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ABSTRACT 

The purpose of this research is to examine the impact of employee competence and job 

characteristics on employee motivation and performance at the Department of Public 

Housing, Residential Areas and Cipta Karya, Jember Regency. The population of this study 

were all employees of the Department of Public Housing, Settlement Areas and Cipta Karya, 

Jember Regency, totaling 80, all of whom were used as samples (saturated sample). By using 

the WarpPLS 7.0 Structural Equation Model (SEM), to answer the research hypothesis. The 

result is that employee competency variables have a significant effect on work motivation. 

Job characteristics have a significant impact on work motivation. Employee competence has 

a significant impact on employee performance. Job characteristics have a significant impact 

on employee performance. Work motivation has a significant effect on employee 

performance.have a significant effect on employee performance through work motivation. 

Keywords: employee competency; job characteristics; work motivation; employee 

performance. 

 

INTRODUCTION 

The employee's performance is a reflection of an employee's behavior at work as the 

application of skills, abilities, and knowledge, which are expected to contribute to the 

organization (Qomariah, 2020). Performance is the level of achievement of the results of an 

agency related to the vision of a company (Masram & Mu'ah, 2015). Employee performance 

can also be interpreted as a series of activities in carrying out tasks in accordance with the 

authority and responsibility assigned to employees (Anoraga, 2014). According to (Mathis & 

Jackson, 2011), performance is basically what employees do or don't do. Employee 

performance can increase due to several influencing factors including: competence, job 

characteristics and work motivation. 

Work motivation is the driving force that causes a member of the organization to be 

willing and willing to mobilize the ability to form expertise and skills of energy and time to 

carry out various activities for which they are responsible and fulfill their obligations in the 

context of achievement (Siagian, 2015). According to (Azhad, Anwar, & Qomariah, 2015), 

motivation is the driving force for employees to work even harder. Encouragement can come 

from within the employee and also from outside or the surrounding environment. Research 

conducted by: (Ulantini, Yuesti, Landra, & Mendoza, 2022), (Wijianto, Cahyono, & 

Qomariah, 2020), (Atikah & Qomariah, 2020), (Mayangsari, Restianti, Saputra, & Rahadi, 

2020), (Sari, Qomariah, & Setyowati, 2020), (Hendrawijaya, Imsiyah, & Indrianti, 2019), 

(Hardianto et al., 2020), (Permana, Aima, Ariyanto, & Nurmahdi, 2019) all state that 

motivation can improve performance employees in an organization.  

The next factor that can improve performance in an organization is job characteristics. 

According to (Simamora, 2012), work is a group of positions that are somewhat similar in 

terms of elements of work, duties and responsibilities covered by the same job description. 

According to (Porter, M.E, 1999), job characteristics can be interpreted as the nature of the 

task which includes the amount of responsibility and the types of tasks carried out by 

employees. The job characteristics model is a way of identifying jobs, how job characteristics 

can be put together to create a different job, with the relationship between job characteristics 
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and motivation, employee performance, job satisfaction (Robbins & Coulter, 2012). 

Employees who understand the characteristics of the work to be done, they will do their job 

well. Research on job characteristics and performance conducted by: (Sihombing, Sendow, & 

Uhing, 2018), (Purwanto & Soliha, 2017), (Astutik & Priantono, 2020), (Hajati, A, & 

Wahyuni, 2018), (Fatmah , 2017) states that job characteristics have an impact on employee 

performance.  

Competence possessed by employees can also improve employee performance in an 

organization. According to (Spencer & Spencer, 1993), employee competence is a means to 

carry out work or tasks that are based on skills and knowledge and are supported by the work 

attitude required by the job. The skills or abilities needed by employees are shown by the 

ability to consistently provide an adequate or high level of performance in a job function 

(Hutapea, 2008). Research on competence and performance was carried out by: (Nyoto, 

Purwati, & Suyono, 2020). (Wasiman, 2020), (Adam & Kamase, 2019), (Amdani, 

Sinulingga, Absah, & Muda, 2019), (Mustikawati & Qomariah, 2020), (Bahri, Basalamah, 

Kamse, & Bijang, 2018), (Rusmayanti , Martini, & Qomariah, 2022), (Qomariah, 

Rochmadoni, Rush, & Navalina, 2023), (Kurniawan, Qomariah, & Cahyono, 2021), (Hapsari, 

Qomariah, Putu Martini, & Nursaid, 2022) state that competence owned by employees can 

improve performance. Meanwhile, research from (Utomo et al., 2019), (Chandra, G, & 

Qomariah, 2020) states that competence has no impact on employee performance. 

Things that need to get attention besides performance are motivational variables. Why 

is this motivation important? This is because motivation can provide encouragement so that 

employees work even better to get the goals to be achieved. Factors that can increase 

motivation include: competence and job characteristics in an organization. Research 

conducted by: (Indarti, 2018), (Ngattemin & Arumwati, 2012), (Supriadi, Suharto, & 

Sodikin, 2018), (Prahiawan, Sultan, & Tirtayasa, 2017), (Zubaidah, 2016), (Meidita, 2019), 

(Rahim, Syech, & Zahari, 2017) states that the competence of an employee can increase work 

motivation. While research conducted by: (Subyantoro, 2009), (Subyantoro, 2009) states that 

job characteristics can increase employee motivation. 

