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This study aims to analyze the influence of human resource quality, work professionalism, and commitment to employee performance at PT. Pelindo Multi Terminal Branch Belawan. The research method used is quantitative. The population in this study amounted to 60 respondents, with a sampling technique using saturated sampling where the entire population was sampled. The data analysis method used multiple linear regression. With the results of the study: (1) Human Resource Quality has a positive and significant effect on Employee Performance, This can be seen from the significant value (0.002) < 0.05 and tcount (3.207) > ttable (2.003). (2) Work Professionalism has a positive and significant effect on Employee Performance, This can be seen from the significant value (0.002) < 0.05 and tcount (3.209) > ttable (2.003). (3) Commitment has a positive and significant effect on Employee Performance, This can be seen from the significant value (0.001) < 0.05 and tcount (3.393) > ttable (2.003). Human Resource Quality, Work Professionalism and Commitment simultaneously have a positive and significant effect on Employee Performance, this can be seen from the Fcount value > Ftable and the significance level (0.000) < (0.05).
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1. INTRODUCTION

In this modern era, Human Resources (HR) is a crucial factor that cannot be separated from the company. HR acts as a key asset in achieving organizational goals, because technological excellence and the availability of funds are not enough without being supported by human factors that have the right behavior, emotions, intelligence, and goals. According to Soelistya et al (2021), human resources is the science and art of regulating the relationship and role of labor so that it is effective and efficient in helping realize company goals.

PT Pelindo Multi Terminal Branch Belawan, as a state-owned company engaged in port management, has the main task of organizing port services efficiently and effectively. This company is required to continuously improve services in order to realize customer satisfaction and build a positive image, which is highly dependent on the performance of its employees.

Employee Performance, according to T. Anning-Dorson et al (2017), is considered a specific work activity where job performance is the stage of realization that occurs as a result of individual work. Lubis et al (2022) reinforce this definition by stating that performance is the result or level of success of a person during a certain period in carrying out tasks, compared to the standard of work results, targets, or criteria that have been agreed upon. Research by Rahman et al (2023) shows that employee performance is strongly influenced by internal factors such as ability, motivation, and commitment, as well as external factors such as work environment and organizational support.

The quality of Human Resources, according to Pratasik et al (2023), is not only determined by aspects of skill or physical strength, but also by education, knowledge, and values. Widodo (2015) added that the quality of human resources can be said to be good when they are able to carry out the authority and responsibility given through adequate education, training, and experience. Research by Astuti et al (2022) found that improving the quality of human resources through competency development programs can improve employee performance by 35%.

Work Professionalism, as explained by Chrisdianto et al (2019), is a form of seriousness in carrying out tasks to produce quality work with the use of appropriate time and according to procedures. Asgaruddin (2023) defines it as a person's ability and skills in doing work according to their respective fields and levels. A study conducted by Wijaya et al (2024) revealed that work professionalism has a significant influence on employee performance with a contribution of 42%.

Commitment in the organization, according to Badriaonto (2023), is a condition in which employees side with the organization and its goals, and intend to maintain their membership. Luthan et al (2019) strengthen this definition by emphasizing that organizational commitment reflects a person's agreement with the organization and his intention to maintain his membership. Research by Pirantika et al (2023) shows that organizational commitment has a positive influence on employee performance with a significance level of 48%.

Based on a pre-survey conducted on 10 permanent employees of PT Pelindo Multi Terminal Branch Belawan, interesting results were found. In terms of employee performance, 90% of respondents complete tasks according to company standards, but only 50% actively provide new ideas to improve team performance. For the quality of human resources, 80% of employees understand the technology used in the work, and 90% have no difficulty in understanding the tasks according to their field of work.

In terms of professionalism, the results show that 100% of employees are ready to be accountable for their work to their superiors or the team, and no one has handed over work responsibilities to others. Regarding commitment, all employees (100%) feel proud to be part of the company and do not consider changing jobs because they feel tied to the company.

