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Abstract: This research aims to find out and analyze the influence of the competence, motivation towards job satisfaction.To know and analyze the 
competence and motivation towards the performance of employees.To know and analyze to find out and analyze the influence of the competence and 
motivation on performance through job satisfaction. The method of this research is quantitative descriptive using observation, interview and kuasioner in 
analyzing data to explain the phenomenon.Analysis tools used are SEM to explain all the hypotheses put forward in this study through the application of 
AMOS.The population in this study as many as 150 employees and a sample of this research using a multistage sampling, where the method is done by 
stages as follows using the sampling or judgement based on criteria and both use proportional stratified random sampling. The results of this research 
are positive effect not significant competencies against job satisfaction, motivation and positive effect significantly to job satisfaction, the positive effect of 
competence and not significantly to the performance of the employees.A positive and significant effect of motivation against the performance of 
employees. Job satisfaction the positive and significant effect against the performance of employees.Competence of influential positive and insignificant 
against the performance of employees through job satisfaction.significant motivation and a positive influence on performance that is mediated by job 
satisfaction. 
 
Index Terms: Competence, Motivation, Satisfaction dan Performance.   

———————————————————— 

 

1 INTRODUCTION 

National evelopment plans of both long-term or medium-term 
actualized through the work programme on each Ministry on 
the level of the Central Government and agencies under the 
auspices of the local governance including on public works 
The Province Of Gorontalo. Office of public works of the 
province of Gorontalo in performing basic tasks and functions 
based on one translation of vision, mission and programs as 
well as the activities of the regional Government of the 
province for development in the region of Gorontalo 
Province.The performance in General can be understood as a 
process as well as the results of the work.The performance is 
a process about how the work underway to achieve the results 
of the work, the results of the work itself also shows 
performance.Business and Blanchard (1993), Rivai (2005) in 
Sadariah (2012); Performance is a function of motivation and 
ability.Conditions that occur on the public works of the 
province of Gorontalo is a shortage of work volume (quantity), 
the delay in the work (not timely and not achieve target), the 
work does not match the technical specifications/contracts 
(quality), payment does not fit between the data report with the 
realization, service provision and infrastructure to the 
community particularly the community service providers 
less.The resulting performance means that employees have a 
relationship with discipline, knowledge, skills, leadership, 
integrity, responsibility, motivation, rewards and sanctions, 
supervision, satisfaction and dissatisfaction and have an 
impact on the work of work or achievements.Competence is 
the ability to execute or do a job or task that is based upon 
skills and knowledge.Mitrani et al, 1992; Spencer and 
Spencer, 1993 Competency is defined as "the underlying 
characteristics of the person and with regard to the 
effectiveness of individual performance in his work. In addition 

to competence, other things that need to be examined in an 
effort to increase employee performance is the motivation of 
working various instruments and policies.The Government of 
the province of Gorontalo provide motivation through some 
Performance Benefits, i.e. the policy area (TKD) to all civil 
servants every month with the value of allowances each is 
different every person in accordance with the position and 
standards evaluation/assessment i.e., responsibility, work 
achievement, discipline (presence), innovative.Giving 

sanctions (punishment) for those who violate the provisions 
and regulations.In the context of employment, motivation is 
one of the important factors in encouraging an employee to 
work.Robbins, (2001) in Joseph (2008), mengdefinisikan 
motivation is the individual's willingness to issue a high effort 
to achieve the objectives of the organization.Gibson et. Al. 
(1998), and Porter & Lawler says that motivation effect 
significantly to job satisfaction.The statement Igalens & 
Roussel (1999) that the granting of salary is not certain or 
uncertain (flexible pay) to not give the workers motivation and 
job satisfaction and menghasiikan not useful if it provides 
permanently or remain and if not fixed give workers not 
motivated and don't produce job satisfaction.With regard to the 
phenomenon of previous research and theory, then the 
research will foster in the title influence of Competence and 
motivation towards job satisfaction and Employee 
Performance SEGWAY public works of the province of 
Gorontalo.. 
 