This research was conducted on employees of the Department of Public Housing, 

Residential Areas and Human Settlements, Jember Regency. The Department of Public 

Housing, Settlement Areas and Cipta Karya of Jember Regency is an element of the Jember 

Regency Government's Regional Apparatus Organization (OPD). The Department of Public 

Housing, Settlement Areas and Cipta Karya of Jember Regency has the task of carrying out 

some of the household affairs of the district government and formulating management 

policies in the field of public works and spatial planning, the housing sector and residential 

areas and the land sector, as well as other tasks assigned by the Regent. Based on the 

identification of problems based on the duties and functions of the Department of Public 

Housing, Settlement Areas and Human Settlements, Jember Regency, it shows that the 

performance of the indicators for each division in the Public Housing, Settlement Areas and 

Human Settlements Office, Jember Regency has not yet reached the expected target, so this 

research needs to be done. Referring to the phenomenon that occurs, the researcher tries to 

raise several factors that are assumed to be important in order to improve performance and 

minimize the problems found in the object of research. The factors include competence and 

worker characteristics which are assumed to be able to increase employee performance 

through work motivation as an intervening variable. 

 

 

 

RESEARCH METHODS 
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The research method used in this research is descriptive and verification method. The 

descriptive method is research that seeks to collect data, critically analyze these data and 

conclude based on facts during the current or current research (Sugiyono, 2013). Competency 

variables (X1) and job characteristics (X2) are independent variables, while motivation (Z) is 

the intervening variable and employee performance (Y) is the dependent variable. The 

population in this study were 80 employees of the Public Housing, Residential Areas and 

Cipta Karya Offices of Jember Regency, all of whom were used as samples. The error rate, in 

social research, the maximum error rate is 5% (0.05). Data analysis was in the form of 

descriptive and hypothesis testing with the help of SEM PLS. 

 

RESULTS AND DISCUSSION 

Evaluation of Outer Validity Test Model 

According to (Ferdinand, 2016), the validity test is the suitability of each indicator with 

the theories used to define a construct. This validity test indicator is the criterion of factor 

loadings with a value of > 0.70 and average variance extracted (AVE) with a value exceeding 

0.50 (Solihin & Ratmono, 2013). WarpPLS 7.0 calculation results are presented in Table 1. 

The results of the WarpPLS 7.0 calculation in Table 1. show that each value on the cross-

loadings factor has reached a value greater than 0.7 with a p-value below 0.05. So it can be 

concluded that the convergent validity test criteria have met the specified requirements. 

Table 1. Validity Test Results with WarpPLS 
  Comp. Carac. Mov. Perfor. Type (a SE P-value 

X1.1 0.733 0.308 -0.257 0.029 Reflective 0.089 Less 

than 

0.001 

X1.2 0.733 0.500 0.118 -0.070 Reflective 0.092 Less 

than 

0.001 

X1.3 0.810 0.029 0.170 0.032 Reflective 0.087 Less 

than 

0.001 

X1.4 0.753 -0.448 0.053 0.178 Reflective 0.092 Less 

than 

0.001 

X1.5 0.699 -0.396 -0.085 -0.173 Reflective 0.091 Less 

than 

0.001 

X2.1 -0.035 0.721 0.325 -0.367 Reflective 0.093 Less 

than 

0.001 

X2.2 -0.413 0.772 0.417 0.462 Reflective 0.094 Less 

than 

0.001 

X2.3 0.403 0.728 -0.425 0.179 Reflective 0.092 Less 

than 

0.001 

X2.4 0.314 0.789 0.010 -0.224 Reflectif 0.091 Less 

than 

0.001 

X2.5 -0.288 0.736 -0.246 0.008 Reflective 0.089 Less 

than 

0.001 

Z1 0.096 0.397 0.698 -1.082 Reflective 0.091 Less 

than 

0.001 

Z2 0.013 -0.447 0.726 0.561 Reflective 0.095 Less 

than 
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0.001 

Z3 -0.286 -0.275 0.763 0.684 Reflective 0.094 Less 

than 

0.001 

Z4 0.214 0.250 0.793 0.403 Reflective 0.096 Less 

than 

0.001 

Z5 -0.022 -0.007 0.818 -0.359 Reflective 0.087 Less 

than 

0.001 

Y1 0.248 -0.042 -0.042 0.786 Reflective 0.094 Less 

than 

0.001 

Y2 0.401 -0.191 -0.258 0.713 Reflective 0.090 Less 

than 

0.001 

Y3 -0.090 0.604 -0.334 0.749 Reflective 0.089 Less 

than 

0.001 

Y4 -0.131 -0.770 0.505 0.703 Reflective 0.102 Less 

than 

0.001 

Y5 -0.499 -0.090 0.471 0.749 Reflective 0.092 Less 

than 

0.001 

Source: Primary data processed in 2023 

 

Reliability Test Results with WarpPLS 

 According to (Solihin & Ratmono, 2013), the reliability test aims to ensure that the 

research instruments used in this study can present consistent conceptual measurements. The 

reliability test using WarpPLS 7.0 is shown in Table 2. To test construct reliability, the 

composite reliability coefficients and Cronbach's alpha coefficients were used. The cut off 

value used must be greater than the value of 0.7. The results can be concluded that the 

questionnaire instrument in this study has fulfilled the requirements. 

Table 2: Reliability Test Results  With WarpPLS 

Variable CA(Cronbach 

Alpha) 

CV 

(Cut 

Value) 

Results 

Competence (X1) 0.832 0,7 Accepted  

Job Characteristics (X2) 0.786 0,7 Accepted  

Motivation (Z) 0.760 0,7 Accepted  

Performance(Y) 0.746 0,7 Accepted  

 

 

Evaluation of the Inner Model for Hypothesis Testing 

Hypothesis testing to test the hypotheses that have been proposed previously whether 

it is significant or not. By looking at the results of calculations on the results of the analysis it 

will be known which hypotheses are accepted and rejected. To see the results of the 

hypothesis test, it can be seen in Table 3. 