Research gaps from previous studies show consistent results. Research by Dinda Pirantika et al (2023) found that HR quality and work professionalism have a positive effect on employee performance with a significance level of 45% and 38% respectively. Wida Gerhana et al (2019) in their research revealed that organizational commitment has a significant effect of 52% on employee performance. Meanwhile, Yuan Badrianto et al (2023) found that the combination of HR quality, work professionalism, and commitment can explain 67% of variations in employee performance. Recent research by Zulfahmi et al (2024) strengthens previous findings by showing that the three variables simultaneously have a positive and significant effect on employee performance.
Based on this background, this study raises the title “The Effect of Human Resources Quality, Work Professionalism, and Commitment on Employee Performance at PT Pelindo Multi Terminal Branch Belawan”.
2. THEORETICAL REVIEW
2.1  Definition of Employee Performance



Employee performance is the result of a combination of ability, motivation, and the work environment and technology they use to work. Performance is the real behavior that everyone displays as a work achievement produced by employees in accordance with their role in the company (Martin et al, 2024). According to Suprayitno, (2024) performance is the result achieved by individuals in completing the tasks assigned to them, which is determined by skills, experience, seriousness, and time. 

According to Wulandari et al, (2025) revealed that performance is the result of work in quality and quantity achieved by an employee in carrying out his duties in accordance with the responsibilities given to him. So performance is important for companies to achieve a common goal both in managing quality human resources who can provide support to advance the company by winning fierce business competition. With good employee performance, the company is able to compete with other companies so that it can be recognized that the company has quality performance
2.2 Definition of Human Resource Quality



Zulfahmi et al., (2024) explain that the quality of human resources is a combination of physical abilities (health) and non-physical abilities (ability to work, think, mentally, and other skills) possessed by an individual so that they are able to work, create, and have potential in the organization. However, the quality of human resources is not only determined by their physical ability or strength, but also by their education, level of knowledge, maturity, and attitude. As a result, the amount of knowledge in carrying out work, the attitude in carrying out work, and the skills in carrying out work can all be used to determine the quality of human resources.

The quality of human resources (HR) is not only measured in terms of knowledge and skills possessed by each individual, but also includes attitudes, behaviors, and values that are owned and of course must be in line with the company's vision and mission so that the work carried out can run optimally in the process (Taryana, 2025).
2.3 Definition of Work Professionalism



According to Candra et al., (2023) Work professionalism is a professional work attitude which is nothing but employee behavior that refers to reliability and expertise in carrying out tasks so that these tasks are carried out with high quality, on time, carefully, and with results that are easy to understand. Meanwhile, according to Pirantika et al. (2023) Work professionalism is the placement of oneself as a person who understands and understands job duties and responsibilities, builds relationships and working relationships with other teams, and is always focused and consistent with organizational targets and goals.
2.4 Definition of Commitment



According to Andika et al., (2020) Organizational commitment is an important work attitude because committed people are expected to show a willingness to work harder to achieve organizational goals and have a greater desire to continue working in a company. Employees with high organizational commitment are more stable and productive employees which ultimately also benefits the organization (Paramita et al., 2020).

Sari, (2023) commitment is a feeling of identification, loyalty and involvement shown by workers towards an organization or organizational unit. Work commitment is something related to the meaning of organizational members towards their work and how individuals carry out their duties within an organization. Individual commitment to work will be useful for achieving work results and the quality of individual work in the organization. Without work commitment, every individual in the organization will run according to their own wishes without caring about the organization that oversees them.
3.RESEARCH METHODS
This study aims to analyze the effect of human resource quality, work professionalism, and commitment on employee performance at PT Pelindo Multi Terminal Branch Belawan. The research method used is quantitative. The population in this study amounted to 50 respondents, with sampling techniques using saturated sampling where the entire population was sampled. Methods in collecting data using questionnaires and literature studies. The data analysis method uses descriptive methods and multiple linear regression analysis with a significant level of 0.05.
4. RESULTS DAN DISCUSSION
4.1 RESULTS


