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ABSTRACT

The aim of this research is to examine and analyze the influence of work environment and culture on employee
performance through organizational commitment as an intervening variable in employees of the Bondowoso Regency
Cooperatives, Industry and Trade Service. This research is included in confirmatory research with a population and
sample of 85 respondents, a saturated sampling technique was used because the entire population was used as the
sample. The data analysis technique used is Structural Equation Modeling (SEM) processed with Smart PLS 4.0. Based
on the results of data analysis, it shows that the work environment has a significant effect on organizational
commitment. However, work culture has a significant influence on the organizational commitment of the Bondowoso
District Cooperation and Trade Office. The work environment, work culture and organizational commitment have a
significant effect on the performance of Bondowoso Regency Trade and Trade Office employees. The work
environment has a significant effect on employee performance through organizational commitment at the Bondowoso
District Cooperation and Trade Office. Work culture has a significant effect on employee performance through
organizational commitment at the Bondowoso District Cooperation and Trade Office.

Keywords : environment, work culture, organizational commitment and employee performance.

1. INTRODUCTION

Management is an art or a science. Management as a field of science that seeks systematically to understand
why and how humans work together to achieve goals and make this collaboration more beneficial for humanity,
Nurahmi Hayani (2014). According to Darmadi (2018), human resource management can be defined as "a strategy in
implementing management functions, namely planning, organizing, actuating , and controlling , in every activity or
operational function of human resources starting from the process of attracting, selecting, training and development,
placement which includes promotions, demotions and transfers, performance appraisals, compensation, industrial
relations, and termination of employment relations aimed at increasing the production contribution of the organization's
human resources towards achieving organizational goals effectively and efficiently." According to Hasibuan (2017)
Human Resource Management is the science and art of managing the relationships and roles of the workforce so that
they are active and efficient in helping to realize the goals of the company, employees and society.

The importance of human resource management in carrying out duties and functions as an employee cannot
be separated from an adequate company or agency work environment. According to Sedarmayanti (2015) the work
environment is the totality of tools and materials encountered, the surrounding environment where a person works,
work methods, and work arrangements both as an individual and as a group. Wibowo (2016) stated that creating a
healthy environment will indirectly maintain or even increase productivity. The work environment can have negative
impacts, one of which is interaction between employees which can trigger conflicts and problems at work, but the
positive impact is achieving dynamic performance due to adjustments to challenges in the organization's internal and
external environment due to the influence of globalization.

A good organization is an organization in which there are adequate resources and there is good interaction
and is able to create a positive work culture so that it has an impact on effective performance. According to Robbins
(2013), it is a habit that is carried out repeatedly by employees in an organization, there is no strict sanction for violating
this habit, but the organization's actors have morally agreed that this habit is a habit that must be adhered to in order to
carry out work to achieve goals. . In the Development Guidebook (Uha, 2013) Work Culture of State Apparatus,
published by the Ministry of State for Empowerment of State Apparatus in 2012, work culture is a person's perspective
in giving meaning to work. Thus, work culture is a person's perspective on the field they are working in and the moral
principles they possess, which fosters strong beliefs based on the values they believe in, has high enthusiasm and is
serious about achieving the best achievements.

Employees are the main resource in carrying out company/agency performance, so it is important for
companies/agencies to have human resources who are highly committed to the company/agency. "Organizational
Commitment is defined as the relative strength of an individual in identifying his involvement in the organization,
which is characterized by acceptance of the organization's values and goals, willingness to work for the organization
and the desire to maintain membership in the organization." (Robbins and Judges, 2015). According to Sopiah (2011),

141



the definition of organizational commitment according to Richard M. Steer is a sense of identification (belief in
organizational values as a sense of identification (belief in organizational values), involvement (willingness to try as
best as possible for the interests of the organization, and loyalty, desire to remains a member in question) declared by
an employee against his company.

The quantity or quality of something produced or services provided by someone doing the work, Luthans
(2015). According to Dessler (2015), performance is work achievement, namely the comparison between work results
and established standards . Meanwhile, Mangkunegara (2012) performance is the result of work, both in quality and
quantity, achieved by someone in carrying out tasks according to the responsibilities given. According to Wiratama
and Sintaasih, (2013) stated that employee performance is the work result achieved by a person in carrying out assigned
tasks including the quality and quantity of output as well as reliability in work. According to Mangkunegara, (2012)
performance is the result of work in terms of quality and quantity achieved by an employee in carrying out his duties
in accordance with the responsibilities given.

Based on the performance improvement built by referring to the source as a reference above, in this research
the results of previous research did not answer the truth of the theory, this can be explained in the following research
gap in the research of Dianantari, NMY, Yuesti, A., Sudja, IN, & Latupeirissa, JJP (2019). The research results show
that organizational culture has no significant effect on employee performance. Further research Budi, SH, Choerudin,
A., & Winarna, W. (2016). The results show that work culture has an insignificant negative effect on performance.
Research Bahri, S. (2019). The research results state that the work environment has no significant effect on employee
performance.