 

Table 3: Direct Influence Path Coefficient Values 

No Hyphotesis Path P-values Results 
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coefficients 

1 Competence Motivation  0,239 0,010 Accepted 

2 Job Characteristics  Motivation 0,538 0,001 Accepted 

3 Competence  Performance 0,215 0,044 Accepted 

4 Job Characteristics  Performance 0,583 0,001 Accepted 

5 Motivation  Performance 0,224 0,018 Accepted 

 

Hypothesis Models 

The research hypothesis model is based on calculations using SEM analysis with 

WarpPLS. There are 5 (five) direct hypotheses to be tested in this study. Competency 

variables (X1) and job characteristics (X2) as variables that are suspected of increasing 

motivation and performance. The research result hypothesis model is presented in Figure 1. 

Figure 1: Research Results Hypothesis Model 

 

The Effect of Employee Competence on Work Motivation 

The results of statistical calculations show that the employee competency variable 

(X1) has a Path coefficient value of 0.239 with a ρ-value of 0.001. This is caused by aspects 

of employee competence that are able to increase the work motivation of employees of the 

Public Housing, Settlement Areas and Human Settlement Office employees. The aspects of 

employee competence that have been mentioned, namely motives, traits, self-concept, 

knowledge, and skills, are believed to be able to increase employee motivation in the 

organization. By paying attention to these competency aspects, it can be expected that if 

employees of the Public Housing, Settlement Area, and Cipta Karya Office of Jember 

Regency have strong competence in terms of motives, traits, self-concept, knowledge, and 

skills, they will tend to have higher work motivation. tall. The results of this study have 

significant similarities with previous studies conducted by (Parashakti, Fahlevi, & Ekhsan, 

2020), (Ngattemin & Arumwati, 2012), (Zubaidah, 2016), with the results of the study stating 

that employee competence has a significant effect on motivation Work. 

 

Effect of Job Characteristics on Work Motivation 

The results of statistical calculations show that the job characteristics variable (X2) 

has a Path coefficient value of 0.305 with a ρ-value of 0.001. With a ρ-value smaller than α 

(0.001 <0.05), the second hypothesis (H2) which says that job characteristics affect work 

motivation is accepted (H2 is accepted) and H0 is rejected. Thus the conclusion turns out that 

there is a significant effect of job characteristics (X2) on work motivation (Z). This means 

that job characteristics have a significant effect on the work motivation of employees of the 

Public Housing, Settlement Areas and Cipta Karya Office of Jember Regency, which is 

proven true or H2 is accepted.Areas and Cipta Karya Office of Jember Regency, which is 

proven true or H2 is accepted. This is caused by aspects of work characteristics that are able 

to increase the work motivation of employees of the Public Housing, Settlement Areas and 

Human Settlement Office employees. Aspects of job characteristics that have been 

mentioned, namely the diversity of skills, identity of the task, task significance, autonomy, 

and feedback, are believed to be able to increase the motivation of employees in the 

organization. By considering these aspects of job characteristics, if H2 is accepted, it can be 

concluded that job characteristics that involve a variety of skills, task identity, task 

significance, autonomy, and good feedback can increase the work motivation of employees at 

the Public Housing Office, Settlement Areas, and Cipta Karya Jember Regency. However, it 

is also important to consider other factors that may influence work motivation, such as 

organizational policies, work environment, and other individual factors. This research is in 

line with the results of previous research conducted by (Ramdhani & Sridadi, 2019), 
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(Subyantoro, 2009) which states that job characteristics have a significant effect on work 

motivation. 

The Effect of Employee Competence on Employee Performance 

The results of statistical calculations show that the employee competency variable 

(X3) has a Path coefficient value of 0.215 with a ρ-value of 0.001. With a ρ-value smaller 

than α (0.001 <0.05), the third hypothesis (H3) which says that employee competency affects 

performance is accepted (H3 is accepted) and H0 is rejected. Thus the conclusion turns out 

that there is a significant influence of employee competence (X1) on employee performance 

(Y). This means that the employee's competence has a significant effect on the performance 

of the employees of the Public Housing, Settlement Areas and Cipta Karya Office of Jember 

Regency, proven to be true or H3 is accepted. According to Agustian et al., (2018) explains 

that competence is an ability to carry out or perform a job or task that is based on skills and 

knowledge and is supported by the work attitude required by the job. Human resource 

competency is a more complex factor in companies because it relates to performance, if an 

employee has good competence then performance within the company will increase. This is 

supported by research conducted (Sukowidodo, Sanosra, Susbiyani, & Qomariah, 2022), 

(Hapsari et al., 2022), (Wahyudi, Qomariah, & Sanosra, 2022), (Mustikawati & Qomariah, 

2020), (Kurniawan et al., 2021), (Rusmayanti et al., 2022), (Qomariah et al., 2023), 

(Setiawan & Qomariah, 2022), concluded that employee competence has a positive and 

significant effect on performance. 

 

Effect of Job Characteristics on Employee Performance 

The results of statistical calculations show that the job characteristics variable (X2) 

has a Path coefficient value of 0.583 with a ρ-value of 0.001. With a ρ-value smaller than α 

(0.001 <0.05), the fourth hypothesis (H4) which says that job characteristics affect employee 

performance is accepted (H4 is accepted) and H0 is rejected. Thus the conclusion turns out 

that there is a significant effect of job characteristics (X2) on employee performance (Y). 

