis. A moderate competency score of 3.569 indicates that PT XYZ staff have the abilities and knowledge to do their jobs. Organizational commitment averaged 3.644, also moderate, indicating employee connection and loyalty, although cultural reinforcement and organizational assistance may improve it. 
These findings support past findings that competency directly affects employee performance. Competence improves individuals' technical skills and fosters a greater feeling of corporate responsibility, which improves performance. According to Rizal and Suryani (2022) and Ghozali (2012), competency greatly impacts performance via organizational commitment. Competent employees have better organizational connections and drive to perform well. These findings support Social Exchange Theory (Blau, 1964), which states that organizational acknowledgment of employee ability increases emotional and affective commitment and performance. Organizational commitment mediates, with higher-competent people developing greater commitment, improving organizational effectiveness and productivity. 

4. Conclusion

This investigation supports the hypothesis from the previous analysis and debate. First, better levels of ability, skills, and job-related knowledge boost employee performance. Strong competences help employees perform professionally, contribute to corporate objectives, and be more productive. Second, organizational commitment strongly influences competence-performance relationships. Competence improves performance and employee commitment. Strong competences foster loyalty, responsibility, and a feeling of belonging, which motivates people to perform well. The research shows that competence development improves technical performance and boosts job motivation via emotional connection. 
The descriptive data suggests many PT XYZ suggestions. The organization should increase competence development via applicable training and development programs for technical and soft skills including communication, leadership, and adaptability. Using a competency-based performance assessment system will also help match skills to job needs. Management should promote an open and friendly workplace, fair recognition, and clear career growth possibilities to boost organizational commitment. Increasing two-way communication between leaders and foster workers' organizational ownership. To accomplish performance goals, personnel need regular performance monitoring and review. Clear goals, helpful criticism, and a collaborative, results-oriented workplace encourage this. Implementing performance-based awards may boost productivity and efficiency. The study emphasizes competence enhancement and organizational commitment as key components of human resource strategy, providing valuable insights for managerial decision-making and future research on modern organizational performance factors. 
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