The theory of increasing daiats performance is supported by the results of similar previous research, so the
research object chosen by the researcher is the Bondowoso Regency Industrial and Trade Cooperative Service . In
carrying out its duties and functions, the District 4 Cooperatives, Industry and Trade Service, Bondowoso
Regency Cooperatives, Industry and Trade Service has the task of assisting the Regent in carrying out government
affairs in the field of cooperatives, small and medium enterprises, government affairs in the industrial sector and
government affairs in the trade sector. The organizational structure of the Bondowoso Regency Cooperatives, Industry
and Trade Service, consists of: Secretariat, in charge of: General and Personnel Subdivision; and Functional Position
Groups; Cooperative Sector, oversees Functional Position Groups; Micro Business Sector, in charge of Functional
Position Groups; Industrial Sector, in charge of Functional Position Groups; Trade Sector, oversees Functional Position
Groups; UPTD; and Functional Position Groups.

Based on the duties and functions of the Bondowoso Regency Cooperatives, Industry and Trade Service,
problem identification is the basis for formulating future development goals and targets. Development problems are
the cause of the gap between the development performance currently achieved and what was planned and
between what is to be achieved in the future and the real conditions when the planning was made. An issue is
considered to have priority value if it is related to development goals and targets, including other priorities of
mandatory national/provincial policies. So The problems encountered at the Bondowoso Regency Cooperatives,
Industry and Trade Service are listed in the following table :

Table 1 Identification of District Cooperation and Trade Department Problems . Bondowoso .

No Fields of Affairs and Performance Problem Program
Indicators Realization
Cooperatives, Active The health level of cooperatives is still low, 87 5%
Small and cooperative cooperative management is managed simply, >0
1. Medium Healthy the quality of human resources managing
Enterprises cooperative cooperatives is low 82.9%
Contribution of The GRDP growth rate tends to decline, the
condition of the people's market does not yet
the trade sector o 83.4%
to GRDP meet _the crltgrla_for a _healthy_ market, the
inflation rate is still relatively high.
2. Trading Minimum quantity and quality of export o
Trade net exports products . 61.6%
Consumer Weak standardization and  consumer
rotection protection; There is no legal metrology 76.4%
P UPTD institution yet .
Contribution of  low quality of industrial human resources;
the industrial low access to financing sources; low product 79.2%
3. Industry sector to GRDP  quality and standardization;
Industrial growth The industrial institutional capacity is not yet 71.3%

strong .

Source: Diskoperindag Kab. Bondowoso (2023).

Based on table 1, Problem Identification for Determining Priority Programs Department of Cooperatives,
Industry and Trade From Bondowoso Regency above, it can be seen that the areas of regional government affairs and
performance indicators include cooperatives, small and medium enterprises , trade and industry in carrying out their
duties and functions have not reached the realization targets that have been set , based on the identification of the
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problems obtained, the researcher found The research phenomenon related to performance is "Lack of effectiveness of
employee performance in carrying out their duties and functions", so in this research, the researcher tries to provide a
solution by highlighting several important factors which are assumed to be able to improve employee performance and
minimize the findings of problems found in the objects studied, as for the factors These include work environment and
work culture variables on organizational commitment which have an impact on the performance of Bondowoso
Regency Cooperative Service employees.

The work environment factors in this research refer to research by Hasan, AA, & Putri, ER (2023) which
states that the work environment has a positive and significant effect on the work effectiveness of employees of the
Department of Cooperatives, SMEs, Trade and Labor of the Regional Government of Pasaman Regency. Research by
Farida, et al. (2022) concluded that the work environment has a significant effect on the performance of employees of
the Department of Cooperatives, Micro Enterprises, Trade and Industry (DKUPP) of Probolinggo Regency through
organizational commitment as an intervening agent. However, research by Dianantari, et al. (2019). Organizational
culture has no significant effect on employee performance, but simultaneously Training, Motivation, Organizational
Culture have a significant effect on Employee Performance. The work culture factors in this research refer to the
research of Bramidha, Y., & Hidayah, S. (2023) The positive and significant influence of emotional intelligence, work
culture and employee commitment partially and simultaneously on the performance of employees of the Pinrang
Regency Cooperatives and UMKM Department. Research by Cahyaningrum, El, & Prayekti, P. (2022) and Syamsibar,
H. (2022) states that organizational culture influences affective commitment. Studi Eid, I., Razak, M., & Alam, S.
(2021). shows that there is a positive and significant influence of emotional intelligence, work culture and employee
commitment partially and simultaneously on the performance of employees of the Pinrang Regency Cooperatives and
Umkm Service.

