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ABSTRACT 

The purpose of this study was to determine directly or indirectly the effect of employee 

competence and work culture on employee performance through work motivation as an 

intervening variable at the Bondowoso District Office. The number of samples in this study were 

132 respondents. The analysis technique used is the Structural Equation Model (SEM) using 

WarpPLS 5.0. The results of data analysis show that the employee competence variable has a 

significant effect on work motivation, work culture has a significant effect on work motivation, 

employee competence has a significant effect on employee performance, work culture has a 

significant effect on employee performance, work motivation has a significant effect on 

employee performance, 

Keywords: Employee Competence, Work Culture, Work Motivation and Employee 

Performance. 

INTRODUCTION 

The success of an organization / government agency in achieving optimal targets is much 

influenced by the ability of reliable human resources and the ability to manage resources well. 

Human resource management can be defined as a management and utilization of existing 

resources in individuals (employees). According to Mangkunegara (2013) human resource 

management is a planning, organizing, coordinating, implementing, and supervising the 

procurement, development, provision of remuneration, integration, and separation of workers in 

order to achieve organizational goals. 

Vol. 5, No. 2, July 2022, page 545-559 

ISSN 2614-1981 (Print) 

ISSN 2615-0352 (Online) 

mailto:dwi.ratu82@gmail.com


 

MBA - Journal of Management and Business Application Page 546 

Furthermore, Siagian (2013) argues that human resource management is an ongoing 

procedure that aims to supply an organization or company with the right people to be placed in 

the right positions and positions when the organization needs them. The opinion of Hasibuan 

(2011), states that human resource management is the science and art of regulating the 

relationship and the role of the workforce to be effective and efficient in helping the realization 

of the goals of the company, employees, and society. 

The role of competent workforce or employees is a driving factor for achieving the goals of 

an institution/organization. Good human resources can also improve the quality of work, this is 

indicated by the capabilities possessed. The definition and meaning of competence according to 

Moeheriono, (2012) are the characteristics that underlie a person related to the effectiveness of 

individual performance in his work or the basic characteristics of individuals who have a causal 

relationship or as a cause-effect with criteria that are used as a reference for effective or excellent 

or superior performance at work or in certain situations. Rosidah, (2013) explains that 

competence is a basic characteristic of a person that allows employees to issue superior 

performance in their work. Mulyadi (2013) said that competence indicates the achievement and 

maintenance of a level of understanding and knowledge that allows a member to provide services 

with ease and ingenuity. Sutrisno (2012) that: “competency refers to an individual's knowledge, 

skill, ability or personality characteristics that directly influence job performance”. That is, 

competence contains aspects of knowledge, skills, (expertise) and abilities or personality 

characteristics that affect performance. According to Rosidah, (2013) competency levels are as 

follows: Skill, Knowledge, Self-concept, Self Image, Trait and Motive. That is, competence 

contains aspects of knowledge, skills, (expertise) and abilities or personality characteristics that 

affect performance. According to Rosidah, (2013) competency levels are as follows: Skill, 

Knowledge, Self-concept, Self Image, Trait and Motive. That is, competence contains aspects of 

knowledge, skills, (expertise) and abilities or personality characteristics that affect performance. 

According to Rosidah, (2013) competency levels are as follows: Skill, Knowledge, Self-concept, 

Self Image, Trait and Motive. 

Draft competence has a narrow meaning, namely the work area that supports an employee 

to be competent. The work area is composed of many factors including the work environment, 

workload and work culture.According to Rivai (2013), culture has a role in setting boundaries, 

meaning that culture creates clear differences between one organization and another; Culture 

provides an identity for the organization; culture facilitates the emergence of commitments that 

are broader than individual interests; the culture reminds the stability of the social system; and 

Culture as a meaning-making and control mechanism that guides and shapes employee attitudes 

and behavior. Attitudes and behavior of employees that arise in the work culture, can be in the 

form of positive or negative behavior. Positive behavior includes enthusiasm for work, good 

motivation and commitment to the institution and its responsibilities. 

According to Hasibuan (2015), motivation comes from the Latin word movere which 

means encouragement or the provision of a driving force that creates one's work enthusiasm so 

that someone wants to work together, work effectively, and be integrated with all his efforts to 

achieve satisfaction. Furthermore, Hasibuan (2015) asserts that work motivation is a condition or 

energy that moves employees who are directed or focused on achieving the company's 

organizational goals. The mental attitude of employees who are pro and positive towards the 

work situation is what strengthens their work motivation to achieve maximum performance. 

Performance iis idefined ias ithe iwillingness iof ia iperson ior igroup iof ipeople ito icarry iout ian 

iactivity, iand iperfect iit iaccording ito itheir iresponsibilities iwith ithe iexpected iresults i(Rivai, i2013). iIn 
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iline iwith iRivai's iopinion, iWibowo i(2014) istates ithat iperformance ican ibe iviewed ias iboth ia iprocess 

iand ia iresult iof iwork. iPerformance iis ia iprocess iof ihow iwork itakes iplace ito iachieve iwork iresults. 

iHowever, ithe iresults iof ithe iwork iitself ialso ishow iperformance. 

One iof ithe ifactors ithat ican iimprove iemployee iperformance iis ithe iwork imotivation ivariable. 

iHasibuan i(2015) iargues ithat iwork imotivation iis ia icondition ior ienergy ithat imoves iemployees ito ibe 

idirected ior iaimed iat iachieving ithe icompany's iorganizational igoals. iThis iopinion iis isupported iby 

iresearch iresults iSujiati i(2017) iwhich istates ithat imotivation ihas ia isignificant iinfluence iboth idirectly 

iand iindirectly ithrough icompetence ion ithe iperformance iof ithe iemployees iof ithe iSatellite 

iTechnology iCenter i- iNational iAeronautics iand iSpace iInstitute. iSeveral iresearch iresults ithat 

isupport iHasibuan's iopinion istate ithat ithere iis ia isignificant iinfluence ibetween imotivation ion 

iperformance i(Murgianto, iet ial i2016; iIsmawati i2016; iKadarisman i2011; iRohyani i2015; iSupriyanto 

i2012; iDwiyanti, iet ial i2019). 