The results of multiple linear regression tests in this study, including:
(Y) = 6.944 + 0.316 (X1) + 0.218 (X2) + 0.477 (X3) + e

The equation can be described as follows: 

1.
It is known that the constant value is 6,944, this value can be interpreted if the Quality of Human Resources (X1), Work Professionalism (X2) and Commitment (X3) have no effect on the dependent variable (Employee Performance), then the value of the dependent variable Employee Performance is 6,944.

2.
It is known that the regression coefficient value of Human Resource Quality (X1) is 0.316 This value means that when employee performance increases by 1 unit, employee performance increases by 0.316.

3.
It is known that the regression coefficient value of Work Professionalism (X2) is 0.218 This value means that when employee performance increases by 1 unit, employee performance increases by 0.218.

4.
It is known that the regression coefficient value of Commitment (X3) is 0.440 This value means that when employee performance increases by 1 unit, employee performance increases by 0.477.
1. Uji Signifikansi Parsial (Uji-t)
The t-test is conducted to partially test whether Country of Origin (x1), and Brand The t-test is conducted to partially test whether the quality of human resources, work professionalism and commitment partially or respectively affect employee performance to test this hypothesis is done by comparing tcount with ttable with the following conditions:

H0 is accepted, if tcount ≤ ttable or sig t ≥ α (0.05) 

H1 is accepted, if tcount> ttable or sig t < α (0.05) 

It is known, to find the t table as follows:

Probability (α) = 5% or (0.05)

df = n-k-1

df = 50-3-1

df = 46

ttable = α = 0.05 and df = 46

So, we get ttabel = 2.013

1. Human resource quality variables have a significant effect on employee performance. This can be seen from the significant value (0.002) < from 0.05 and t-count (4.025) > compared to t-table (2.013). 

2. Work professionalism variable has a significant effect on employee performance. This can be seen from the significant value (0.002) < 0.05 and t-count (2.048) > compared to t-table (2.013).

3. Commitment variables have a significant effect on employee performance. This can be seen from the significant value (0.001) <0.05 and t-count (3.661) > compared to t-table (2.013).
2. Simultaneous Significance Test (F Test)
This test is conducted to see together or simultaneously the effect of the independent variables of human resource quality, work professionalism and commitment on the dependent variable of employee performance.

It is known, to find the F table as follows:

Probability = (α) = 5% or 0.05

df 1 = 3

df 2 = 50-3-1 = 46 

F table = α = 0.05, df 1 = 3 and df 2 = 46 

So, we get F table = 2.810

states that the F-count value is 95,700 with a significance level of 0.000. While the F-table at the 95% confidence level (α = 0.05) is 2.810. Therefore, in both calculations, namely F-count> F-table and the significance level (0.000) <0.05, it shows that the effect of human resource quality variables, work professionalism and commitment simultaneously is significant on employee performance.
3. Testing the Coefficient of Determination (R2)
Based on Table 4.17, it can be seen that the Adjusted R Square value is 0.824 (82.4%) employee performance can be explained by the quality of human resources (X1), work professionalism (X2) and commitment (X3). While the remaining 17.6% can be explained by other factors not examined in this study.
4.2 DISCUSSION
4.2.1  Effect of Human Resource Quality on Employee Performance

Based on the t test, human resource quality variables have a positive and significant effect on employee performance. This can be seen from the significant value (0.002) < from 0.05 and t-count (4.025) > compared to t-table (2.013). means Ho is rejected and H1 is accepted, meaning that if the human resource quality variable is increased by one unit, employee performance will increase by 0.316.