2 LIETARURE REVIEW 

 

2.1 Performance 
Fahmi (2011), the definition of Performance is the result 
obtained by an organization both the organization that is profit 
oriented and non profit oriented that is produced during a 
period of time. Koesmono (2005), performance can be defined 
as the results of work in the quality and quantity that can be 
achieved by an employee in carrying out tasks in accordance 
with the responsibilities given to him. Stuart, Kottze (2006), 
High-level performance is the result of doing things right at the 
right time. Effective performance in work is the right outcome, 
or something that is true for a specific job at a specific time. 
Performance performance is strongly influenced by factors 
originating from the workers themselves that are influenced by 
their abilities or competencies, as well as those sourced from 
organizations that are influenced by how well leaders 
empower their workers, how to reward employees and how to 
help improve workers' performance capabilities. 
Based on the theory, the understanding and views and 
definitions above can be interpreted that 'performance is: The 
process of achieving results both in quantity, quality of work / 
activity / program with the ability, motivation and opportunity of 
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an employee (individual), team or organization assigned with 
responsibility based on goals, objectives, vision, mission, and 
standards. and the time set by moral and ethics. 

 
2.2 Competence 
Competence is expected to improve performance and results 
of work, while competencies are needed in order to have 
capabilities that are in accordance with the needs of the 
organization so as to provide the best performance. 
Competence allows one to realize tasks related to the work 
needed to achieve goals According to Alexandeni, (2011) in 
Zahra (2011), Requirements are important for the 
effectiveness or success of leaders (leadership) and managers 
(management) in carrying out their respective roles, duties, 
functions, responsibilities and responsibilities are 
competencies. Based on the definition, the definition above, 
competencies can be interpreted as characteristics of the 
knowledge, skills, and behavioral abilities that a person needs 
to carry out tasks or activities more optimally. 
 

2.3 Leadership 
Leadership is the process by which an individual influences a 
group of individuals to achieve goals. Ali (2012), leadership is 
the ability of individuals to influence, motivate, and enable 
others to contribute to the effectiveness and success of the 
organizations they are members of. Ali (2012), leadership is 
the ability of individuals to influence, motivate, and enable 
others to contribute to the effectiveness and success of the 
organizations they are members of. Leaders who have high 
integrity usually have an honest attitude to maintain 
commitment and behave consistently. Integrity is absolutely 
necessary in leadership. Williams (2001) in Silalahi, et al. 
(2014), states that supervision is a general process of 
standard standards to achieve organizational goals, comparing 
actual implementation with specified standards, procedures, 
guidelines and taking corrective actions if necessary. 

 
2.4 Dicipline 
Good employee discipline will accelerate the achievement of 
organizational goals, high discipline results in achievement, 
while low discipline will become a barrier and slow the 
achievement of organizational goals. Arsyenda and Lating, 
(2013) discipline is a person's awareness and willingness to 
obey all applicable rules and social norms. dissipation of work 
is an orderly state in which a person or group incorporated in 
the organization wishes to comply with and carry out existing 
regulations, both written and unwritten. Work discipline is 
needed to keep the work performance of employees 
increasing. The definition and understanding above can be 
interpreted that discipline is a behavior or attitude that can 
refer to or show a person's personal character. 
 

2.5 Motivation 
Luthans (2006: 270) states that motivation is a psychological 
process directing behavior or a driver to achieve goals. 
Motivation influences performance, as shown by the 
relationship model of motivation with performance (Kreitner, 
Kinicki, 2001). Workers have the ability, work knowledge, 
disposition and nature, emotions, moods, beliefs and values at 
work. Workers will be more motivated if they believe that their 
performance will be known and valued. 
Mc. Clelland (1953) states that, humans in essence have the 
ability to excel above other people's abilities. Someone is 

considered to have the motivation to excel if he has the desire 
to do a work of achievement better than the achievements of 
other people. 