Research iresult iFebiningtyas iand iEkaningtias i(2014) iconcludes ithat ithere iis ia iconflict iwith 

iexpert iopinion iand iother iresearch i(gap), iwhere ithe iresults iof ithe istudy ishow ithatmotivation ivariable 

ihas ino ieffectwhich iis isignificant ito ithe iperformance iof iemployees iin ithe ifinancial idepartment iat ithe 

iRegional iWork iUnit iof iTulungagung iRegency. iIn iaddition, iseveral iresults ialso iconclude ithe isame 

ithing, inamely iwork imotivation ihas ino isignificant ieffect ion iperformance. i(Ismawati i2016; iAzizah, 

iet ial i2019; iChanggriawan i2017; iPurwanto, iet ial. i2019; iAdha, iet ial i2019). 

The iconflicting iresearch iresults iare inot ionly ion ithe irelationship iof imotivational ivariables ito 

iperformance. iAs ithe iresults iof iresearch iAnggraini, iet ial. i(2020) istates ithat iwork iculture ihas ino 

isignificant ieffect ion iwork imotivation iand iperformance. iBudi iet ial i(2016) ialso iconcluded ithe isame 

ithing, inamely iwork iculture ihas ino isignificant ieffect ion iwork imotivation iand iperformance. iThese 

iresults icontradict ithe iresults iof iresearch iwhich istates ithat iwork iculture ihas ia isignificant ieffect ion 

imotivation iand iperformance i(Rohyani i2015; iSupriyanto i2012; iIis, iand iThoyib i2021). 

Departing ifrom ithe idifferences iin ithe iresults iof ithese istudies, ithe iresearchers itried ito iraise 

iissues irelated ito imeasuring iemployee iperformance iat ithe isub-district ioffice iwhole iBondowoso 

iRegencywhich ithere iare i23 idistricts. iThe iorganizational istructure iand iworking iprocedures iof ithe 

isub-district ihave ichanged iin ithis iregardgreatly iaffects iand ihas ipsychological iimplications ifor 

ipersonnel, iso ithat ithe iperformance/administrative iarrangement iand icomprehensive igovernment 

imanagement iat ithe isub-district iand ivillage ilevels iwill ialso ibe iaffected. iHierarchically, ithe isub-

district iis isubordinate ito ithe iregent ias ia iregional iapparatus, iso ithe isub-district iis ino ilonger ian 

iadministrative iarea i(as ithe ihead iof ithe ioffice) iand ithe isub-district iis ino ilonger ithe ihead iof ithe iregion, 

iso ithat ihis iduties iand iauthorities iare ithe idelegation iof iauthority ifrom ithe iregent. 

Based ion ithe imain itasks iand ifunctions idistrict ioffice, ithen ithe iidentification, iprocedures iand 

iservice iprocesses icarried iout iby isub-district ioffices ithroughout iBondowoso iRegency ican ibe iseen 

ias ishown iin ithe ifollowing itable: 

Table 1. iIdentification iof iEmployee iPerformance iAnalysis 

No 
Employee iPerformance iAppraisal 

Sub-District iof iBondowoso 
Target i 

Realization 

2018 2019 2020 

1 
SKP iValue i(Employee iPerformance 

iTarget) i 
100% 75.56% 73.97% 71.33% 

2 Service iOrientation 100% 82.66% 83.51% 86.22% 

3 Integrity 100% 78.36% 75.39% 77.66% 

4 Commitment 100% 76.66% 75.89% 76.05% 
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No 
Employee iPerformance iAppraisal 

Sub-District iof iBondowoso 
Target i 

Realization 

2018 2019 2020 

5 Discipline 100% 75.12% 77.98% 82.98% 

6 Cooperation 100% 74.08% 78.55% 76.23% 

7 Leadership 100% 41.64% 43.22% 45.24% 

Source: iDistrict iEmployment iData iBondowoso i(2019).  

 

In itable i1 iit iis iexplained ithat ithe iperformance iappraisal iof isub-district iemployees ithroughout 

iBondowoso iRegency ishows ia idecline iin ithe ivalue iof iSKP iin i2019 iand i2020. iThis ishows ithat ithe 

iachievement iof iperformance itargets ifor isub-district iemployees iin iBondowoso iRegency ihas 

idecreased. iThe idecline iin iemployee iperformance iwas icaused iby ithe ifailure ito iachieve ithe 

irealization iof ithe iperformance itargets iof ieach iemployee iduring ithe iCOVID-19 ipandemic. iThis 

ishows ithat iin icarrying iout ithe imain itasks iand ifunctions,organized iby ithe isub-district ioffice iin ithis 

icase ithe isub-district iemployee iis istill inot ioptimal. iBased ion ithe iphenomena iobtained, ithe 

iresearchers itried ito iprovide isolutions iin iimproving iemployee iperformance iby ifactors ithat iwere 

iassumed ito ibe iimportant iin iimproving iperformance, iwhile ithese ifactors iwere iemployee 

icompetence, iwork iculture iand iwork imotivation. 

RESEARCH iMETHODS 

Research idesign 

The iresearch imethod iis ibasically ia iscientific iway ito iget ivalid idata iwith ithe iaim iof ibeing iable 

ito ifind, iprove iand idevelop iknowledge iso ithat iin iturn iit ican ibe iused ito iunderstand, isolve iand iidentify 

iproblems i(Sugiyono, i2013). iThis iresearch iuses idescriptive iand iquantitative iresearch imethods. 

iAccording ito iSugiyono i(2013) idescriptive imethod iis ia imethod ifor ianalyzing idata iby idescribing ior 

idescribing ithe idata ithat ihas ibeen icollected ias iit iis iwithout iintending ito imake iconclusions ithat iapply 

ito ithe ipublic ior igeneralizations. iAccording ito iSugiyono i(2013) iquantitative imethod iis ione itype iof 

iresearch iwhose ispecifications iare isystematic, iwell-planned iand iclearly istructured ifrom ithe 

ibeginning ito ithe imaking iof iresearch idesigns. 

