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   Abstract: Employee performance is the most important 

factor for the organization, because employee performance 

greatly determines organizational performance, therefore 

employee performance must be improved. The purpose of 

this study was to determine the effect of Competence on 

employee work motivation, Organizational Culture on 

employee work motivation, Competence and 

Organizational Culture Employee motivation, Competence 

on employee Performance, Organizational Culture on 

Employee Performance, Motivation on Employee 

Performance, Competence on Employee Performance 

through Motivation as an intervening variable, 

Organizational Culture of Employee Performance through 

Motivation as an intervening variable, Competence and 

Organizational Culture on Employee Performance, 

Competence and Organizational Culture on Employee 

Performance through Motivation as an Intervening 

Variable. This type of research is descriptive quantitative 

research. The population of this research is employees of 

PT. PBI as many as 250 people with a sample of 154 people. 

PT. PBI one of manufacturing company in Batam City. 

Data analysis techniques using Structural Equation 

Modeling. The results of this study are as follows; Effect of 

Competence on latent variables Motivation has an effect 

but not significant. Effect of Organizational Culture on 

Motivation. Competence towards Motivation has no 

significant effect, Organizational Culture on Motivation 

has a significant effect. Competence has a significant effect 

on performance. Organizational culture has no significant 

effect on performance. Competence, Organizational 

Culture has no significant effect on performance. 

Motivation has no significant effect on performance. 

Competence has a significant effect on employees. 

Organizational culture has no significant effect on 

employee performance. 

 

Keywords: Competence, Organizational Culture, Employee 

Performance, Motivation  

I. INTRODUCTION 

PT. PBI is a manufacturing company in Batam City. 

PT. PBI raises several issues regarding competence, 
organizational culture and work motivation is still low. 

This is related after observations and direct interviews 

in the field some time when the number of employees 
does not match the competencies of employees and 

organizations that are less conducive. many are found 

not achieving work targets given by the company to 
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employees. Therefore it is necessary to conduct 

research to determine competence, organizational 
culture, work motivation on employee performance. 

Formulation of the problem 

1. Does competence affect employee work 
motivation? 

2. Does Organizational Culture affect employee 

work motivation? 
3. Does Organizational Competence and Culture 

affect employee work motivation? 

4. Does competence affect employee performance? 
5. Does Organizational Culture affect employee 

performance? 

6. Does work motivation affect employee 
performance? 

7. Does competence affect employee performance 

through motivation as an intervening variable? 
8. Does Organizational Culture affect Employee 

Performance through Motivation as an 

intervening variable? 
9. Does Organizational Competence and Culture 

affect Employee Performance? 

10. Does Organizational Competence and Culture 
affect Employee Performance through 

Motivation as Intervening Variables? 

A. Competence 

The notion of competence is the ability to carry out 

work or tasks based on skills and knowledge and is 
supported by work attitudes determined by work, then it 

is said that self-concept is one's attitude, values or 

self-image [1]. Departing from some understanding, it 
can be concluded that competence is something 

inherent in a person, namely work skills, knowledge 

and behavior that can be used to predict employee 
performance levels. Something in question can involve 

motives, self-concept, nature, knowledge or ability or 
expertise. 

B. Organizational Culture 

Organizational culture is what employees perceive 

and how that perception creates a pattern of beliefs, 

values and expectations. Schein et.al., defines culture as 
a pattern of basic assumptions created, discovered, or 

developed by certain groups when learning to deal with 

problems of external adaptation and internal integration 
that have been running well enough to be considered 

valid, therefore, to be taught to new members as the 

correct way to perceive, 
think and feel in connection 

with the problems they face 

[2]. 
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Culture is a set of interactions from the habitual 
characteristics of members of a group that influence 

their behavior [3]. Organizational culture is a set of 

shared values, beliefs and norms that influence the way 
employees to think, feel, and behave in the workplace 

[4]. 

C. Motivation 

Maslow's theory of needs was developed by Maslow 
in 1935. Maslow examined that human motivation 

originates from within a person and cannot be forced, 

this theory emphasizes that humans are motivated to 
make an effort, to satisfy the five insatiable needs 

inherent in human beings themselves .  

 
 

 

Motivation is a provision of driving force or driving 
force given by the leader to encourage employees to 

work optimally to meet the demands of the work given 

to them to achieve organizational goals by meeting the 
needs and giving rewards to employees. work 

motivation is also an activity that results in, channeling, 

maintaining, and encouraging a person's behavior to 
perform certain actions or actions optimally to achieve 

what the organization targets. 

Motivation illustrates the relationship between 
expectation and purpose, in addition, the relationship 

between supervisors and underlings [5]. 