 
2.6 Job Satisfaction 
Davis and Newstrom (1998; 105) describe job satisfaction as a 
set of employee feelings about whether or not their work is 
pleasing. According to Robbins (2003; 78) job satisfaction is a 
general attitude towards someone's work that shows the 
difference between the number of awards received by workers 
and the amount they believe they should receive. The key to 
satisfaction in this theory is the difference between aspects of 
work that are owned by what someone wants. Because of the 
large differences, the lower people's satisfaction. Sadariah 
(2012), states that there is a reciprocal relationship between 
performance and satisfaction. Job satisfaction causes an 
increase in performance so that satisfied workers will be more 
productive, job satisfaction occurs due to the existence of 
performance so that workers who have good performance will 
get satisfaction. Satisfied employees both internally and 
externally will play an active role in the tasks and 
responsibilities they carry out. Therefore, the level of employee 
job satisfaction is usually indicated by the attitude of the 
employees. 
 

3 EQUATIONS 

In accordance with the objectives of the study to be achieved, 
this study explains the relationship and influence of 
competencies (X1), Motivation (X2), Job Satisfaction (Y) and 
Performance (Z). Data obtained through observation, 
interviews, questionnaires in data analysis to explain existing 
phenomena. The sample uses descriptive analysis and 
quantitative analysis to explain all hypotheses with the AMOS 
SEM (Structure Equation Modeling) Model. According to 
Singarimbun and Effendi (1995) in Sadariah (2012), 
populations are defined as generalizations consisting of 
objects or subjects that have certain characteristics and have 
equal opportunities to be selected as members of the sample. 
The sampling method used in this study is multistage 
sampling, which is a gradual sampling method, Sugiarto et al., 
2003 in Arifin (2009). Based on this method, there are two 
stages of taking 150 samples. Based on these criteria, a 
sample of seven selected fields is determined. Furthermore, in 
the second stage, determining the official / employee sample 
in each field is done by Stratified proportional random 
sampling.  
 

4 HELPFUL HINTS 

 

4.1 Figures and Tables 
Based on the method of determining the value in the model, 
the testing variables of the first model are grouped into 
exogenous variables (exogenous variables) and endogenous 
variables  (endogenous variables). Exogenous variables are 
variables whose values are determined outside the model. 
While the endogenous variable is a variable whose value is 
determined by the equation or from the relationship model 
formed. Included in the group of exogenous variables are 
competence and motivation, while the mediating variables are 
job satisfaction and endogenous variables are employee 
performance. The model is said to be good if the development 
of a hypothetical model is theoretically supported by empirical 
data. The complete SEM analysis results can be seen in the 
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following picture:  
 

Seen in the following picture: 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

From the evaluation model shows that from eight criteria of 
goodness of fit indices, it can be seen from the eight criteria 
proposed, it seems that only two meet the criteria, but seeing 
the number of samples and indicators in this study is small. of 
fit indices so that the modification of the model is carried out 
by correlating the indicator error according to the instructions 
of the modification indices provided that the modification is 
done without changing the meaning of the relationship 
between the variables. The results of the analysis after the 
final model obtained are as follows. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 2. Measurement of the final model variable relationship 

model 
 
Based on the table above shows that of the eight criteria of 
Goodness Of Fit Indices proposed, it appears that one does 
not meet the criteria. So it can be concluded that the overall 
model can be said to be in accordance with the data and can 
be analyzed further. Based on the empirical model proposed in 
this study, testing of the hypothesis proposed through testing 
path coefficients in structural equation models can be tested. 
Table 5.29 is a hypothesis testing by From From the total of 
the nine direct pathways hypothesized, there are eight 
significant pathways and one path is not significant and among 
the four indirect pathways there is one that is not significant. 
The interpretation of Table 5.29 can be explained as follows: 

 Competence has a positive and not significant effect on 
job satisfaction with a coefficient value of 0.019. Positive 

path coefficient values indicate that the latent variable 
Competence has a positive effect on job satisfaction 
with a value, so it is concluded that the effect that 
occurs between the latent variables of Competence and 
latent variables of job satisfaction is not significant. Thus 
the hypothesis is rejected. The results of this test show 
that the better the competencies that employees have, 
the more job satisfaction that is felt but not significantly 
increases. 