This means that job characteristics have a significant effect on the performance of employees 

of the Public Housing Office, Settlement Areas Areas and Cipta Karya Office of Jember 

Regency, proven to be true or H4 is accepted. Simamora (2015) said that job characteristics 

are an approach to job enrichment. The definition of work characteristics according to Ni 

Made Gunastri (2013) is the nature and duties which include responsibilities, types of tasks, 

levels of satisfaction obtained from the work itself, rules and guidelines for carrying out 

tasks. Job characteristics (X2) is a model description that shows a job design. The design 

includes the process that determines the tasks to be carried out, the methods to be used to 

carry out these tasks, and how the work carried out can be related to other work in an 

organization according to their respective expertise (Rivai, 2014). This study has significant 

results in common with previous research conducted by: (Fatmah, 2017), (Hajati et al., 2018) 

states that there is a positive and significant effect of job characteristics on performance. 

 

The Effect of Work Motivation on Employee Performance 

Based on the results of testing the variable Work motivation (Z) on employee 

performance (Y) the Path coefficient value is 0.224 with a ρ-value of 0.016. Because the ρ-

value is smaller than α (0.001 <0.05) then H0 is rejected thus there is a significant effect of 

work motivation (Z) on employee performance (Y). This means that work motivation has a 

significant effect on the performance of employees of the Public Housing, Settlement Areas 

and Human Settlements Service Office of Jember Regency which is proven to be true or H1 

is accepted. This is caused by the aspect of work motivation which is able to improve the 

performance of employees of the Public Housing, Settlement Areas and Human Settlements 

Office of Jember Regency. Robbins & Judge (2016) defines motivation as a process that 
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determines the intensity, direction and persistence of individuals in an effort to achieve goals. 

Meanwhile, according to Rivai, (2014) motivation is a set of attitudes and values that 

influence individuals to achieve more specific things according to individual goals. These 

attitudes and values are invisible things that give strength to encourage individuals to behave 

in achieving goals. As for this research, there are significant similarities in the results with 

previous research conducted by (Jufrizen & Sitorus, 2021), (Candana, Putra, & Wijaya, 

2020), (Kumarawati, Suparta, & Yasa, 2017), (Muhsin & Arifa, 2018), (Rizal & Radiman, 

2019), (Ardianti, Qomariah, & Wibowo, 2018), (R. A. Kurniawan, Qomariah, & Winahyu, 

2019), (Istanti, Gs, Budianto, Noviandari, & Sanusi, 2020), ( Soebyakto, Hanafi, & 

Rakasiwih, 2019), (Wijianto et al., 2020), (Atikah & Qomariah, 2020), (Utomo et al., 2019), 

(Sari et al., 2020), (Priyono, Qomariah, & Winahyu, 2018), (Hardianto et al., 2020), stated in 

his research that work motivation affects employee performance. 

 

CONCLUSION 

Based on the research findings described in Chapter IV, the conclusions in this study 

are as follows: 1) employee competencies can improve employee performance; 2) the 

characteristics of work at the Public Housing, Settlement Areas and Human Settlement 

Offices in Jember Regency have an impact on the work motivation of employees; 3) the 

competence of employees has a positive impact on the performance of employees of a 

company; 4) job characteristics have a positive and significant impact on employee 

performance; 5) It turns out that the work motivation of employees can provide a significant 

increase in employee performance. 

REFERENCES 

Adam, F., & Kamase, J. (2019). The effect competence and motivation to satisfaction and 

performance. International Journal of Scientific and Technology Research, 8(3), 132–

140. 

Amdani, D., Sinulingga, S., Absah, Y., & Muda, I. (2019). The effect of competence and 

organizational culture on employee performance of ganesha medan polytechnic. 

International Journal of Scientific and Technology Research, 8(4), 155–159. 

Anoraga, P. (2014). Psikologi Kerja. Jakarta: Rineka Cipta. 

Ardianti, F. E., Qomariah, N., & Wibowo, Y. G. (2018). PENGARUH MOTIVASI KERJA, 

KOMPENSASI DAN LINGKUNGAN KERJA TERHADAP KEPUASAN KERJA 

KARYAWAN (Studi Kasus Pada PT. Sumber Alam Santoso Pratama Karangsari 

Banyuwangi) EFFECT. Jurnal Sains Manajemen & Bisnis Indonesia, 8(1), 13–31. 

Astutik, M., & Priantono, S. (2020). Pengaruh Karakteristik Pekerjaan Terhadap Kinerja 

Karyawan dan Kepuasan Kerja Dengan Variabel Moderator Budaya Kerja Pada Badan 

Keswadayaan Masyarakat (BKM) di Kota Probolinggo. Jurnal Manajemen, 17(1), 81–

97. https://doi.org/https://doi.org/10.25170/jm.v17i1.1296 

Atikah, K., & Qomariah, N. (2020). The effect of leadership style, organizational culture and 

motivation on employee performance. Jurnal Manajemen Dan Bisnis Indonesia, 6(2), 

216–227. https://doi.org/10.5267/j.msl.2020.2.008 

Azhad, M. N., Anwar, & Qomariah, N. (2015). Manajemen Sumber Daya Manusia. Jember: 

Cahaya Ilmu. 

Bahri, S., Basalamah, S., Kamse, J., & Bijang, J. (2018). The effect of islamic leadership, 

competence and compensation on work dicipline and teacher performance of madrasah 

aliyah in makassar city. International Journal of Scientific and Technology Research, 

7(12), 137–143. 

Candana, D. M., Putra, R. B., & Wijaya, R. A. (2020). Pengaruh Motivasi Dan Lingkungan 

Kerja Terhadap Kinerja Karyawan Dengan Disiplin Kerja Sebagai Variabel Intervening 

Pada Pt Batang Hari Barisan. JEMSI, Jurnal Ekonomi Manajemen Sistem Informasi, 

1

7

7

11



8 
 

2(1, September). https://doi.org/10.31933/JEMSI 

Chandra, J. A., G, N. N. P. M., & Qomariah, N. (2020). Impact of Organizational Citizenship 

Behavior , Leadership , Individual Characteristics and Competence on Teacher 

Performance. Jurnal Manajemen Dan Bisnis Indonesia, 6(2), 244–256. 