Population iand iSample 

This istudy iselected iemployees iof ithe iSe iDistrict iOffice, iBondowoso iRegency, itotaling i23 

isub-districts iwith istructural istaffing istatus iof i661 iemployees. iTherefore, isampling iwas icarried iout 

ifor ithis istudy. iSampling ifor iresearch iaccording ito iArikunto i(2011), iif ithe isubject iis iless ithan i100 

ipeople ishould ibe itaken ialtogether, iif ithe isubject iis ilarge ior imore ithan i100 ipeople ican ibe itaken i10-

15% ior i20-25% ior imore. iSo ithe iresearchers iused i20% imultiplied iby ithe inumber iof ipopulations, 

inamely i661, ithey igot ia isample iof i132. i 

The isampling itechnique iused iin ithis istudy iis inon-probability isampling, inamely ithe ipurposive 

isampling imethod. iPurposive isampling iis ia isampling itechnique ibased ion icertain iconsiderations, 

iwhere isamples iare iobtained ifrom ia icertain itarget igroup iwho iare iable ito iprovide ithe idesired 

iinformation ibecause ithey ido ihave ithe iinformation iand ithey imeet ithe icriteria idetermined iby ithe 

iresearcher i(Sugiono, i2012). iThe iconsiderations iused iin iselecting irespondents iare ibased ion ithe 

ifollowing iprovisions: 

a) Respondents iwho ihave iat ileast iechelon iIV ia i& iIV ib. 

b) Have ia itenure iof i> i5 iyears 

c) Term iof iservice iin ithe iDistrict i> i3 iYears 
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RESULT  iANALYSIS i 

a. iOuter iModel iEvaluation 

1 iValidity iTest 

The ivalidation itest icriteria iare iusing ithe iloadings ifactor i(cross-loadings ifactor) icriteria iwith ia 

ivalue iof imore ithan i0.70 iand iaverage ivariance iextracted i(AVE) iwith ia ivalue iexceeding i0.50. iThe 

iresults iof iWarpPLS i5.0 iare ias ifollows: 

Table i2 iCombined iloadings iand icross-loadings 

 X1 X2 Z Y Type i(a SE P ivalue 

X1.1 0.714 0.516 -0.403 -0.606 Reflect 0.079 <0.001 

X1.2 0.706 0.435 -0.048 -0.523 Reflect 0.077 <0.001 

X1.3 0.678 -0.660 -0.048 0.631 Reflect 0.074 <0.001 

X1.4 0.778 -0.125 -0.132 0.257 Reflect 0.072 <0.001 

X1.5 0.705 0.462 0.258 0.080 Reflect 0.081 <0.001 

X1.6 0.731 -0.036 0.342 -0.185 Reflect 0.073 <0.001 

X2.1 -0.035 0.784 0.054 0.356 Reflect 0.076 <0.001 

X2.2 -0.375 0.732 -0.132 0.241 Reflect 0.073 <0.001 

X2.3 0.348 0.740 0.022 -0.537 Reflect 0.073 <0.001 

X2.4 0.155 0.740 0.203 0.056 Reflect 0.082 0.002 

Z1 -0.251 0.269 0.761 -0.165 Reflect 0.076 <0.001 

Z2 -0.083 -0.498 0.760 0.828 Reflect 0.080 <0.001 

Z3 0.061 -0.191 0.711 0.086 Reflect 0.074 <0.001 

Z4 0.225 0.091 0.722 -0.185 Reflect 0.073 <0.001 

Z5 -0.047 0.135 0.731 -0.182 Reflect 0.073 <0.001 

Y1 -0.042 0.049 -0.048 0.704 Reflect 0.076 <0.001 

Y2 0.012 0.139 0.530 0.783 Reflect 0.081 <0.001 

Y3 -0.001 -0.739 0.135 0.715 Reflect 0.075 <0.001 

Y4 -0.046 -0.039 -0.147 0.791 Reflect 0.072 <0.001 

Y5 0.115 0.825 -0.176 0.704 Reflect 0.077 <0.001 

Source i: idata iby iresearcher i(2021) 

 

The iresults iof ithe iWarpPLS i5.0 icalculation iin itable i2 ishow ithat ieach ivalue iin ithe icross-

loading ifactor ihas ireached ia ivalue iabove i0.7 iwith ia ip ivalue ibelow i0.001. iThus ithe iconvergent 

ivalidity itest icriteria ihave ibeen imet. 

Reliability iTest 

The iresults iof iWarpPLS i5.0 idata iprocessing iare ias ifollows: 

Table i3. iReliability iTest 

 Composite ireliability icoefficients 

---------------------------------- 

X1 X2 Z Y 

0.749 0.777 0.761 0.701 

Cronbach's ialpha icoefficients 

--------------------------- 

X1 X2 Z Y 

0.705 0.797 0.709 0.785 

Source i: idata iby iresearcher i(2021) 
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The ibasis iused iin ithe ireliability itest iis ithe ivalue iof iComposite ireliability icoefficients iand 

iCronbach's ialpha icoefficients iabove i0.7. iThe iresults iin itable i3 ishow ithat ithe iquestionnaire 

iinstrument iin ithis istudy ihas imet ithe irequirements iof ithe ireliability itest. 