 Motivation has a positive and significant effect on job 
satisfaction with a coefficient of 0.342. Positive path 
coefficient values indicate that the latent variables of 
motivation have a positive effect on job satisfaction with 
values, so it is concluded that the effect that occurs 
between the latent variables of motivation and latent 
variables of job satisfaction is significant. Thus the 
hypothesis is accepted. The results of this test show 
that the better the motivation of employees, the job 
satisfaction increases significantly. 

 Competence has a positive and not significant effect on 
performance with a coefficient of 0.164. Positive path 
coefficient values indicate that the Competent latent 
variables have a positive effect on performance with 
values, so it is concluded that the effect that occurs 
between the Competent latent variables and the latent 
performance variables is not significant. Thus the 
hypothesis is rejected. The results of this test show that 
the better the competencies possessed by employees, 
their performance will increase but not significantly. 

 Motivation has a positive and significant effect on 
performance with a coefficient of 0.504. Positive path 
coefficient values indicate that the latent motivation 
variable has a positive effect on performance with 
values, so it is concluded that the effect that occurs 
between the latent motivational variables and significant 
performance latent variables. Thus the hypothesis is 
accepted. The results of this test show that the better 
the motivation possessed by employees, the more 
performance increases. 

 Job satisfaction has a positive and significant effect on 
performance with a coefficient of 0.356. Positive path 
coefficient values indicate that the latent variable job 
satisfaction has a positive effect on performance with 
values, so it is concluded that the effect that occurs 
between the latent variables of job satisfaction and 
significant performance latent variables. Thus the 
hypothesis is accepted. The results of this test show 
that the better employee job satisfaction, the 
performance will increase significantly. 

 Competence has a positive and not significant effect on 
performance through job satisfaction with a coefficient 
value of 0.007. Positive path coefficient values indicate 
that the latent variables of Competence have a positive 
effect on performance through job satisfaction and 
value, so it is concluded that the effect that occurs 
between the latent variables of Competence and latent 
performance variables through job satisfaction is not 
significant. Thus the hypothesis is rejected. The results 
of this test show that the better the competencies 
possessed by employees, the performance will increase 
positively but not significantly through job satisfaction. 

 Motivation has a positive and significant effect on 
performance through job satisfaction with a coefficient of 
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0.179. Positive path coefficient values indicate that the 
latent motivation variable has a positive effect on 
performance through job satisfaction and value. through 
significant job satisfaction. Thus the hypothesis is 
accepted. The results of this test show that the better 
the motivation that employees have, the performance 
will increase positively through job satisfaction. 

 

5 END SECTIONS 

 

5.1    Effect of Competence on job satisfaction 
The results of the research and hypothesis testing state that 
competency has a positive and not significant effect on job 
satisfaction. The results of this study prove that the 
competencies possessed by employees have not significantly 
increased job satisfaction in terms of Education / Knowledge 
provided to employees is not optimal both in terms of material 
aspects and processes and mechanisms that are 
implemented. Position or main tasks and functions are not in 
accordance with the level of education and knowledge 
possessed by employees, among others, Skills, where 
employees have a burden, duties and responsibilities that are 
not in accordance with the skills possessed, Leadership 
related to leadership ability in directing subordinates. In this 
case the leadership has not been able to direct subordinates 
in carrying out their duties and responsibilities. Low employee 
discipline becomes a barrier and impedes the achievement of 
organizational goals. Integrity that involves personal character 
that shows morals, noble character, trustworthiness, honesty, 
trustworthiness, consistency and commitment to the rules of 
the organization where things are not fully owned by the 
employee. The results of this study are different from the 
research carried out by Dhermawan, Sudibya and Utama 
(Udayana University 2012) entitled The Effect of Motivation, 
Work Environment, Competence and Compensation on Job 
Satisfaction and Employee Performance in the Bali Provincial 
Public Works Office Office which found that competence had a 
significant job satisfaction. 