Fatmah, D. (2017). Pengaruh Karakteristik Pekerjaan dan Kompetensi Karyawan terhadap 

Kinerja Karyawan pada CV. Percetakan Fajar Mojokerto. Jurnal Samudra Ekonomi 

Dan Bisnis, 8(2), 124–133. https://doi.org/http 

Ferdinand, A. (2016). Metode Penelitian Manajemen: Pedoman Penelitian untuk Skripsi, 

Tesis dan Disertasi Ilmu Manajemen. In BP Undip 2. 

https://doi.org/10.4304/jcp.8.2.326-333 

Hajati, D. I., A, D. W., & Wahyuni, N. (2018). Pengaruh Karakteristik Individu , 

Karakteristik Pekerjaan dan Karakteristik Organisasi terhadap Kinerja Pegawai ( Studi 

pada Politeknik Kotabaru ). Jurnal Bisnis Dan Pembangunan, 7(1), 1–10. 

https://doi.org/http://dx.doi.org/10.20527/jbp.v7i1.4739 

Hapsari, I. D., Qomariah, N., Putu Martini, N. N., & Nursaid, N. (2022). Recruitment and 

Competence: It’s Influence on Employee Performance through Employee Placement. 

Journal of Economics, Finance and Management Studies, 05(11), 3197–3208. 

https://doi.org/10.47191/jefms/v5-i11-09 

Hardianto, A., Riadi, S. S., Mintarti, S., Hariyadi, S., Hutauruk, M. R., & Ghozali, I. (2020). 

The Impact Of Human Relations On Motivation And Performance And The Role Of 

Entrepreneur Mediators In Bank Mandiri (Persero) Tbk East Kalimantan Kaltara Areas. 

International Journal of Scientific and Technology Research, 9(3), 1238–1243. 

Hendrawijaya, A. T., Imsiyah, N., & Indrianti, D. T. (2019). Public servants characteristics 

and their perception on motivation and performance. International Journal of Scientific 

and Technology Research, 8(6), 78–81. Retrieved from https://www.ijstr.org/final-

print/june2019/Public-Servants-Characteristics-And-Their-Perception-On-Motivation-

And-Performance-.pdf 

Hutapea, T. (2008). Kompetensi Plus. Jakarta: Gramedia Pustaka Utama. 

Indarti, Y. D. (2018). THE EFFECT OF COMPETENCE AND COMPENSATION TO 

MOTIVATION OF EMPLOYEES AND ITS IMPACT ON EMPLOYEE 

PERFORMANCE IN THE PERSONNEL AND TRAINING BOARD OF 

KARAWANG REGENCY. AFEBI Management and Business Review (AMBR), 3(1), 

52–68. Retrieved from http://afebi.org/journal/index.php/ambr/article/view/132/77 

Istanti, E., Gs, A. D., Budianto, F., Noviandari, I., & Sanusi, R. (2020). The influences of 

motivation, work milieu, and organizational commitment on teacher performance in 

MTS Negeri 4 (Public Islamic School), Surabaya East Java. International Journal of 

Innovation, Creativity and Change, 13(2), 629–642. 

Jufrizen, & Sitorus, T. S. (2021). Pengaruh Motivasi Kerja dan Kepuasan Kerja Terhadap 

Kinerja Dengan Disiplin Kerja Sebagai Variabel Intervening. SiNTESa CERED 

Seminar Nasional Teknologi Edukasi Dan Humaniora, 2021, 841–856. 

Kumarawati, R., Suparta, G., & Yasa, S. (2017). Pengaruh Motivasi Terhadap Disiplin Dan 

Kinerja Pegawai Pada Sekretariat Daerah Kota Denpasar. Jurnal Ekonomi Dan Bisnis 

Jagadhita, 4(2), 63–75. https://doi.org/10.22225/jj.4.2.224.63-75 

Kurniawan, M. A., Qomariah, N., & Cahyono, D. (2021). The Role of Leadership and 

Competence in Improving Work Motivation and Performance of Cooperative 

Employees. Journal of Economics, Finance and Managemnent Studies, 4(10), 1880–

1892. Retrieved from https://ijefm.co.in/current.php 

Kurniawan, R. A., Qomariah, N., & Winahyu, P. (2019). Dampak Organizationlal 

Citizenship Behavior , Motivasi Kerja, dan Kepuasan Kerja Terhadap Kinerja 

Karyawan. Jurnal Penelitian IPTEKS, 4(2), 148–160. 



9 
 

Masram, M., & Mu’ah, M. (2015). Manajemen Sumber Daya Manusia. Sidoarjo: Zifatma. 

Mathis, L. R., & Jackson, H. J. (2011). Human Resource Management (edisi. 10). Jakarta: 

Salemba Empat. 

Mayangsari, L., Restianti, T., Saputra, J., & Rahadi, R. A. (2020). The relationship between 

self-employed motivation and individual work performance among online drivers in 

West Java, Indonesia. International Journal of Innovation, Creativity and Change, 

13(3), 513–530. Retrieved from 

https://www.ijicc.net/images/vol_13/Iss_3/13373_Mayangsari_2020_E_R.pdf 

Meidita, A. (2019). Pengaruh Pelatihan dan Kompetensi Terhadap Kepuasan Kerja Melalui 

Motivasi Kerja. Maneggio: Jurnal Ilmiah Magister Manajemen, 2(2), 226–237. 