b. iInner iModel iEvaluation 

Direct iEffect iPath iCoefficient iCalculation 

This isection idescribes ieach ipath iin ithe imodel isection iusing ipath ianalysis. iEach ipath itested 

ishows ithe idirect iand iindirect ieffect iof iemployee icompetence i(X1) iand iwork iculture i(X2) ion iwork 

imotivation i(Z) iand iemployee iperformance i(Y) iin ithe iDistrict iof iBondowoso. iThe ipath icoefficient 

ivalues ican ibe iseen iin ithe ifollowing itable: 

a) The iresults iof itesting ithe iinfluence iof ithe iEmployee iCompetence ivariable i(X1) ion iWork 

iMotivation i(Z) iobtained ia iPath icoefficient ivalue iof i0.441 iwith ian i-value iof i0.001. 

iBecause ithe i-value iis ismaller ithan i(0.001 i< i0.05), ithen iH0 iis irejected, ithus ithere iis ia 

isignificant ieffect iof iEmployee iCompetence i(X1) ion iWork iMotivation i(Z). 

b) The iresults iof itesting ithe iinfluence iof ithe iWork iCulture ivariable i(X2) ion iWork 

iMotivation i(Z) iobtained ia iPath icoefficient ivalue iof i0.305 iwith ian i-value iof i0.001. 

iBecause ithe ivalue iof i-value iis ismaller ithan i(0.001 i< i0.05), ithen iH0 iis irejected, ithus ithere 

iis ia isignificant ieffect iof iWork iCulture i(X2) ion iWork iMotivation i(Z). 

c) The iresults iof itesting ithe iinfluence iof ithe iEmployee iCompetency ivariable i(X1) ion 

iemployee iperformance i(Y) iobtained ia iPath icoefficient ivalue iof i0.343 iwith ian i-value iof 

i0.001. iBecause ithe ivalue iof i-value iis ismaller ithan i(0.001 i< i0.05), ithen iH0 iis irejected, 

ithus ithere iis ia isignificant ieffect iof iEmployee iCompetence i(X1) ion iemployee 

iperformance i(Y). 

d) The iresults iof itesting ithe iinfluence iof ithe iWork iCulture ivariable i(X2) ion iemployee 

iperformance i(Y) iobtained ia iPath icoefficient ivalue iof i0.402 iwith ian i-value iof i0.001. 

iBecause ithe i-value iis ismaller ithan i(0.001 i< i0.05) ithen iH0 iis irejected, ithus ithere iis ia 

isignificant iinfluence iof iWork iCulture i(X2) ion iemployee iperformance i(Y). 

e) The iresults iof itesting ithe ieffect iof ithe iwork imotivation ivariable i(Z) ion iemployee 

iperformance i(Y) iobtained ia ipath icoefficient ivalue iof i0.165 iwith ian i-value iof i0.016. 

iBecause ithe ivalue iof i-value iis ismaller ithan i(0.025 i< i0.05), ithen iH0 iis irejected, ithus ithere 

iis ia isignificant ieffect iof iwork imotivation i(Z) ion iemployee iperformance i(Y). 

Indirect iInfluence iPathway 

The iindirect ieffect iof icompetence i(X1) ion ithe iemployee iperformance ivariable i(Y) ithrough 

ithe iwork imotivation iintervening ivariable i(Z) iof i0.073, iwhich iis ismaller ithan ithe idirect iinfluence iof 

ithe icompetency ivariable i(X1) ion ithe iemployee iperformance ivariable i(Y) iwhich iis i0.343. i 

The iindirect ieffect iof ithe itraining ivariable i(X2) ion iemployee iperformance i(Y) ithrough ithe 

iintervening ivariable iof iwork imotivation i(Z) iis i0.050, iwhich iis ismaller ithan ithe idirect ieffect iof ithe 

itraining ivariable i(X2) ion ithe iemployee iperformance ivariable i(Y) iwhich iis i0.402. iThus iit ican ibe 

istated ithat iemployee icompetence i(X1) iand iwork iculture i(X2) iaffect iemployee iperformance i(Y) 

ithrough iwork imotivation i(Z) iwith ia ismaller ivalue ithan ithe idirect ieffect. 

Total iEffect iPath iCoefficient iCalculation 

Based ion ithe icalculation iof ithe ipath icoefficient, iit iappears ithat: i 

a. The itotal iinfluence iof iemployee icompetence i(X1) ion iemployee iperformance i(Y) iis 

i0.416 iwith idetails iof ithe idirect ieffect iof i0.343 iand ithe iindirect ieffect iof i0.073. i 
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b. The itotal iinfluence iof iwork iculture i(X2) ion iemployee iperformance i(Y) iis i0.452 iwith ithe 

idetails iof ithe idirect ieffect ibeing i0.402 iand ithe iindirect ieffect ibeing i0.050. 

From ithe iabove icalculation, ithe iindependent ivariable ithat ihas ithe istrongest iinfluence ion ithe 

iwork imotivation ivariable i(Z) iis ithe icompetency ivariable i(X1), iwhich iis i0.441. iMeanwhile, ithe 

iindependent ivariable ithat ihas ithe istrongest iinfluence ion ithe iemployee iperformance ivariable i(Y) iis 

iwork iculture i(X2), iwhich iis i0.402. iAnd ithe iindependent ivariable ithat ihas ian iinfluence ion ithe 

iemployee iperformance ivariable i(Y) ithrough ithe iintervening ivariable iwork imotivation i(Z) iis ithe 

iemployee icompetence ivariable i(X1), iwhich iis i0.073. 

Hypothesis iModel 

Hypothesis itesting iis ibased ion ithe iresults iof ithe ianalysis iof ithe iPLS iSEM imodel iwhich 

icontains iall ithe ivariables isupporting ithe ihypothesis itest. iThe iPLS imodel iwith ithe iaddition iof ia iwork 

imotivation ivariable ias ia imediating ivariable iexplains ithat ithe iaddition iof ia ivariable iwill iprovide ian 

iadditional icontribution ias ian iexplanation iof iemployee iperformance. 