 
The preferred spelling of the word 
“acknowledgment” in Effect of Motivation on job satisfaction 
The results of the study found that motivation had a positive 
and significant effect on employee job satisfaction. This means 
that if the motivation given to employees is good, it will 
increase job satisfaction. Good work motivation is the 
fulfillment of employee needs provided by the SKPD of the 
Gorontalo Provincial Public Works Office covering 
physiological needs, security, sense of belonging (social), self-
esteem, and self-actualization. In addition, the Gorontalo 
Provincial Public Works Agency can provide performance 
allowances, working conditions, and teamwork, opportunities 
to develop, awards, sanctions, and dispositions fairly and 
transparently so employees will be motivated and this will 
result in fulfilling job satisfaction. The results of this study are 
in accordance with the previous research of Robbins (2003), 
Gibson et. Al. (1998), and Porter & Lawler say that motivation 
has a significant effect on job satisfaction. Effect of 
Competence on performance. The results of the study found 
that competence had a positive but not significant effect on 
performance. Application of competencies in the Public Works 
Agency such as the implementation of education and teaching 
that has not been optimal, skills that are still lacking, 
leadership patterns that are not in accordance with the work 

requirements of employees in this agency, awareness of 
employees who are lacking in discipline and integrity and 
innovation and work experience still lacking so that this has an 
impact on not optimal employees in producing performance. 
This study supports Anila, Marnis and Ningsih (2012) and 
Rofiatun and Masluri (2011) found that Competence has a 
significant effect on employee performance. 

 
5.2 Effect of Motivation on performance 
The results of the study found that motivation had a significant 
effect on employee performance. Application of increased 
employee motivation such as physiological needs, security, 
sense of belonging (social), self-esteem, and self-
actualization. In addition, the Gorontalo Provincial Public 
Works Agency can provide performance allowances, working 
conditions, and teamwork, opportunities to develop, awards, 
sanctions, and fair and transparent dispositions so that 
employees will be motivated and this will have an impact on 
improving employee performance. The results of this study 
support Musriha (2011), who found that work motivation had a 
significant impact on performance. 
 

5.3   Effect of job satisfaction on performmance 
The results show that job satisfaction has an effect on the 
performance of SKPD employees of the Gorontalo Provincial 
Public Works Office. To pay attention to aspects that can 
improve employee job satisfaction in terms of the Gorontalo 
Provincial Public Works Service is able to meet employee 
expectations in terms of satisfaction with productivity, 
satisfaction with absenteeism, satisfaction with salary, job 
satisfaction (Job), and satisfaction with promotion. The results 
of this study are in line with the research of Risambessy, A. 
Swasto, B. Thoyib, A. Astuti, S. Endang ,; 2012. Entitled "The 
Influence of Transformational leadership style, Motivation, 
Burnout towards Job Satisfaction and Employee Performance 
at a hospital in Malang Raya, East Java Province. 
 

5.4 Effect of Competence on performance through job 
satisfaction 
The results showed that competence had a positive and not 
significant effect on performance through job satisfaction. \ 
This is when it is associated with the direct influence of 
competence on satisfaction and performance, this indicates 
that the Gorontalo Provincial Public Works Office has chosen 
problems in terms of policies, programs and mechanisms 
related to competency. The Gorontalo Provincial Public Works 
Agency needs to review various matters such as patterns, 
media and educational materials, training and providing skills 
for employees. In addition, there needs to be a change in 
leadership patterns and styles and formulating appropriate 
actions and evaluations in disciplinary action, integrity and 
innovation for employees and always striving to improve work 
experience through employee work development patterns so 
that this has a good impact on job satisfaction and 
performance produced by employees. 
 