Retrieved from http://jurnal.umsu.ac.id/index.php/MANEGGIO/article/view/3772/3937 

Muhsin, & Arifa, N. S. (2018). Pengaruh Disiplin Kerja, Kepemimpinan Dan Lingkungan 

Kerja Terhadap Kinerja Melalui Motivasi Kerja. Economic Education Analysis Journal, 

7(1), 374–389. Retrieved from 

https://journal.unnes.ac.id/sju/index.php/eeaj/article/view/22888/10801 

Mustikawati, E., & Qomariah, N. (2020). The Effect of Education , Training and Competency 

on Teacher Performance. International Journal of Business and Management Invention 

(IJBMI), 9(10), 14–20. https://doi.org/10.35629/8028-0910031420 

Ngattemin, & Arumwati, W. (2012). PENGARUH KOMPETENSI DAN KOMPENSASI 

TERHADAP MOTIVASI KERJA KARYAWAN HOTEL DI KABUPATEN KARO 

PROVINSI SUMATERA UTARA. Jurnal Riset Akuntansi Dan Bisnis, 12(September), 

80–92. 

Nyoto, Purwati, A. A., & Suyono. (2020). A study on the influence of organizational culture, 

leadership, transformational leadership, and compentency on the commitment of DPRD 

members and the implication to the performance of the regency/municipal DPRD 

members in Riau Province. International Journal of Scientific and Technology 

Research, 9(4), 596–605. 

Parashakti, R. D., Fahlevi, M., & Ekhsan, M. (2020). The Influence of Work Environment 

and Competence on Motivation and Its Impact on Employee Performance in Health 

Sector. Advances in Economics, Business and Management Research, 135, 259–267. 

Permana, A., Aima, M. H., Ariyanto, E., & Nurmahdi, A. (2019). The effect of leadership 

style, motivation and discipline of employee performance with understanding of islamic 

work ethics. International Journal of Scientific and Technology Research, 8(8), 1098–

1106. Retrieved from https://www.ijstr.org/final-print/aug2019/The-Effect-Of-

Leadership-Style-Motivation-And-Discipline-Of-Employee-Performance-With-

Understanding-Of-Islamic-Work-Ethics.pdf 

Porter, M.E. (1999). Competetive Avantage, New York: Free Press. 80. New York: Free Press 

80. 

Prahiawan, W., Sultan, U., & Tirtayasa, A. (2017). PENGARUH KOMPETENSI 

KARYAWAN DAN LINGKUNGAN KERJA TERHADAP KINERJA KARYAWAN 

MELALUI MOTIVASI KERJA SEBAGAI VARIABEL INTERVENING (Studi Pada 

PT. Krakatau Bandar Samudera). Jurnal Riset Bisnis Dan Manajemen Tirtayasa 

Mempengaruhi, 1(2), 149–158. Retrieved from 

https://jurnal.untirta.ac.id/index.php/JRBM/article/view/3149/2393 

Priyono, B. H., Qomariah, N., & Winahyu, P. (2018). Pengaruh Gaya Kepemimpinan, 

Motivasi Guru Dan Lingkungan Kerja Fisik Terhadap Kinerja Guru Sman 1 Tanggul 

Jember. Jurnal Manajemen Dan Bisnis Indonesia, 4(2), 144. 

https://doi.org/10.32528/jmbi.v4i2.1758 

Purwanto, B. H., & Soliha, E. (2017). PENGARUH KARAKTERISTIK PEKERJAAN DAN 

KOMPETENSI TERHADAP KINERJAMELALUI KOMITMEN 



10 
 

ORGANISASIONAL. Jurnal Manajemen, XXI(02), 227–240. 

https://doi.org/https://doi.org/10.24912/jm.v21i2.233 

Qomariah, N. (2020). Manajemen Sumber Daya Manusia: Teori, Aplikasi dan Studi Empiris 

(1st ed.). Retrieved from 

https://www.researchgate.net/publication/356291163_MANAJEMEN_SUMBER_DA

YA_MANUSIA_Teori_Aplikasi_dan_Studi_Empiris 

Qomariah, N., Hermawan, H., Isnaini, N. H., & Azhad, M. N. (2020). How to Improve 

Employee Performance at Level 1 Health Facilities During the Covid 19 Pandemic ? 

International Journal of Engineering Research and Technology, 13(9), 2511–2518. 

Qomariah, N., Nursaid, Mardana, D. E., & Winahyu, P. (2021). Impact of Leadership Style, 

Motivation and Work  Environment on Employee Performance.  CELSciTech-2021, 5, 

15–23. Retrieved from https://ejurnal.umri.ac.id/index.php/PCST/article/view/3260 

Qomariah, N., Rochmadoni, M., Rush, A. iqbal, & Navalina, An. E. (2023). The Impact of 

Leadership , Employee Competence and Organizational Work Culture on Employee 

Performance at. Budapest INternational Research and Critics Intitute Journal (BIRCI), 

6(2), 1143–1157. 

Qomariah, N., Warsi, W., & Sanosra, A. (2020). How to Improve Vocational Teacher 

Performance ? Indonesian R Summit, 149–162. Semarang: Aismush Press. 

Rahim, A., Syech, S., & Zahari, M. (2017). PENGARUH LINGKUNGAN KERJA DAN 

KOMPETENSI TERHADAP MOTIVASI KERJA SERTA DAMPAKNYA 

TERHADAP KINERJA PEGAWAI PADA DINAS PENDIDIKAN KABUPATEN 

TANJUNG JABUNG TIMUR. Jurnal Manajemen Dan Sains, 2(2), 133–149. 