2. LITERATURE REVIEW

2.1 Work environment

According to Danang (2015) the work environment is everything that is around the worker and that can
influence him in carrying out the assigned tasks. According to Sedarmayanti (2015) the work environment is the totality
of tools and materials encountered, the surrounding environment where a person works, work methods, and work
arrangements both as an individual and as a group. Wibowo (2016) stated that creating a healthy environment will
indirectly maintain or even increase productivity.

2.2 Work Culture

According to Robbins (2013), it is a habit that is carried out repeatedly by employees in an organization,
there is no strict sanction for violating this habit, but the organization's actors have morally agreed that this habit is a
habit that must be adhered to in order to carry out work to achieve goals. . In the Development Guidebook (Uha, 2013)
Work Culture of State Apparatus, published by the Ministry of State for Empowerment of State Apparatus in 2012,
work culture is a person's perspective in giving meaning to work. Thus, work culture is a person's perspective on the
field they are working in and the moral principles they have, which fosters strong beliefs based on the values they
believe in, has high enthusiasm and is serious about achieving the best achievements.

2.3 Organizational Commitment

According to Kharis (2015) organizational commitment is a situation where an employee sides with a
particular organization and the goals and desire to maintain membership in that organization. So high job involvement
means favoring a particular job of an individual. According to Moorhead and Griffin (2014) organizational commitment
is an attitude that reflects the extent to which an individual recognizes and is attached to his or her organization. An
individual who has high commitment will likely see himself as a true member of the organization. According to Kreitner
and Kinicki (2014) organizational commitment is an agreement to do something for oneself, another individual, group
or organization.

2.4 Performance

According to Farida (2014), performance comes from the words job performance or actual performance,
which means work performance or actual achievements achieved by someone. The definition of performance (work
achievement) is the quality and quantity of work results achieved by an employee in carrying out his functions in
accordance with the responsibilities given to him. According to Nurlaila (2012), performance is the result or output of
a process. According to Luthans (2015), performance is the quantity or quality of something produced or a service
provided by someone doing the work.

2.5 Conceptual Framework

The conceptual framework in this research can be described based on a theory that connects independent
variables to dependent variables and through intervening variables in order to determine the influence of the work
environment and work culture on employee performance through organizational commitment as an intervening
variable. For more details, it can be described in the model as follows:
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Figure 2. 1Conceptual Framework

3. RESEARCH METHODS

The research was conducted at the Bondowoso Regency Cooperatives, Industry and Trade Service. The
research method used in this research is descriptive and verification methods. The type of research used in this research
is explanatory research. The population in this study was 85 employees of the Bondowoso Regency Cooperatives,
Industry and Trade Service. The sampling technique used in this research is Saturated Sampling (census), which is a
sampling technique when all members of the population are used as samples, Sugiyono (2015). This was done because
the population was relatively small, less than 100 people, so the entire population in this study was used as a sample,
namely 85 people.

Ghozali. (2001) states that "The goal of data analysis is to obtain relevant information contained in the data
and use the results to solve problems". Inner Model is a structural model useful for predicting the accuracy of the
structure being built. Structural equation analysis is a regression coefficient value to test the correlation between
dependent variables with variable data collected by the structural model (inner model) which is a research variable
relationship scheme. Evaluation of the structural model is by looking at the coefficients between variables and the
coefficient of determination value. The inner model can be analyzed using a boostraping system through the Smart PLS
4.0 program so that the equation of the regression coefficient values can be found using two output systems, namely
Path Coefficient and Specific Indirect Effects.

4. RESEARCH RESULTS AND DISCUSSION
4.1 Convergent Validity

The convergent validity test is carried out with the aim of determining the validity of each relationship
between indicators and latent variables. This test is determined from the outer loading value and the Average Variance
Extracted (AVE) value from each indicator.

Table 2 Convergent Validity Test (outer loading)

X 1 Work X 2 Work Z Y
Indicator . culture Organizationa | Performance Information
environment .
1 commitment
X1 0.730 Valid
X12 0.741 Valid
X1.3 0,792 Valid
X1.4 0,779 Valid
X1.s 0,739 Valid
Xi6 0,855 Valid
X2.1 0,837 Valid
X2.2 0,814 Valid
X2.3 0,744 Valid
X2.4 0,777 Valid
71 0,886 Valid
7> 0,813 Valid
73 0,834 Valid
Z4 0,804 Valid
Y 0,789 Valid
Y2 0,883 Valid
Y3 0,876 Valid
Y4 0,880 Valid
Ys 0,881 Valid
Ys 0,795 Valid

Based on table 4.8, it shows that all indicators in the table have a validity value greater than 0.70. This shows that all
indicators in the table are valid.
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4.3 Reliability Test

Composite Reliability is the part used to test the reliability value of indicators on a variable. A variable can
be declared to meet composite reliability if it has a composite reliability value > 0.7. The following are the composite
reliability values for each variable used in this research:

Table 3 Composite Reliability

Research Variables Cronbach's Alpha Information
X 1. Work environment 0,865 Reliabel
X>. Budaya kerja 0,804 Reliabel
Z Komitmen organisasi 0,855 Reliabel
Y Kinerja pegawai 0,924 Reliabel

Based on the data presented in table 4 above, it can be seen that the composite reliability value for all research
variables is > 0.7. These results indicate that each variable has met composite reliability so it can be concluded that all
variables have a high level of reliability.