5.5 Effect of Motivation on performance through job 
satisfaction 
Gorontalo Provincial Public Works Agency is able to motivate 
employees to improve job satisfaction and their performance 
where this is evidenced from the results of the analysis and 
proof of the hypothesis made. means that employees have 
fulfilled their needs both physiological needs, security, sense 
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of belonging (social), self-esteem, and self-actualization. In 
addition, the Gorontalo Provincial Public Works Agency can 
provide performance allowances, working conditions, and 
teamwork, opportunities to develop, appreciation, sanctions, 
and fair and transparent dispositions so that employees will be 
motivated and this will have an impact on increasing job 
satisfaction which ultimately leads to high performance 
achievement. 
 

6. ACKNOWLEDGEMENTS 
Based on the results of the research and discussion stated 
earlier, then concluded several things as follows: Competence 
has a positive and insignificant effect on job satisfaction of the 
staff of the Gorontalo Provincial Public Works Department. 
These results indicate that the better the competencies 
possessed by employees, the greater the perceived job 
satisfaction that is not significant. Motivation has a positive 
and significant effect on job satisfaction of the staff of the 
Gorontalo Provincial Public Works Department. These results 
indicate that the better the motivation of employees, the job 
satisfaction increases significantly. Competence has a positive 
and not significant effect on the performance of employees of 
the Gorontalo Provincial Public Works Agency. These results 
indicate that the better the competencies possessed by 
employees, their performance will increase but not 
significantly. Motivation has a positive and significant effect on 
the performance of employees of the Gorontalo Provincial 
Public Works Agency. These results indicate that the better 
the motivation possessed by employees, the more 
performance increases. Job satisfaction has a positive and 
significant effect on the performance of employees of the 
Gorontalo Province Public Works Agency. These results 
indicate that the better employee job satisfaction, the 
performance will increase significantly. Competence has a 
positive and not significant effect on the performance of 
employees of the Gorontalo Provincial Public Works 
Department through job satisfaction. These results indicate 
that the better the competencies possessed by employees, the 
performance will increase positively but not significantly 
through job satisfaction. Motivation has a positive and 
significant effect on the performance of employees of the 
Gorontalo Provincial Public Works Department through job 
satisfaction. These results indicate that the better the 
motivation possessed by employees, the performance will 
increase positively through job satisfaction. 
 
Suggestion 
Based on conclusions, the authors provide several 
suggestions relating to the results of the research, namely: 
Competencies need to be studied and analyzed by the Public 
Works Department of Gorontalo Province because it does not 
have a significant effect on job satisfaction and employee 
performance. It is better for this agency to change and 
improve programs, policies, rules and mechanisms in a 
number of ways, namely: Employee education and training, 
Improving employee skills, Employee discipline, Pattern and 
style of leadership, Innovation and employee integrity and 
Improving work experience Gorontalo Provincial Public Works 
Agency needs to improve work motivation factors such as 
physiological needs, security, ownership (social), self-esteem, 
and self-actualization. The Gorontalo Provincial Public Works 
Agency can provide performance allowances, working 
conditions, and teamwork, opportunities to develop, award, 

sanction, and disposition fairly and transparently so 
employees will be motivated and this will result in fulfilling job 
satisfaction and performance. This research only focuses on 
the object of research in the form of government organizations 
that are not profit-oriented so that it will be very different from 
profit-oriented organizations or companies so that for future 
researchers to research in profit-oriented organizations / 
companies. For further research to use other variables that 
affect job satisfaction and employee performance such as 
compensation, work environment, leadership and 
organizational culture For future researchers to use qualitative 
methods to obtain new information related to patterns in 
increasing job satisfaction and performance of employees in 
government agencies . 
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