Retrieved from http://jmas.unbari.ac.id/index.php/jmas/article/view/25/29 

Ramdhani, D. A., & Sridadi, A. R. (2019). PENGARUH KARAKTERISTIK PEKERJAAN 

DAN KARAKTERISTIK INDIVIDU TERHADAP KINERJA KARYAWAN 

MELALUI MOTIVASI KERJA SEBAGAI VARIABEL MEDIASI PADA UNIT 

BISNIS COMMERCIAL BANKING BANK Y SURABAYA. Kompetensi, 13(2), 73–

98. https://doi.org/https://doi.org/10.21107/kompetensi.v13i2.6827 

Rizal, S. M., & Radiman, R. (2019). Pengaruh Motivasi, Pengawasan, dan Kepemimpinan 

Terhadap Disiplin Kerja Pegawai. Maneggio: Jurnal Ilmiah Magister Manajemen, 2(1), 

117–128. https://doi.org/10.30596/maneggio.v2i1.3649 

Robbins, S. P., & Coulter, M. (2012). Management (eleventh e). Boston: Prentice Hall. 

Rusmayanti, P. A., Martini, N. N. P., & Qomariah, N. (2022). The Effect of Competence and 

Job Satisfaction on Organizational Citizenship Behavior and Employee Performance. 

International Journal of Business and Management Invention (IJBMI), 11(1), 21–29. 

https://doi.org/10.2991/piceeba2-18.2019.69 

Sari, W., Qomariah, N., & Setyowati, T. (2020). The Role of Emotional Intelligence, 

Spiritual Intelligence And Work Motivation In Improving The Performance of Hotel 

Employees. International Journal of Economics and Management Studies, 7(6), 112–

118. https://doi.org/10.14445/23939125/ijems-v7i6p116 

Setiawan, Y., & Qomariah, N. (2022). The Role of Competence , Leadership , Work 

Environment and Motivation in Improving Employee Performance. International 

Journal of Humanities and Social Science Invention (IJHSSI), 11(2), 47–58. 

https://doi.org/10.35629/7722-1102014758 

Siagian, S. P. (2015). Manajemen Sumber Daya Manusia. In Jakarta : Bumi Aksara. 

Sihombing, E. P., Sendow, G. M., & Uhing, Y. (2018). PENGARUH KARAKTERISTIK 

INDIVIDU KARAKTERISTIK PEKERJAAN DAN SELF EFFICACY TERHADAP 

KINERJA KARYAWAN PADA PT . PLN ( Persero ) RAYON MANADO 

SELATAN. Jurnal EMBA, 6(4), 2858–2867. 

https://doi.org/https://doi.org/10.35794/emba.v6i4.21168 



11 
 

Simamora, H. (2012). Manajemen Sumberdaya Manusia. Yogyakarta: Sekolah. Tinggi Ilmu 

Ekonomi YKPN. 

Soebyakto, B. B., Hanafi, A., & Rakasiwih, E. (2019). Effect Of Training , Motivation , And 

Job Satisfaction On Employee Performance At PT. Techwin Bkt. International Journal 

of Scientific and Technology Research, 8(12). 

Solihin, M., & Ratmono, D. (2013). Analisis SEM-PLS dengan WarpPLS. Yogyakarta: 

Pustaka Pelajar. 

Spencer, L., & Spencer, S. M. (1993). Competence at Work, Models For Superior 

Performance. Canada: John Wiley & Sons, Inc. 

Subyantoro, A. (2009). Karakteristik Individu , Karakteristik Pekerjaan , Karakteristik 

Organisasi dan Kepuasan Kerja Pengurus yang Dimediasi oleh Motivasi Kerja ( Studi 

pada Pengurus KUD di Kabupaten Sleman ). Jurnal Manajemen Dan Kewi, 11(1), 11–

19. https://doi.org/https://doi.org/10.9744/jmk.11.1.pp.%2011-19 

Sugiyono. (2013). Metode Penelitian Pendidikan Pendekatan Kuantitatif, Kualitatif, dan 

R&D. Bandung: Alfabeta. 

Sukowidodo, T., Sanosra, A., Susbiyani, A., & Qomariah, N. (2022). Efforts to Improve 

Employee Performance Through Training , Competence , Work Environment and 

Organizational Commitment at Public Health Centers in Banyuwangi. Quest Journals 

Journal of Research in Business and Management, 10(7), 109–118. 

Supriadi, A. D., Suharto, S., & Sodikin. (2018). The effect of competence and organization 

culture to employee performance with motivation as the mediation variable in the 

Directorate General of Fiscal balance-Ministry of Finance , Indonesia. Jurnal 

Perspektif Pembiayaan Dan Pembangunan Daerah Vol., 5(4), 325–336. Retrieved from 

https://online-journal.unja.ac.id/JES/article/view/4606/8721 

Ulantini, N. L. E., Yuesti, A., Landra, N., & Mendoza, T. J. H. (2022). The Effect of Work 

Motivation and Work Discipline on Career Development and Employee Performance. 

International Journal of Multidisciplinary Research and Analysis, 5(9), 2436–2444. 

https://doi.org/10.47191/ijmra/v5-i9-19 

Utomo, A. W., Qomariah, N., & Nursaid. (2019). The Impacts of Work Motivation , Work 

Environment , and Competence on Performance of Administration Staff of dr . 