 

 

Figure i2. iPath iAnalysis iResults 

Coefficient iof iDetermination 

The iresults iof ithe ianalysis iof ithe iinfluence iof icompetence iand itraining ion iwork imotivation, 

ishow ithe icoefficient iof idetermination ior iR2 iof i0.472, ifrom ithese iresults iit imeans ithat iall 

iindependent ivariables i(employee icompetence iand iwork iculture) ihave ia icontribution iof i47.2% ito 

ithe idependent ivariable i(work imotivation), iand ithe iremaining i36.6% iis iinfluenced iby iother ifactors 

inot iincluded iin ithe istudy. 

The iresults iof ithe ianalysis iof ithe iinfluence iof icompetence, itrainingand iwork imotivation ion 

iemployee iperformance, ishows ithe icoefficient iof idetermination ior iR isquare iof i0.637, ifrom ithese 

iresults iit imeans ithat iall iindependent ivariables i(employee icompetence, iwork iculture iand iwork 

imotivation) ihave ia icontribution iof i63.7% ito ithe idependent ivariable i(employee iperformance), iand 

ithe irest iby i36.3% iinfluenced iby iother ifactors inot iincluded iin ithe istudy. 
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INTERPRETATION i 

The iInfluence iof iEmployee iCompetence ion iWork iMotivation 

Based ion ithe iresults iof itesting ithe iEmployee iCompetence i(X1) ivariable ion iWork iMotivation 

i(Z) ithe ivalue iof iis iobtained iPath icoefficientof i0.441 iwith ian i-value iof i0.001. iBecause ithe i-value iis 

ismaller ithan i(0.001 i< i0.05), ithen iH0 iis irejected, ithus ithere iis ia isignificant ieffect iof iEmployee 

iCompetence i(X1) ion iWork iMotivation i(Z). iThis imeans ithat iemployee icompetence ihas ia 

isignificant ieffect ion ithe iwork imotivation iof isub-district iemployees iin iBondowoso iRegency iwhich 

iis iproven itrue ior iH1 iis iaccepted. 

Rosidah, i(2013) icompetence iis ia ibasic icharacteristic iof ia iperson ithat iallows iemployees ito 

iissue isuperior iperformance iin itheir iwork. iCompetence iaccording ito iMulyadi i(2013) ishows ithe 

iachievement iand imaintenance iof ia ilevel iof iunderstanding iand iknowledge ithat iallows ia imember ito 

iprovide iservices iwith iease iand iingenuity.. i 

Employee iDistricts ithroughout iBondowoso iRegencymust ihave icompetent icompetence iby 

idemonstrating iskills ior iknowledge icharacterized iby iprofessionalism iin ia ifield iof igovernment, 

ipublic iservice, istaffing iand imanagement iof ifinancial istatements iand iassets ias ithe imost iimportant 

ithing. iConsidering ithat ithe iDistrict iOffice iin iBondowoso iRegency iis ian iOPD i(Local iGovernment 

iOrganization) iwhose imain ipurpose iis ito iprovide iservices ito ithe icommunity iin ithe iBondowoso 

iRegency iarea. iIt iis iimportant ito ialways ihave igood icompetence iin iorder ito ibe imotivated ito iprovide 

ioptimal iservices ito ithe icommunity iand ilocal igovernment. 

The iresults iof ithis istudy ihave isignificant isimilarities iwith iprevious iresearch iconducted 

ibyMurgianto, iet ial i(2016); iDwiyanti, iet ial i(2019); iManurung, iand iRiani, i(2017); iRahim, iet ial 

i(2017); iBasori, iet ial i(2017); iFirdaus iD iMulyanto, iM. i(2021); i.Sudarwati i(2014); iMardiana, iet ial. 

i(2021); i.Zai, iFY i(2021)with ithe iresults iof ithe istudy istating ithat icompetencesignificant ieffect ion 

iwork imotivation. is 

The IInfluence iof  iWork iCulture ion iWork iMotivation 

Based ion ithe iresults iof itesting ithe iWork iCulture ivariable i(X2) ion iWork iMotivation i(Z), ithe 

iPath icoefficient ivalue iis i0.305 iwith ian ivalue iof i0.001. iBecause ithe ivalue iof i-value iis ismaller ithan 

i(0.001 i< i0.05), ithen iH0 iis irejected, ithus ithere iis ia isignificant iinfluence iof iWork iCulture i(X2) ion 

iWork iMotivation i(Z). iThis imeans ithat iwork iculture ihas ia isignificant ieffect ion ithe iwork imotivation 

iof isub-district iemployees iin iBondowoso iRegency iwhich iis iproven itrue ior iH1 iis iaccepted. 

Work iculture iis ia iprocess iof iteaching icertain iknowledge iand iskills iand iattitudes iso ithat 

iemployees iare imore iskilled iand iable ito icarry iout itheir iresponsibilities ibetter, iin iaccordance iwith 

istandards i(Mangkunegara i2015). iIdeally, iwork iculture ishould ibe idesigned ito irealize ithe igoals iof 

ithe iorganization, iwhile iat ithe isame itime irealizing ithe igoals iof iindividual iworkers. iWork iculture iis 

ioften iconsidered ias ithe imost icommon iactivity iand ileaders isupport ia iwork iculture ibecause ithrough 

iwork iculture, iworkers iwill ibecome imore iskilled iand itherefore imore iproductive ieven ithough ithese 

ibenefits ihave ito ibe itaken iinto iaccount iwith ithe itime itaken iup iwhile iworkers iare ibeing itrained. 

iAccording ito iDessler i(2015), iwork iculture iis ia iprocess iof iteaching ithe iskills ineeded iby iemployees 

ito ido itheir ijobs. 