D. Employee Performance 

What is meant by performance is concrete, 

measurable and observable work results. An effective 
performance management system is a process that helps 

an organization to achieve its long-term and short-term 

goals, by helping managers and employees do their jobs 
in a better way. Employee performance is a term such as 

output, efficiency and effectiveness often associated 
with productivity [6]. Employee performance will be 

the level of effectiveness of an organization or 

performance. The higher the work effectiveness, the 
higher the performance [7]. 

II.  METHODOLOGY/MATERIALS 

A. Research Variable 

research variables are attributes or properties or 

aspects of people or objects that have certain variations 
that are determined by researchers to be studied and 

conclusions drawn [8]. In this study the variables are 

divided into independent variables, namely influencing 
variables, consisting of Competence and Organizational 

Culture. The other variable is the dependent variable 

which is the variable that is affected or which is due to 
the independent variables. In this study the intervening 

variable is work motivation, and the dependent variable 

is Employee Performance. 

B. Population 

Population is a collection of all objects to be 
measured. Population is a generalization area consisting 

of objects or subjects that have certain qualities and 

characteristics determined by researchers to be studied 
and then drawn conclusions. The population in this 

study are 250 permanent employees of PT. PBI. 

C. Sample 

The sample is part of the number and characteristics 

possessed by the population [8]. In this study, the 
sample size is adjusted to the analysis model used, 

namely the Structural Equation Modeling. In this 

regard, the sample size for SEM using the maximum 
likelihood estimation (MLE) estimation model is 

100-200 Ghozali samples (2009), or as much as 5-10 

times the number of parameters estimated. In this 
research, the population is the employees of PT. PBI of 

154 employees, the amount of which is calculated based 

on the Slovin formula, this is in accordance with what is 
explained by Umar the sample needed if the population 

size is known [9]. 

III. RESULT AND FINDING 

A. Test Validity and Reliability 

Test Validity questionnaire conducted to determine 

the ability of a list of questions to measure what should 

be measured. The list of questions used in the study is 
not yet known the level of validity and reliability. For 

this reason, the validity of each question and the 

reliability of the list of questions used in this study was 
tested. A measuring instrument that is not reliable or 

invalid will provide inaccurate information about the 

state of the subject or individual subjected to the test. If 
the wrong information is consciously or unconsciously 

used as a basis for consideration in making conclusions 

and decisions, then surely the conclusions and decisions 
will not be the right conclusions and decisions. 

Validity testing criteria is to compare the r count 

with r table, at a significant level of 95% or α= 5%. 
According to Sugiyono, the question item is called valid 

if the question item has rcount> r = standard = 0.30 [8]. 

In this case, what is meant is calculated for each 
question item, the product moment correlation 

coefficient between the scores of each item with the 

total score of all items denoted by Corrected Item Total 
Correlation in the SPSS program calculation results for 

each question of a variable. To test the reliability of a 

list of questions from a research variable the Cronbach's 
Alpha coefficient is used. The magnitude of the 

Cronbach's Alpha coefficient indicates the level of 

reliability of the questionnaire. According to Nugroho 
(2010) a variable construct is said to be reliable if it has 

a Cronbach's> value of 0.60. Calculation of product 

moment correlation and 
Cronbach’s Alpha coefficient 

is done with SPSS for 
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Windows version 22.0 specifically on the Scale sub 
menu on the Analyze menu. After testing the validity 

and reliability of all items valid and reliable. 

B. Discussion 

For the evaluation of normality, a skwenees test and 
a kurtosis test were performed. Skweness test is used to 

see the skewness or skewness of data dissemination, 

while kurtosis is to see the data distribution spreading. 
According to Suharyadi (2003), data has a skewed 

distribution when the critical value (c.r.) for skweness is 

greater than ± 3.00. Data is said to have a sharp spread if 
the critical value (c.r.) for kurtosis> 3.00. According to 

Ferdinand (2006) data can be stated to spread normally 

if the critical value (c.r) for skweness or kurtosis is not 
greater than ± 2.58. In this study criteria were used 

according to Suharyadi, (2008). 

Normality test is performed on the data of each 
indicator of latent variables, namely variable data on 

Artifacts, Cultural Values, Cultural Assumptions, 

Efficiency and Effectiveness. Based on the results of 
the Confirmatory Factor Analysis (CFA) process of the 

Amos Version 20.0 for Windows program, the research 

data for each latent variable obtained from the 
processing of assessment of normality in Amos Version 

22.0 obtained normal results. 

Based on the results of testing the data, all latent 
variable indicators have a standardized estimate 

(regression weight) in the form of a loading factor or 

lamda (λi)> 0.50 and a critical value of C.R> 2,000 and 
have a probability smaller than 0.05 (***).  