Soebandi Hospital Jember East Java Indonesia. International Journal of Business and 

Management Invention (IJBMI, 8(09), 46–52. Retrieved from 

http://www.ijbmi.org/papers/Vol(8)9/Series-2/G0809024652.pdf 

Wahyudi, A., Qomariah, N., & Sanosra, A. (2022). ANALYSIS OF THE EFFECT OF 

TEACHER COMPETENCY AND WORK ENVIRONMENT ON TEACHER 

PERFORMANCE WITH MOTIVATION AS INTERVENING VARIABLE AT 

PRIVATE VOCATIONAL. International Journal of Management Science and 

Information Technology (IJMSIT), 2(1), 19–27. 

https://doi.org/https://doi.org/10.35870/ijmsit.v2i1.462 

Wasiman. (2020). Effect of organizational culture, rewards, competence, and organizational 

citizenship behavior. International Journal of Scientific and Technology Research, 

9(2), 6329–6333. 

Wijianto, W., Cahyono, D., & Qomariah, N. (2020). How To Improve Employee 

Performance At The Forest Service. INTERNATIONAL JOURNAL OF SCIENTIFIC & 

TECHNOLOGY RESEARCH, 9(8), 256–264. Retrieved from www.ijstr.org 

Zubaidah, R. A. (2016). PENGARUH KEPEMIMPINAN KEPALA SEKOLAH DAN 

KOMPETENSI GURU TERHADAP MOTIVASI KERJA GURU SERTA 

IMPLIKASINYA PADA KINERJA GURU DI SMP NEGERI KOTA PALEMBANG. 

JURNAL Ecoment Global, 1(2), 8–20. Retrieved from 

http://ejournal.uigm.ac.id/index.php/EG/article/view/200/204 



12 
 

 

 

 

 



oid:17800:38359329Similarity Report ID: 

23% Overall Similarity
Top sources found in the following databases:

22% Internet database 15% Publications database

Crossref database Crossref Posted Content database

17% Submitted Works database

TOP SOURCES

The sources with the highest number of matches within the submission. Overlapping sources will not be
displayed.

1
ijbmi.org 3%
Internet

2
researchgate.net 2%
Internet

3
internationaljournalssrg.org 2%
Internet

4
techniumscience.com 2%
Internet

5
jurnal.stie-mandala.ac.id 1%
Internet

6
ajhssr.com 1%
Internet

7
dinastipub.org 1%
Internet

8
ijefm.co.in 1%
Internet

Sources overview

https://www.ijbmi.org/papers/Vol(11)1/Ser-1/C1101012129.pdf
https://www.researchgate.net/publication/343818117_How_To_Improve_Employee_Performance_At_The_Forest_Service
http://www.internationaljournalssrg.org/IJEMS/2020/Volume7-Issue11/IJEMS-V7I11P117.pdf
https://techniumscience.com/index.php/socialsciences/article/download/8455/3061/26570
http://jurnal.stie-mandala.ac.id/index.php/mba/article/download/598/552
https://www.ajhssr.com/wp-content/uploads/2022/10/O22610122131.pdf
https://dinastipub.org/DIJDBM/article/download/890/631/
http://ijefm.co.in/v5i11/Doc/9.pdf


oid:17800:38359329Similarity Report ID: 

9
zenodo.org 1%
Internet

10
ejurnal.seminar-id.com <1%
Internet

11
journals.scholarpublishing.org <1%
Internet

12
repository.unmuhjember.ac.id <1%
Internet

13
Sriyaningsih Sriyaningsih, Ni Nyoman Putu Martini, Nursaid Nursaid. "A... <1%
Crossref

14
Universitas Dian Nuswantoro on 2018-04-06 <1%
Submitted works

15
ejournal.up45.ac.id <1%
Internet

16
ejournal.unsrat.ac.id <1%
Internet

17
Faisal,  Irin Riamanda,  Risana Rachmatan,  Eka Dian Aprilia. "The Relat... <1%
Crossref

18
eudl.eu <1%
Internet

19
coursehero.com <1%
Internet

20
e-journal.stie-kusumanegara.ac.id <1%
Internet

Sources overview

https://zenodo.org/record/5588003/files/17.pdf?download=1
http://ejurnal.seminar-id.com/index.php/ekuitas/article/view/2245
https://journals.scholarpublishing.org/index.php/ABR/article/download/5790/3651/
http://repository.unmuhjember.ac.id/12479/1/The%20Impact%20of%20Competence%20and%20Work%20Environment%20on%20Employee%20Motivation%20and%20Performance%20in%20The%20%20%20Financial%20and%20Asset%20Management%20Division.pdf
https://doi.org/10.35870/ijmsit.v2i1.469
https://ejournal.up45.ac.id/index.php/maksipreneur/article/view/1009
https://ejournal.unsrat.ac.id/v3/index.php/emba/article/download/43843/40185
https://doi.org/10.18326/ijip.v4i2.35
https://eudl.eu/pdf/10.4108/eai.10-8-2022.2320768
https://www.coursehero.com/file/p2npigau/H3-Entrepreneurial-tendencies-of-university-students-differentiate-according-to/
https://e-journal.stie-kusumanegara.ac.id/index.php/jrbee/issue/download/9/6


oid:17800:38359329Similarity Report ID: 

21
ejournal.uin-malang.ac.id <1%
Internet

22
journal.lembagakita.org <1%
Internet

23
Muhammad Yani. "Effect Of Compensation, Environment and Leadersh... <1%
Crossref

24
Universitas 17 Agustus 1945 Surabaya on 2020-01-01 <1%
Submitted works

25
bircu-journal.com <1%
Internet

Sources overview

https://ejournal.uin-malang.ac.id/index.php/mec/article/download/11819/pdf
http://journal.lembagakita.org/index.php/IJMSIT/article/download/462/459/1666
https://doi.org/10.21070/jbmp.v7i1.1337
https://www.bircu-journal.com/index.php/birci/article/download/7604/pdf