Sub-district iemployees iin iBondowoso iRegency ineed ito iadapt ito ia iwork iculture ithat ihas ibeen 

iwell-organized iso ithat ithey iare iable ito imotivate iemployees' iwork iand ican iimprove itheir 

iperformance. iThe iwork iculture iof ieach isub-district ihas ia iunique icharacteristic ithat icharacterizes ithe 

isub-district. iThe iuniqueness iof ithe iwork iculture iis igenerally iinfluenced iby imany ifactors iincluding 

igeographical, icultural iand isocial ifactors iof ithe icommunity. 
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This iresearch iis iin iline iwith ithe iresults iof iprevious iresearch iconducted iby iSaputra, iRohyani 

i(2015); iErlian iSupriyanto i(2012); iManurung, iand iRiani, i(2017); iIis, iand iThoyib i(2021); iBudi, iet ial. 

i(2016); iNurhasanah, i(2020); iand iDaniswara, iet ial. i(2016)which istates ithat iwork iculture ihas ia 

isignificant ieffect ion iwork imotivation. 

The iresults iof ithis istudy icontradict ithe iresearch iconducted iby iAnggraini, iet ial. i(2020) istates 

ithat iwork iculture ihas ino isignificant ieffect ion iwork imotivation. 

The iInfluence iof iEmployee iCompetence ion iEmployee iPerformance 

Based ion ithe iresults iof itesting ithe iEmployee iCompetency i(X1) ivariable ion iemployee 

iperformance i(Y), ithe iPath icoefficient ivalue iis i0.343 iwith ian i-value iof i0.001. iBecause ithe ivalue iof i-

value iis ismaller ithan i(0.001 i< i0.05), ithen iH0 iis irejected, ithus ithere iis ia isignificant ieffect iof 

iEmployee iCompetence i(X1) ion iemployee iperformance i(Y). iThis imeans ithat iemployee 

icompetence ihas ia isignificant ieffect ion ithe iperformance iof isub-district iemployees iin iBondowoso 

iRegency iwhich iis iproven itrue ior iH1 iis iaccepted. 

Competence iis ian iimportant iaspect ito isupport iits iperformance. iAccording ito iSudarmanto, 

i(2012) icompetence iis ithe iknowledge, iskills, iand iabilities ipossessed iby ia iperson, iwhich iare ipart iof 

ihim, iso ithat ihe ican iperform icertain icognitive, iaffective, iand ipsychomotor ibehaviors. iThe idefinition 

iand imeaning iof icompetence iaccording ito iMoeheriono, i(2013) iare ithe icharacteristics ithat iunderlie ia 

iperson irelated ito ithe ieffectiveness iof iindividual iperformance iin ihis iwork ior ibasic icharacteristics iof 

iindividuals iwho ihave ia icausal irelationship ior ias ia icause iand ieffect iwith icriteria ithat iare iused ias 

ireferences, ieffective ior iexcellent ior isuperior iperformance iin ithe iworkplace. ior iin icertain isituations. 

Sub-district iemployees iin iBondowoso iRegency imust ihave iqualified icompetencies iby 

idemonstrating iskills ior iknowledge icharacterized iby iprofessionalism iin icertain ifields. iThe imain 

ifield ithat imust ibe imastered iis ipublic iservices irelated ito iprocedures iand irules iin iproviding iservices 

ito ithe icommunity. 

This iis isupported iby iresearch iconducted iKurniawan, iet ial i(2018); iSujiati i(2017); iMurgianto, 

iet ial i(2016); iKadarisman i(2011); iDwiyanti, iet ial i(2019); iRahim, iet ial i(2017); iBasori, iet ial i(2017); 

iFirdaus iDSaputra, iand iMulia, i(2021); iMulyanto, iM. i(2021); iPurwanto, iet ial. i(2019); iAnwar 

i(2016); iand iMardiana, iet ial. i(2021) iconcluded ithat icompetence ihas ia ipositive iand isignificant ieffect 

ion iperformance. 

The ifindings iin ithis istudy ido inot isupport ithe iresults iof iBasori iet ial. i(2017); iPurwanto, iet ial. 

i(2019); iAnwar i(2016); iZai, iFY i(2021) iwho iconcluded ithat icompetence ihas ino isignificant ieffect ion 

iperformance. 

The  Influence iof iWork iCulture ion iEmployee iPerformance 

Based ion ithe iresults iof itesting ithe iWork iCulture ivariable i(X2) ion iemployee iperformance i(Y), 

ithe iPath icoefficient ivalue iis i0.402 iwith ian i-value iof i0.001. iBecause ithe i-value iis ismaller ithan i(0.001 

i< i0.05) ithen iH0 iis irejected, ithus ithere iis ia isignificant iinfluence iof iWork iCulture i(X2) ion iemployee 

iperformance i(Y). iThis imeans ithat iwork iculture ihas ia isignificant ieffect ion ithe iperformance iof isub-

district iemployees iin iBondowoso iRegency, iit iis iproven itrue ior iH1 iis iaccepted. 

Organizational iculture iin ione iorganization ican ibe idifferent ifrom ithat iin iother iorganizations. 

iHowever, iorganizational iculture ishows icertain itraits, itraits, ior icharacteristics ithat ishow itheir 

isimilarities. iThe iterminology iused iby iexperts ito ishow ithe icharacteristics iof iorganizational iculture 

ivaries igreatly. iThis ishows ithe ireligious icharacteristics, itraits, iand ielements icontained iin 

iorganizational iculture i(Wibowo, i2012). iThe ikey icharacteristics iof iculture iare: i(a) iculture iis 

ilearned, i(b) inorms iand icustoms iare icommon iacross icultures, i(c) iculture iis imostly iunconscious, i(d) 

isocial iprocesses, i(e) icultural ielements iare ipassed ion ifrom ione igeneration ito ithe inext. ito ithe inext 
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igeneration, i(f) iadapting iacceptable icustoms iand ibehavior ipatterns itend ito ibe iassociated iwith imoral 

ivirtue iand isuperiority, iand i(g) ilike iother icustoms, icultural ibehavior iis icomfortable iand iwell iknown. 