4.5 Evaluation of Inner Model

This research will explain the results of the path coefficient test, goodness of fit test and hypothesis test.
4.5.1 Coefficient of Determination

The variables Work Environment (X1) and Work Culture (X2) describe Organizational Commitment (Z) by
0.619 (61.9%), while the remaining 38.1% is explained by other variables not included in this research. The variables
Work Environment (X1) and Work Culture (X2) describe employee performance (Y) by 0.776 (77.6%), while the
remaining 22.4% is explained by other variables that were not included in this research.

4.5.2 Hypothesis Testing

The research hypothesis test aims to determine whether there is an influence of the independent variable on the
dependent variable by analyzing regression. Regression analysis is used to measure the strength of the relationship
between two or more variables, as well as to show the direction of the relationship between the independent variable
and the dependent variable. The structural model test image in PLS is presented as follows:
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x24
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Figure 1 Hypothesis Test Results

Based on the image above, the results of hypothesis testing using the Smart PLS application are presented in
the table as follows:
Table 4 Research Hypothesis Testing

Original Sample Standard T Statistich P
Sample (O) Mean (M) Deviation (1 Values
O/STDEV

X 1 Work environment -> Z | 505 0.578 0.162 3,595 0,000
Organizational commitment
X 1 Work environment > Y 0.432 0.420 0.135 32210 0.001
Employee performance
X 2 o Work aulture > Z 1 5)s 0.22+ 0.173 2,300 0.031
Organizational commitment
X2 Work culture -> Y Employee 0317 0321 0.134 2,372 0.018
performance
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Z Organizational commitment ->
Y Employee performance
Based on the table above, the results of the hypothesis test are presented as follows:

1) Hypothesis 1 . The work environment (X 1) has a significant effect on organizational commitment (Z)
The results of the first hypothesis test by referring to the original positive sample value (0.583) with a p value
of 0.000 (<0.05), it can be concluded that the work environment (Z) has a significant positive effect on
organizational commitment (Z) at the Bondowoso Regency Trade and Industry Office. . Thus Hypothesis 1 is
accepted .

2) Hypothesis 2 . Work culture (X 2) has a significant effect on organizational commitment (Z)
The results of the second hypothesis test by referring to the original sample value , which is positive (0.225)
with a P value of 0.031 (<0.05), it can be concluded that work culture (X 2 ) has a significant positive effect on
organizational commitment (Z) at the District Cooperation and Trade Office. Bondowoso. Thus Hypothesis 2
is accepted.

3) Hypothesis 3 . The work environment (X 1) has a significant effect on employee performance (Y)
The results of the third hypothesis test refer to the original sample value , which is positive (0.432) with a P
value 0f 0.001 ( <0.05), so it can be concluded that the work environment (X 1) has a significant positive effect.
on the performance of Bondowoso Regency Diskoperindag (Y) employees. Thus Hypothesis 3 is accepted.

4) Hypothesis 4 . Work culture (X 2) has a significant effect on employee performance (Y)
The results of the fourth hypothesis test by referring to the original sample value , namely positive (0.317) with
a P value of 0.018 (<0.05), it can be concluded that work culture (X 2 ) has a significant effect on employee
performance (Y) at the Bondowoso Regency Trade and Industry Office. . Thus Hypothesis 4 is accepted.

5) Hypothesis 5 . Organizational commitment (Z) has a significant effect on employee performance (Y)
The results of the fifth hypothesis test by referring to the original sample value , namely positive (0.188) with
a P value 0of 0.031 ( < 0.05), it can be concluded that organizational commitment (Z) has an effect significant
impact on the performance of Bondowoso Regency Diskoperindag employees. Thus Hypothesis 5 is accepted

0.188 0.195 0.087 2,201 0.001

Indirect Influence Research Hypothesis Testing / Testing Through Interverning Variables
The presentation of the research hypothesis test table (indirect influence) is presented as follows:

Table 5 Research Hypothesis Testing Through Intervening

Original | Sample | Standard | T Statistich ( P Note
Sample Mean Deviation | 1 O/STDEV 1 Values
) m) (STDEV) )
X 1. Work environment -> Z .
Partial

Organizational commitment - 0.110 0.109 0.055 2,006 0.048

>Y Employee performance Mediation

X 2. Work culture -> Z Partial

Organizational commitment - | 0.042 |  0.047 0.045 1,970 0.045 | 414
Mediation

>Y Employee performance

1) Hypothesis 6 . The work environment (Z) has a significant effect on employee performance (Y) through
organizational commitment (Z)
The results of the sixth hypothesis test by referring to the original sample value , namely (0.110) with a P value
of 0.045 ( < 0.05 ), it can be concluded that the work environment (X 1) has a significant effect on the
performance of Bondowoso Regency Trade and Trade Office employees. through organizational commitment
(Z) has a significant effect. Thus Hypothesis 6 is accepted .