The quality of human resources is considered very important in its role in achieving employee performance which aims to regulate the management of the quality of human resources in order to provide maximum results, have high loyalty, and be able to carry out tasks as expected. Based on the results that have been carried out by researchers, most employees give positive responses and agree, but there are also some employees who disagree. The reason for disagreeing is because it is related to the problem of the quality of human resources that are not good enough and optimal. 

Employees who disagree on the quality of human resources still need to be improved again. Because they feel that they still need training and education and the current skill development still does not meet the expected standards. This shows that there is a gap between employee expectations and the condition of human resource development in the company. This needs attention by the company and thinking about how to overcome it by evaluating the existing training program.

This research is in line with Winedar et al, (2019) and Ronaldo et al, (2025), which state that the quality of human resources has a positive and significant effect on employee performance. In the research of Winedar et al, (2019) at the Sharia People's Financing Bank (BPRS) Bhakti Sumekar Sumenep, the number of samples was 60 respondents with the random sampling method. In the research of Ronaldo et al, (2025) at PT. Bangun Nusa Mandiri in Ketapang Regency, the sample size was 100 respondents, the data obtained using the Structural Equation Modeling (SEM) analysis technique with SmartPLS Version 3.0 software. While in this study at PT Pelindo Multi Terminal Branch Belawan, the sampling method used saturated sampling, namely the entire population of 50 permanent employees, the data obtained using SPSS version 23.
4.2.2 The Effect of Work Professionalism on Employee Performance

Based on the t test, the human resource quality variable has a positive and significant effect on employee performance. This can be seen from the significant value (0.002) <0.05 and t-count (2.048)> compared to t-table (2.013). means Ho is rejected and H1 is accepted, meaning that if the human resource quality variable is increased by one unit, employee performance will increase by 0.218.

It is very important for every employee to have professionalism at work to achieve performance, because professionalism contains expertise in optimizing knowledge, skills, time, energy, priorities, and an achievement strategy in a job. Based on the results that have been carried out by researchers, most employees give positive responses and agree, but there are also some employees who disagree. The reason for disagreeing is because it relates to the issue of work professionalism.

Employees who disagree in work professionalism still need to improve themselves for the better, so that they can set priorities to always complete tasks with maximum results so that good performance is achieved with the standards set by the company.

This research is in line with Zahran et al, (2023) and Katoda (2024) which state that work professionalism has a positive and significant effect on employee performance. In the research of Zahran et al, (2023) at Diskominfostandi Bekasi City, the sample size was 97 respondents. In Katoda's research (2024) in the Kertosono RSUD area, the sample size was determined using the slovin formula so that 140 samples were obtained from a population of 195 respondents, the data obtained using the smartPLS 3.3 analysis technique. While in this study at PT Pelindo Multi Terminal Branch Belawan, the sampling method used saturated sampling, namely the entire population of 50 permanent employees, the data obtained using SPSS version 23.
4.2.3 Effect of Commitment on Employee Performance

Based on the t test, the human resource quality variable has a positive and significant effect on employee performance. This can be seen from the significant value (0.001) <0.05 and t-count (3.661)> compared to t-table (2.013). means Ho is rejected and H1 is accepted, meaning that if the human resource quality variable is increased by one unit, employee performance will increase by 0.477.

Commitment is a psychological bond that characterizes the employee's relationship with the company, meaning that employees have a willingness to work hard and work actively for the company in accordance with the procedures set by the company, as well as employee loyalty to the company. Based on the results that have been carried out by researchers, most employees give positive responses and agree, but there are also some employees who disagree. The reason for disagreeing is related to the issue of commitment to the company.

Employees who disagree in committing still need to improve themselves for the better so that they can contribute in the long run to the company. This needs attention from the company with the facilities that are fulfilled and the psychological conditions of employees.