Then it can be said that all indicators of these latent 

variables are valid or significant. 

C. Analysis of Structural Equation Models 

Model testing is performed using regression 
coefficients for the variables Competency, 

Organizational Culture, Motivation and Employee 
Performance through the output table from the sub 

menu view or set.  

D. Goodness of Fit Analysis 

Based on the test criteria, Chi-square (χ2), Relative 

Chi-square (χ2 / df), RMSEA, GFI, AGFI, TLI, and CFI 
above and the Goodness of Fit values of Amos for 

windows version 22. 

 

E. Analysis of Measurement Models with 

Determination 

Measurement Model Analysis with the coefficient 

Effect of Competence, Organizational Culture on 
Motivation. Effect of Competence, Organizational 

Culture, and Motivation on Employee Performance. 

Analysis of the measurement model with determination 
is used to determine the contribution of exogenous 

variables to endogenous variables. For this analysis 

Square Multiple Correlation is used. The amount of 

Square Multiple Correlation can be seen in the 
following Table 1. 

 

Table 1 Analysis of measurement models 
Squared Multiple Correlations: (Group number 1 - 

Default model) 
   Estimate 

MOT   ,229 

P   ,394 

 
Effect of Competence on Motivation has a 

standardized estimate of 0.221 with Cr of 1.485 on 

probability = 0.138. CR value of 1.485 <2.00 and 
Probability = 0.138> 0.05 indicates that the effect of 

Competence on Motivation is positive but not 

significant.  
The influence of Organizational Culture on 

Motivation has a standardized estimate of 0.288 with Cr 

of 2.721 on probability = 0.007. CR value of 2.721> 
2.00 and Probability = 0.007 <0.05 indicates that the 

influence of Organizational Culture on Motivation is 

positive and significant. 
The influence of Competence on Motivation is 

positive but not significant, the influence of 

Organizational Culture on Motivation is positive and 
significant, then the simultaneous influence of 

Competence, Organizational Culture on Motivation is 

positive and significant. 
Effect of Competence on latent variables 

Performance has a standardized estimate of 0.471 with 

Cr of 3.254 on probability = 0.001. CR value 3.254> 
2.00 and Probability = 0.001 <0.05 indicates that the 

effect of Competence on Performance is significantly 

positive. 
The influence of Organizational Culture on 

Employee Performance has a standardized estimate of 

0.111 with Cr of 0.821 on probability = 0.412. CR value 
= 0.821 <2.00 and Probability = 0.412> 0.05 shows that 

the influence of Organizational Culture on Performance 

is positive but not significant. This result is not inline 
with previous studies [10-13]. 

The influence of Competence on Performance is 

significantly positive, the influence of latent variables 
Organizational Culture on Performance is positive but 

not significant, it can be stated that the effect of 

Competency and Organizational Culture together on 
Performance is significantly positive. This result is 

inline with a previous study [14]. 

Effect of Motivation on Performance has a 
standardized estimate (regression weight) of 0.125 with 

Cr of 1.472 on probability = 0.141. CR value = 1.472 

<2.00 and Probability = 0.141> 0.05 shows that the 
influence of latent variables Motivation on latent 

variables Performance is positive but not significant. 
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The influence of Competence on Performance is 
significantly positive, the effect of Motivation on 

Performance is positive but not significant, it can be 

stated that the effect of Competency and Motivation 
together on latent variables Performance is significantly 

positive. 

The influence of Organizational Culture on 
Motivation is positive but not significant, the effect of 

latent variables Motivation on Performance is not 

significant positive then it can be stated that the 
influence of Organizational Culture and Motivation 

together on Performance is positive but not significant. 

The influence of Competence on Performance is 
significantly positive, The influence of Organizational 

Culture on Performance is positive but not significant, 

the effect of Motivation on Performance is not 
significantly positive then it can be stated the effect of 

Competence, Organizational Culture and Motivation 

together on Performance is positive but not significant. 

IV. CONCLUSION 

Based on the results of this study can be concluded 

as follows: 
1. Effect of Competence on latent variables 

Motivation has an effect but not significant.  

2. Effect of Organizational Culture on Motivation.  

3. Competence towards Motivation has no 
significant effect. 

4. Organizational Culture on Motivation has a 

significant effect.  
5. Competence has a significant effect on 

performance.  

6. Organizational culture has no significant effect 

on performance.  
7. Competence, Organizational Culture has no 

significant effect on performance.  

8. Motivation has no significant effect on 
performance.  

9. Competence has a significant effect on 

employees.  
10. Organizational culture has no significant effect 

on employee performance. 
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