iThe iroot iof ian iorganizational iculture iis ia iset iof icore icharacteristics ithat iare ishared iby iall imembers 

iof ithe iorganization i(Wibowo, i2012). iCharacteristics iof iorganizational iculture ishow ithe 

icharacteristics, itraits, ielements, ior ielements icontained iin ian iorganizational iculture. iEach 

iorganization iwill ireveal iits icharacteristics iand icharacteristics ibased ion itheir irespective 

icharacteristics iin ian iorganizational iculture i(Wibowo, i2012). ior ielements icontained iin ian 

iorganizational iculture. iEach iorganization iwill ireveal iits icharacteristics iand icharacteristics ibased ion 

itheir irespective icharacteristics iin ian iorganizational iculture i(Wibowo, i2012). ior ielements icontained 

iin ian iorganizational iculture. iEach iorganization iwill ireveal iits icharacteristics iand icharacteristics 

ibased ion itheir irespective icharacteristics iin ian iorganizational iculture i(Wibowo, i2012). 

This iresearch ihas isignificant isimilarities iwith iprevious iresearch iconducted iby iRohyani 

i(2015); iSupriyanto i(2012); iIis, iand iThoyib i(2021); iSaputra, i(2020); iAzizah, iet ial i(2019); iFaizal 

i(2019); iPurwanto, iet ial. i(2019); iAnwar i(2016); iAdha, iet ial i(2019); iQomariah, iN. i(2012); iLuturmas 

i(2017); iUmboh, iet ial i(2015); iWidhaswara i(2017); iRakhmawan, iet ial i(2016); iBudi, iet ial. i(2016); 

iAnggraini, iet ial. i(2020); iDaniswara, iet ial. i(2016) istated ithat ithere iis ia ipositive iand isignificant 

iinfluence iof iwork iculture ion iperformance. 

The iresults iof ithis istudy ido inot isupport ithe iresearch iof iAnggraini, iet ial. i(2020) iand iBudi, iet ial. 

i(2016) iwith iresults iwhich istate ithat iwork iculture ihas ino isignificant ieffect ion iperformance. 

The  Effect iof iWork iMotivation ion iEmployee iPerformance 

Based ion ithe iresults iof itesting ithe iwork imotivation ivariable i(Z) ion iemployee iperformance 

i(Y), ithe ipath icoefficient ivalue iis i0.165 iwith ian i-value iof i0.016. iBecause ithe ivalue iof i-value iis 

ismaller ithan i(0.025 i< i0.05), ithen iH0 iis irejected, ithus ithere iis ia isignificant ieffect iof iwork imotivation 

i(Z) ion iemployee iperformance i(Y). iThis imeans ithat iwork imotivation ihas ia isignificant ieffect ion ithe 

iperformance iof isub-district iemployees iin iBondowoso iRegency, iit iis iproven itrue ior iH1 iis iaccepted. 

According ito iIrianto i(2012:) inamely: iachieving isuccess iin ithe iform iof isources iof iinspiration 

iin iorder ito iachieve igoals iby ishowing iattitudes, ibeliefs, iand iefforts ifrom ioneself iwhich ican ithen 

idetermine ithe ilevel iof iachievement iand iachievement iin ilife. iAccording ito iStewart i(2012), ias ia ithing 

ithat iencourages isomeone ito ido isomething iand iexpend iall ihis ieffort iand ienergy ifor iit. iThe inature iand 

iintensity iof ieach iperson's imotivation ivaries idepending ion ithe ivarious iinfluences ithat iexist iat ia 

icertain itime. 

The iconcept iof imotivation iin ivarious iliteratures iis ioften iemphasized ion istimuli ithat iarise ifrom 

ia iperson iboth ifrom iwithin i(intrinsic imotivation) iand ifrom ioutside i(extrinsic imotivation). iOn ithe 

iother ihand, imotivators ior isatisfactions isuch ias iachievement, iresponsibility, iand irewards isupport 

ijob isatisfaction. iMotivators iare iclosely irelated ito ithe iwork iitself ior ithe idirect iresults iit iproduces, 

isuch ias ipromotion iopportunities, ipersonal igrowth iopportunities, irecognition iof iresponsibility iand 

iachievement. iImprovements iin ijob icontent ilead ito iincreased isatisfaction iand imotivation ito iwork 

ibetter. 

As ifor ithis istudy, ithere iare isignificant isimilarities iin iresults iwith iprevious iresearch iconducted 

iby iKurniawan, iet ial i(2018); iFebiningtyas iand iEkaningtias i(2014); iSujiati i(2017); iMurgianto, iet ial 

i(2016); iIsmawati i(2016); iIndah iRohyani i(2015); iErlian iSupriyanto i(2012); iDwiyanti, iet ial i(2019); 

iRiyanto, iet ial i(2017); iRahim, iet ial i(2017); iBasori, iet ial i(2017); iFirdaus iD i(2019); iSaputra, iand 

iMulia, i(2021); iMulyanto, iM. i(2021); i.Iis, iand iThoyib i(2021); iAzizah, iet ial i(2019); iChanggriawan 

i(2017); iPurwanto, iet ial. i(2019); iAdha, iet ial i(2019); iBudi, iet ial. i(2016); iDaniswara, iet ial. i(2016); 

iMardiana, iet ial. i(2021); iZai, iFY i(2021) istated iin ihis iresearch ithat iwork imotivation iaffects 

iemployee iperformance 
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The Influence iof iEmployee iCompetence ion iEmployee iPerformance ithrough iWork 

iMotivation 

Based ion ithe isixth ihypothesis, ithe iindirect ieffect iof icompetence i(X1) ion ithe iemployee 

iperformance ivariable i(Y) ithrough ithe iwork imotivation iintervening ivariable i(Z) iof i0.073, iwhich iis 

ismaller ithan ithe idirect iinfluence iof ithe icompetency ivariable i(X1) ion ithe iemployee iperformance 

ivariable i(Y) iwhich iis i0.343. 