2) Hypothesis 7 . Work culture (Y) has a significant effect on employee performance (Y) through organizational
commitment (Z)
The results of the seventh hypothesis test by referring to the original sample value , namely (0.042) with a P
value 0f 0.048 (> 0.05 ), it can be concluded that work culture (X 1) has an influence on the performance of
employees of the Bondowoso District Cooperation and Trade Office through organizational commitment (Z).
significant. Thus Hypothesis 7 is accepted .

4.6 Interpretation

Organizational commitment is a benchmark for developing and improving the performance of Bondowoso
Regency Trade and Trade Office employees in the future. Organizational commitment can mediate the correlation effect
between work environment and work culture variables on employee performance, this can show the relationship
between organizational commitment and employee performance at the Bondowoso Regency Cooperatives, Industry
and Trade Service . This research was conducted to determine the extent of factors such as work environment and work
culture in determining the level of organizational commitment, primarily to improve the performance of employees of
the Bondowoso Regency Cooperatives, Industry and Trade Service .

4.6.1 Influence of the work environment on organizational commitment
The results of this research show that there is a significant positive influence of the work environment on
organizational commitment at the Bondowoso District Cooperation and Trade Office. The work environment referred
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to in this research includes several important indicators. First, adequate facilities and infrastructure, including physical
facilities that support work productivity. Second, good lighting in the workplace, which plays an important role in work
comfort and efficiency. Third, good air circulation, which contributes to employee health and comfort. Fourth,
controlled noise levels, which affect concentration and productivity. Fifth, clean the work environment, including
controlling unpleasant odors. Lastly, there is the security aspect in the workplace, which provides a sense of security
for employees in carrying out their duties.

The indicators that were most agreed upon by male respondents aged between 41-50 were suggestions and
infrastructure. This shows that work support facilities and infrastructure are in accordance with employee needs. Apart
from that, even though it did not fully meet respondents' expectations, at least during the last 2 periods there has been
a lot of improvement in the quality of work facilities and infrastructure at the Bondowoso Regency Trade and Industry
Office. This shows that efforts to improve the quality of the work environment at the Bondowoso District Cooperation
and Trade Office have succeeded in creating conditions that support the growth of organizational commitment among
employees. A work environment that is comfortable, safe and supports productivity has been proven to increase
employees' sense of belonging and loyalty to the organization.

These findings have important implications for the management of the Bondowoso Regency Diskoperindag.
First, these results emphasize the importance of continuous investment in the improvement and maintenance of the
work environment. Second, this shows that strategies for increasing organizational commitment are not only limited to
factors such as compensation or career development, but must also consider physical and non-physical aspects of the
work environment.

To maintain and increase this positive influence, the Bondowoso Regency Office of Trade and Industry needs
to continue to carry out regular evaluations of the quality of the work environment. This can include employee
satisfaction surveys on aspects of the work environment, occupational health and safety audits, and planning regular
facility improvements. By maintaining a focus on improving the quality of the work environment, organizations can
expect further increases in organizational commitment, which in turn can have a positive impact on productivity,
employee retention, and overall organizational performance. The results of this research support previous research by
Hasan, AA, & Putri, ER (2023), Farida, L., Sawitri, D., & Muawanah, U. (2022) stating that the work environment has
a significant effect on organizational commitment
4.6.2 Influence of work culture on organizational commitment

The results of this research show that there is a significant positive influence of work culture on organizational
commitment at the Bondowoso District Cooperation and Trade Office. The work culture referred to in this research
includes several important indicators. First, innovation and risk taking, which shows the extent to which the
organization encourages creativity and courage in making decisions. Second, attention to detail, which reflects the level
of'thoroughness and accuracy in carrying out tasks. Third, consistency, which describes the harmony between the values
adhered to and daily work practices. Lastly, employee involvement, which shows the extent to which the organization
involves employees in decision making and work processes.

The indicators with the highest affirmative responses chosen by male respondents who had a Bachelor's
degree were innovation and risk taking, which are now starting to be given freedom to employees, of course with the
aim of increasing commitment which ultimately improves performance. This effort is also intended to build and
strengthen the work culture at the Bondowoso District Cooperation and Trade Office and has succeeded in increasing
organizational commitment among employees. A work culture that supports innovation, respects thoroughness,
maintains consistency, and involves employees has been proven to increase employees' sense of belonging and loyalty
to the organization.

These findings have important implications for the management of the Bondowoso Regency Diskoperindag.
First, these results emphasize the importance of ongoing efforts in building and strengthening a positive work culture.
Second, this shows that strategies for increasing organizational commitment must consider aspects of work culture as
significant influencing factors.