This research is in line with Pogo et al, (2021) and Sutarni (2024) which state that commitment has a positive and significant effect on employee performance. In the research of Pogo et al, (2021) at the Office of the Regional Public Service Agency for Drinking Water Supply Systems (BLUD - SPAM) Nagekeo, the population was 52 respondents. In Sutarni's research (2024) at the Padang Siberut National Park Office, a sample of 40 respondents, the data obtained using SPSS version 16. Meanwhile, in this study at PT Pelindo Multi Terminal Branch Belawan, the sampling method used saturated sampling, namely the entire population of 50 permanent employees, the data obtained using SPSS version 23.
4.2.4 The Influence of Human Resource Quality, Work Professionalism and Commitment on Employee Performance

Based on the F test, it reveals that the F-count value is 77.214 with a significance level of 0.000. While the F-table at a 95% confidence level (α = 0.05) is 2.810. Therefore, in both calculations, namely 𝐹ℎ𝑖𝑡𝑢𝑛𝑔 > 𝐹𝑡𝑎𝑏𝑒𝑙 and a significance level (0.000) <0.05, it shows that the influence of the independent variables of human resource quality (X1), work professionalism (X2) and commitment (X3) simultaneously is significant on employee performance (Y). This study is in line with Aisyah (2017) and Gerhana (2019) who stated that human resource quality, work professionalism and commitment have a positive and significant effect on employee performance.

It can be said that efforts to improve employee performance can be done by focusing on improving the quality of human resources referring to the ability, skills, and competencies of individuals in carrying out better job duties and responsibilities. This can be seen from research data where the skill aspect affects employee performance. In addition, improving work professionalism refers to responsibility, ethics and competence. This can be seen from research data where the responsibility aspect affects employee performance. Meanwhile, strengthening employee commitment in the company to continue to contribute in the long term is seen from research data where this aspect affects employee performance.

To influence how much influence Human Resource Quality, Work Professionalism and Commitment have on Employee Performance, it can be seen from the regression coefficient shown in table 4.12 in the Unstandardized Coefficients (B) section. It can be seen that Human Resource Quality (X1) is 0.316, Work Professionalism is 0.218 and Commitment is 0.477. So the three independent variables have a positive and significant influence on the dependent variable. Based on the value of the influence of Human Resource Quality, Work Professionalism and Commitment, it can be concluded that Commitment is more dominant than Human Resource Quality and Work Professionalism. This can be seen from the larger regression coefficient of 0.477 compared to Human Resource Quality of 0.316 and Work Professionalism of 0.218. This study is in line with Aisyah et al, (2017), Gerhana et al, (2019) and Badrinto et al, (2023) which state that human resource quality, work professionalism and commitment have a positive and significant effect on employee performance. In the study of Aisyah et al, (2017) at PDAM Jember Regency, the population was 150 permanent employees and 75 respondents were taken using the simple random sampling method. In the study of Gerhana et al, (2019) at the Hulu Sungai Selatan Education Office, the sample size was 27 respondents. In the study of Badrinto et al, (2023) at PT. KEU, Population of 128 employees and taken 97 people with the sampling method used is simple slovin. While in this study at PT. Pelindo Multi Terminal Branch Belawan, the sampling method uses saturated sampling, namely the entire population of 50 permanent employees, the data obtained using SPSS version 23.
5. CONCLUSION

5.1. CONCLUSION
Research results of the Influence of Human Resource Quality, Work Professionalism and Commitment on Employee Performance at PT. Pelindo Multi Terminal Branch Belawan (1) Human Resource Quality has a positive and significant effect on Employee Performance at PT. Pelindo Multi Terminal Branch Belawan. This proves that there is a quality of human resources that are productive and can communicate well between employees (2) Work Professionalism has a positive and significant effect on Employee Performance at PT. Pelindo Multi Terminal Branch Belawan. This proves that there is a principle of effectiveness and efficiency in work. (3) Commitment has a positive and significant effect on Employee Performance at PT. Pelindo Multi Terminal Branch Belawan. This proves that in work there will be something that influences improving employee performance
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