It ican ibe iconcluded ithat iif icompetence iaffects iwork imotivation iand iwork imotivation iaffects 

ithe iperformance iof isub-district iemployees iin iBondowoso iRegency. iSo iit ican ibe iconcluded ithat 

icompetence iindirectly ihas ian iinfluence ion iperformance ithrough iwork imotivation. iIf isub-district 

iemployees iin iBondowoso iRegency ihave igood icompetence iand iwork imotivation, ithen ithey ishould 

ibe iable ito iimprove itheir iperformance. 

The iInfluence iof iWork iCulture ion iEmployee iPerformance ithrough iWork iMotivation 

Based ion ithe iseventh ihypothesis, ithe iindirect ieffect iof ithe itraining ivariable i(X2) ion iemployee 

iperformance i(Y) ithrough ithe iintervening ivariable iof iwork imotivation i(Z) iis i0.050 iwhich iis ismaller 

ithan ithe idirect ieffect iof ithe itraining ivariable i(X2) ion ithe iemployee iperformance ivariable i(Y), 

inamely iof i0.402. iThus iit ican ibe istated ithat iemployee icompetence i(X1) iand iwork iculture i(X2) iaffect 

iemployee iperformance i(Y) ithrough iwork imotivation i(Z) iwith ia ismaller ivalue ithan ithe idirect ieffect. 

It ican ibe iconcluded ithat iif ithe iwork ienvironment iaffects iwork imotivation iand iwork 

imotivation iaffects ithe iperformance iof isub-district iemployees iin iBondowoso iRegency. iSo iit ican ibe 

iconcluded ithat ithe iwork ienvironment iindirectly ihas ian iinfluence ion iperformance ithrough iwork 

imotivation. iIf isub-district iemployees iin iBondowoso iRegency ihave ia igood iwork ienvironment iand 

iwork imotivation, ithen ithey ishould ibe iable ito iimprove itheir iperformance. 

CONCLUSION 

Based ion ithe iresearch ifindings ithat ihave ibeen idescribed iin iChapter iIV, ithe iconclusions iin ithis 

istudy iare ias ifollows: 

1. The itest iresults iprove ithat icompetence ihas ia ipositive iand isignificant ieffect ion iwork 

imotivation iin ithe iDistrict iin iBondowoso iRegency. i 

2. The itest iresults iprove ithat itraining ihas ia ipositive iand isignificant ieffect ion iwork imotivation 

iin ithe iDistrict iof iBondowoso. i 

3. The itest iresults iprove icompetence, ihas ia ipositive iand isignificant ieffect ion ithe iperformance 

iof isub-district iemployees iin iBondowoso iRegency. i 

4. The itest iresults iprove ithat itraining ihas ia ipositive iand isignificant ieffect ion ithe iperformance 

iof isub-district iemployees iin iBondowoso iRegency. i 

5. The itest iresults iprove ithat iwork imotivation ihas ia ipositive iand isignificant ieffect ion ithe 

iperformance iof isub-district iemployees iin iBondowoso iRegency. i 

6. The itest iresults iprove ithat ithere iis ian iindirect iinfluence iof ieducation ilevel ion iemployee 

iperformance ivariables ithrough ithe iintervening ivariable iof iwork imotivation iin ithe iDistrict 

iof iBondowoso iwhose ivalue iis ismaller ithan ithe idirect ieffect. i 

7. The itest iresults iprove ithe iindirect ieffect iof ithe itraining ivariable ion iemployee iperformance 

ithrough ithe iintervening ivariable iof iwork imotivation iin ithe iDistrict iof iBondowoso iwhose 

ivalue iis ismaller ithan ithe idirect ieffect. 
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Research iLimitations 

From ithe iresults iof ithe idiscussion iof ithe ithesis, iby ilooking iat ithe ibackground iof ithe iresearch, 

ijustification iof ithe itheory iand iresearch imethods, iit ican ibe istated ithat isome ilimitations iof ithis 

iresearch iare: i 

1. This iresearch itakes ia ilong itime ito icollect idata, iconsidering ithe iscope iof ithis iresearch iis iall 

isub-districts iin iBondowoso iRegency. 

2. There iare iseveral ipositions iin icertain isub-districts ithat iare ithe itarget iof ifilling iout ithe 

iquestionnaire, ithere iare ino iemployees ior ithe ipositions iare ivacant. iSo ithat iresearchers ineed 

ito iadjust ithe idistribution iof ithe iquestionnaire iagain iin iother idistricts. 

3. The ilimitations iof ithe iresearcher iin ireading ithe ioutput iof ithe iWarpPLS ianalysis iin ithe iform 

iof ia inotepad iare ialso ilimitations iin ithis istudy. i 

Suggestion 

The isuggestions ithat ican ibe igiven ibased ion ithe iresults iof ithe istudy iare ias ifollows: 

1. It iis irecommended ifor isub-district iemployees iin iBondowoso iRegency ito iimprove itheir 

iperformance iby ipaying iattention ito ifactors ithat ihave ia isignificant ieffect ion iemployee 

iperformance iincluding icompetence, iwork iculture iand iemployee imotivation. iEmployees 

iwho ialready ihave igood iperformance iare iexpected ito imaintain iif ipossible icontinue ito ibe 

iimproved. 

2. Local igovernments ineed ito iabolish ia iculture ithat iis icommon iin iall iOPDs, inamely ithe 

iassessment iof iwork ibehavior iin iDP3 ishould inot idecrease, iat ileast ithe isame ias ithe 

iassessment iof iperformance ibehavior iin ithe iprevious iyear ior iincrease. 

3. For ifurther iresearch, iit iis iexpected ito iadd iresearch ivariables ito iadd ito ithe itreasures iof 

iknowledge iabout ithe ifactors ithat iaffect iemployee iperformance. 
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