To maintain and increase this positive influence, the Bondowoso Regency Diskoperindag needs to continue
to evaluate and develop work culture. This can include programs that encourage innovation, training that increases
rigor in work, efforts to maintain consistency between values and practices, and initiatives that increase employee
involvement in the decision-making process. By maintaining a focus on developing a positive work culture,
organizations can expect further increases in organizational commitment, which in turn can have a positive impact on
overall organizational performance, productivity, and employee retention. The results of this research support the
findings of previous research by Cahyaningrum, EI, & Prayekti, P. (2022). Syamsibar, H. (2022). Ayal, A., Tewal, B.,
& Trang, 1. (2019) stated that work culture has a significant effect on organizational commitment

4.6.3 Influence of the work environment on employee performance

The results of this research show that there is a significant positive influence of the work environment on
employee performance at the Bondowoso District Cooperation and Trade Office. The work environment referred to in
this research includes several important indicators, as discussed previously. This includes adequate facilities and
infrastructure, good lighting, good air circulation, controlled noise levels, clean work environment, and safety aspects
in the workplace. All of these aspects are proven to have a direct impact on employee performance.

This significant positive influence shows that efforts to improve the quality of the work environment at the
Bondowoso Regency Trade and Industry Office have succeeded in improving employee performance. A work
environment that is comfortable, safe and supports productivity has been proven to be able to improve various aspects
of employee performance, such as quantity of work, quality of work, job knowledge, discipline, creativeness and
cooperation.
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These findings have important implications for the management of the Bondowoso Regency Diskoperindag.
First, these results emphasize the importance of continuous investment in improving and maintaining the work
environment as a strategy for improving employee performance. Second, this shows that efforts to improve performance
are not only focused on developing individual competencies, but must also consider supporting work environment
factors.

To maximize this positive influence, the Bondowoso Regency Office of Trade and Industry needs to continue
to evaluate and improve the work environment on a regular basis. This may include regular audits of the physical
condition of the workplace, development of policies that support a healthy and productive work environment, and
employee involvement in the process of planning and implementing work environment improvements. By maintaining
a focus on improving the quality of the work environment, organizations can expect continuous improvements in
employee performance, which in turn will contribute to the achievement of overall organizational goals. The results of
this research support the results of previous research conducted by Hasan, AA, & Putri, ER (2023), Farida, L., Sawitri,
D., & Muawanah, U. (2022). Desi, D.E. (2020). Budi, SH, Choerudin, A., & Winarna, W. (2016) stated that the work
environment has a significant effect on employee performance.

4.6.4 Influence of work culture on employee performance

The results of this research show that there is a significant positive influence of work culture on employee
performance at the Bondowoso District Cooperation and Trade Office. The work culture referred to in this research
includes several important indicators, as discussed previously. This includes innovation and risk-taking, attention to
detail, consistency, and employee engagement. All aspects of this work culture have been proven to have a direct impact
on employee performance at the Bondowoso Regency Trade and Industry Office.

This significant positive influence shows that efforts to build and strengthen the work culture at the Bondowoso
District Cooperation and Trade Office have succeeded in improving employee performance. A work culture that
encourages innovation, respects accuracy, maintains consistency, and involves employees has been proven to be able
to improve various aspects of employee performance, including quantity and quality of work, work knowledge,
discipline, creativity, and cooperation.

These findings have important implications for the management of the Bondowoso Regency Diskoperindag.
First, these results emphasize the importance of ongoing efforts in building and strengthening a positive work culture
as a strategy for improving employee performance. Second, this shows that efforts to improve performance must
consider aspects of work culture as factors that have a significant influence.

To maximize this positive influence, the Bondowoso Regency Office of Trade and Industry needs to continue
to evaluate and develop work culture. This can include programs that encourage innovation and creativity, training that
increases rigor in work, efforts to maintain consistency between values and practices, and initiatives that increase
employee involvement in the decision-making process. By maintaining a focus on developing a positive work culture,
organizations can expect continuous improvement in employee performance, which in turn will contribute to achieving
overall organizational goals and increasing the competitiveness of the Bondowoso Regency Diskoperindag. The results
of this research support previous research conducted by Bramidha, Y., & Hidayah, S. (2023), Syamsibar, H. (2022).
Eid, I., Razak, M., & Alam, S. (2021). Budi, SH, Choerudin, A., & Winarna, W. (2016) stated that work culture has a
significant effect on employee performance.

4.6.5 The Effect of Organizational Commitment on Employee Performance

The results of this research show that there is a significant relationship between organizational commitment
and employee performance at the Bondowoso District Cooperation and Trade Office. Organizational commitment in
this research is influenced by several indicators, namely personal factors, job characteristics, structural characteristics,
and work experience. Personal factors refer to individual aspects such as age, gender, education level, and personality
that can influence a person's level of commitment to the organization.

Job characteristics are the second indicator that influences organizational commitment. This includes aspects
such as the variety of tasks, the level of challenge in the job, and the autonomy that employees have in carrying out
their duties. Work that is interesting and provides opportunities for development tends to increase employee
commitment to the organization.

The characteristics of organizational structure also play an important role in forming organizational
commitment. This includes the size of the organization, the level of centralization, and the decision-making process.
An organizational structure that supports employee participation and good communication can increase a sense of
ownership and commitment to the organization.

Work experience is the final indicator that influences organizational commitment. This includes experiences
while working in an organization, including interactions with coworkers, satisfaction with organizational policies, and
feeling valued by the organization. Positive work experiences tend to increase employee commitment to the
organization.

Based on the results of this research, it can be concluded that organizational commitment has an important role
in improving employee performance at the Bondowoso District Cooperation and Trade Office. Therefore, management
needs to pay attention to factors that influence organizational commitment to improve overall employee performance.
Steps such as creating a conducive work environment, providing career development opportunities, and implementing
policies that support employee welfare can be effective strategies for increasing organizational commitment and
ultimately have a positive impact on employee performance. The results of this research support the findings of previous
research by Hasan, AA, & Putri, ER (2023), Bramidha, Y., & Hidayah, S. (2023). Farida, L., Sawitri, D., & Muawanabh,
U. (2022). Idul, I., Razak, M., & Alam, S. (2021) stated that organizational commitment has a significant effect on
employee performance.
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4.6.6 Influence of the work environment on employee performance through organizational commitment

The results of the sixth hypothesis test show that the work environment (X1) has a significant influence on the
performance of Bondowoso Regency Diskoperindag employees through organizational commitment (Z). The work
environment in this research is measured through several important indicators. First, facilities and infrastructure, which
include the availability and quality of facilities that support employee work. Second, lighting or light in the workplace,
which plays an important role in work comfort and efficiency. Third, air circulation, which affects employee health and
comfort while working.

The fourth indicator is the noise level in the work environment, which can affect employee concentration and
productivity. Fifth, unpleasant odors, which if present can interfere with work comfort and focus. Lastly, safety in the
workplace, which includes aspects of the physical and psychological safety of employees.

The results of this research indicate that a good work environment can increase employees' organizational
commitment, which in turn has a positive impact on their performance. A comfortable, safe, and supportive work
environment tends to make employees feel more connected to the organization, increasing their loyalty, and ultimately
driving better performance.

These findings emphasize the importance for the Bondowoso Regency Diskoperindag to pay attention to and
improve the quality of the work environment. Steps such as ensuring adequate infrastructure, adequate lighting, good
air circulation, minimizing noise and unpleasant odors, and ensuring work safety can be a priority in efforts to increase
organizational commitment and employee performance.

Overall, the results of this research provide valuable insight for the management of the Bondowoso Regency
Diskoperindag in designing strategies to improve employee performance. By focusing on improving the work
environment, organizations can indirectly improve employee performance through strengthening organizational
commitment. This shows the importance of a holistic approach in human resource management, where work
environmental factors are not only seen as physical aspects, but also as key elements in building commitment and
improving employee performance. These results support the results of previous research by Hasan, AA, & Putri, ER
(2023), Farida, L., Sawitri, D., & Muawanah, U. (2022). Budi, SH, Choerudin, A., & Winarna, W. (2016) stated that
the work environment influences employee performance through commitment as an intervening variable

4.6.7 The influence of work culture on employee performance through organizational commitment

The results of the seventh hypothesis test show that work culture (X1) has a significant influence on the
performance of Bondowoso Regency Diskoperindag employees through organizational commitment (Z). Work culture
in this research is measured through several important indicators. First, innovation and risk taking, which reflects the
extent to which the organization encourages employees to innovate and dare to take risks in their work. This indicator
shows the level of flexibility and adaptability of the organization to change.

Second, attention to detail, which describes the level of thoroughness and accuracy expected from employees
in carrying out their duties. This indicator is important to ensure high quality of work and minimize errors.

Third, consistency, which refers to the extent to which an organization maintains consistent work standards and
practices. Consistency in work culture can help create a stable and predictable environment, which in turn can increase
employee commitment.

Lastly, involvement, which shows the level of employee participation in decision making and work processes.
High engagement can increase employees' sense of belonging to the organization, potentially increasing their
commitment.

The results of this research indicate that a positive work culture can increase employees' organizational
commitment, which in turn has a positive impact on their performance. A work culture that encourages innovation,
pays attention to detail, is consistent, and involves employees tends to create a work environment that supports and
increases employees' sense of attachment to the organization.

These findings emphasize the importance for the Bondowoso District Cooperation and Trade Office to build
and maintain a positive work culture. Steps such as encouraging creativity and innovation, setting high quality
standards, maintaining consistency in work practices, and involving employees in decision making can be priorities in
efforts to increase organizational commitment and employee performance.

Overall, the results of this research provide valuable insight for the management of the Bondowoso Regency
Diskoperindag in designing strategies to improve employee performance. By focusing on developing a positive work
culture, organizations can indirectly improve employee performance through strengthening organizational
commitment. This shows the importance of a holistic approach in human resource management, where work culture is
not only seen as an aspect of soft skills, but also as a key element in building commitment and improving employee
performance. The results of this research support previous research by Syamsibar, H. (2022). Ayal, A., Tewal, B., &
Trang, 1. (2019). Budi, SH, Choerudin, A., & Winarna, W. (2016) stated that work culture influences employee
performance through commitment as an intervening variable.

5. CONCLUSION

5.1 Conclusion
Based on the results of the analysis and discussion previously described, several conclusions can be drawn from
the overall research results, namely as follows:
1. The work environment has a significant effect on the organizational commitment of the Bondowoso District
Cooperation and Trade Office. This shows that the better the working environment conditions, the higher the
level of organizational commitment of Bondowoso Regency Trade and Trade Office employees.
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2. Work culture has a significant influence on the organizational commitment of the Bondowoso District
Cooperation and Trade Office. This shows that the stronger and more positive the work culture that is
implemented, the higher the level of organizational commitment of Bondowoso Regency Diskoperindag
employees.

3. The work environment has a significant effect on the performance of Bondowoso Regency Diskoperindag
employees. This shows that the better and more conducive the work environment is, the more the performance
of the employees of the Bondowoso Regency Cooperation and Trade Office will increase.

4.  Work culture has a significant effect on the performance of Bondowoso Regency Diskoperindag employees.
This shows that the stronger and more positive the work culture that is implemented, the more the performance
of Bondowoso Regency Diskoperindag employees will improve.

5. Organizational commitment has a significant effect on the performance of the employees of the Bondowoso
Regency Trade and Industry Department. This shows that the higher the level of employee organizational
commitment, the more their performance will increase at the Bondowoso District Cooperation and Trade Office.

6. The work environment has a significant effect on employee performance through organizational commitment
at the Bondowoso District Cooperation and Trade Office. This shows that these findings emphasize the
important role of organizational commitment as a mediator. This means that efforts to improve the environment
must be accompanied by strategies to increase employee commitment to the organization in order to be effective
in improving performance.

7.  Work culture has a significant effect on employee performance through organizational commitment at the
Bondowoso District Cooperation and Trade Office. These findings emphasize the important role of
organizational commitment as a mediator. This means that efforts to improve work culture must be
accompanied by strategies to increase employee commitment to the organization in order to be effective in
improving performance.

5.2 Implications
Based on the research conclusions that have been described, the following are several practical implications
that can be implemented by the management of the Bondowoso District Cooperation and Trade Office:

The first implication relates to the importance of creating a conducive work environment at the Bondowoso
Regency Trade and Industry Department. Management needs to focus on improving the quality of work facilities,
adequate lighting, good air circulation, and minimizing noise. Apart from that, aspects of work safety and comfort must
also be a priority. By doing this, it is hoped that it can significantly increase organizational commitment and employee
performance.

The second implication emphasizes the importance of building and strengthening a positive work culture.
The management of the Bondowoso Regency Trade and Industry Department needs to encourage innovation and
measurable risk taking among employees. Attention to detail in work must be increased, and consistency in the
application of policies and procedures must be maintained. Employee involvement in decision making also needs to be
increased to build a sense of ownership of the organization.

The third implication relates to strategies for increasing organizational commitment. Management needs to
develop programs that can increase employee loyalty and engagement with the organization. This can include career
development programs, training, and fair reward systems. Apart from that, open and transparent communication
between management and employees also needs to be improved to build trust and commitment.

The fourth implication focuses on developing an effective performance management system. The Bondowoso
Regency Diskoperindag needs to design and implement an objective and transparent performance assessment system.
Setting clear and measurable performance targets for each employee is also important. In addition, providing regular,
constructive feedback to employees can help improve their performance on an ongoing basis.

The fifth implication relates to the development of employee training and development programs.
Management needs to design training programs that suit the needs of the organization and employees. The development
of technical skills and soft skills must be the main focus in this program. Apart from that, providing opportunities to
attend seminars, workshops or further studies can also increase employee competence and commitment.

The sixth implication emphasizes the importance of managing work stress and employee welfare. The
Bondowoso Regency Department of Trade and Industry needs to develop a stress management and mental health
program for employees. Providing sports facilities or relaxation rooms in the workplace can help reduce employee
stress levels. In addition, counseling and psychological support programs also need to be provided to help employees
overcome personal or work problems that may affect their performance.

The seventh implication relates to the development of an effective reward and recognition system.
Management needs to design a fair and transparent reward system based on employee performance. Providing financial
and non-financial incentives needs to be considered to increase employee motivation. Apart from that, recognition of
employee achievements through employee of the month programs or annual awards can also increase work morale and
organizational commitment.
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