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Abstract: The purpose of this research was to determine the effect of com-
pensation and competence on performance with motivation as a variable
intervening an employee. The research has been conducted for 6 months,
namely June to December 2019 at the Central Bureau of Statistics of Kota
Lubuklinggau, South Sumatra Province, Indonesia. The population in this
research were 133 respondents. This research is an explanatory research
using primary data and secondary data. Primary data collection methods
used interview techniques and questionnaires, in addition to conducting
field observations. Secondary data were collected using documentation tech-
niques. The data analysis uses the statistical analysis of the Structural Equa-
tion Model (SEM) based on predetermined hypotheses including compen-
sation, competence, and motivation which partially or jointly affect the
performance of partners at the Central Bureau of Statistics Office in Kota
Lubuklinggau. The results showed that the aspects of compensation and
competence at the Office of the Central Bureau of Statistics in Kota
Lubuklinggau have not been fulfilled optimally. Partially, there is a positive
and significant relationship between compensation toward motivation, com-
petence toward performance, compensation and competence toward per-
formance, but there is no positive and significant effect between compen-
sation toward performance, motivation toward performance, as well as
compensation-competence-motivation together toward performance, and
there is also a positive but not significant influence between competence
toward motivation. The results of this research indicate that there needs to
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be an improvement in competence and compensation from the Office of
the Central Bureau of Statistics of Kota Lubuklinggau to its partners.

Keywords: compensation, competence, motivation, performance

1. INTRODUCTION

Human resource is the individuals who work in an organization/company
which is commonly known as labor, workers, employees, etc. Susiawan and
Muhid (2015) stated that human resource is the most important asset in an
organization, both large and small organizations, because it is a source that drives
and directs organizations and maintains and develops organizations in various
demands of society and times. Riwukore (2010) stated that human resource has
an important role in determining the success of an organization/company to face
challenges in the era of globalization, such as an expanding market and the
competitiveness of human resource in the global market. This also causes human
resource management to be properly organized and managed to achieve the
expected performance or the set organizational goals. According to Almasri
(2016), human resource management is the process of planning, organizing,
directing, and controlling labor procurement, development, compensation, inte-
gration, maintenance, and termination of employment with human resource to
goals of achieve individual, organization, and community. One of the operational
functions of human resource management is to assess employee performance,
namely the work results of employees as a whole or during a certain period in
quality and quantity based on predetermined and agreed upon criteria (Sari &
Hadijah, 2016). One of the factors that greatly affects employee performance
improvement is work motivation. Zamzam et al. (2018:211) explained that the
activities carried out by someone as a motivation or attitude for someone to do
something are always associated with motivation, the attraction of the external
environment that causes a person to do or not do.

The Central Statistics Agency (BPS) is a non-ministerial institution that is
responsible to the President. The main task of BPS is to provide statistical data
that can be easily accessed by anyone, both government and society. To prepare
data, BPS requires coordination with the Regional Government through the BPS
offices in the regions. One of them is the Office of BPS of Kota Lubuklinggau
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in South Sumatra Province. Currently, the implementation of the BPS Office
activities involves field officers recruited operationally with certain qualifications
who are called partners. Achieving the organizational goals of BPS does not only
depend on the latest technology and adequate infrastructure, but more on the
human resource factor who carries out the objectives and work of the BPS
organization. BPS offices that involve partners as field officers must pay more
attention to the quality of partners. A quality partner is a partner who is able to
carry out their duties and provide maximum output of work performance.

Partners who have high performance are oriented towards a positive attitude
in their work, while those who are not satisfied show more negative attitudes
towards their work. These attitudes affect the achievement of organizational
goals and whether or not the agency’s performance is good. The factors that
influence partner quality are motivation, compensation, and competence accord-
ing to the rules and their consequences. Fauziah et al. (2016) reported that
motivation, competence, and compensation have a significant relationship and
influence on improving human resource performance, because basically the main
objective of every organization in designing a compensation system is to motivate
employees in order to improve performance and retain competent employees to
stay in the organization/company. According to Hasibuan (2014), compensation
is all income in the form of money, materials of both direct and indirect form,
received by employees in return for services provided to the company/organiza-
tion. The definition of motivation according to George (2013) is effort so that
someone can complete work with enthusiasm, because he wants to do it. With
compensation, the organization is expected to improve employee performance or
motivation to help achieve organizational goals. Furthermore, competence is a
set of capabilities that are oriented towards planning and action in achieving high
achievement (performance), serving, leading, managing, thinking, and being
adult attitude to produce of performance achievement of effective, efficient and
economical.

Habaora (2015) stated that to improve performance, motivation encourages
to improve work methods based on competence as an effort to improve
performance and accept consequences in the form of compensation, means to
improve the performance of someone who is motivated based on competence

and compensation to achieve work goals. Danila & Riwukore (2019) stated that
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in principle, a person’s performance is determined by the level of ability
(competence) which is based on motivation and the consequences of work results
in the form of compensation. Thus a person’s motivation can have a direct effect
on performance because they are able to show reliable performance which is
often called intervening motivation. For this, it is necessary to do in-depth
research related to motivation as an intervening variable on the performance of
BPS partners with its locus at the BPS Office of Kota Lubuklinggau, South

Sumatra Province, Indonesia.

2. LITERATURE REVIEW

2.1 Performance

Mulyadi (2015: 109) stated that performance (achievement) is a result of
work achieved by an individual in carrying out his duties which are assigned to
him based on skills, experience, and sincerity. According to Wibowo (2015: 2),
performance is a series of employee behavior values that contribute, both
positively and negatively to the completion of organizational goals. Performance
can also be understood as a process that is referred to and measured over a
certain period based on predetermined terms or agreements (Edison, 2016:190).
Irham (2016: 226) stated that work results that have a strong relationship with
organizational strategic objectives, community satisfaction and economic contri-
bution can be interpreted as performance. Kasmir (2016: 182) stated the same
thing, that performance is the result of work and behavior that has been achieved
in completing the tasks and responsibilities given in a certain period. Perfor-
mance itself can also be understood as the result of a process that directs and is
measured over a certain period of time in accordance with predetermined terms
and agreements. Thus, performance in human resource can be defined as work
performance or output, both the quality and quantity produced by individuals
within a certain time in carrying out their work in accordance with the
responsibilities obtained. In an organization, it cannot be denied that the quality
factor of performance management has an effect as a driven force which is able
to accelerate in that direction. Good quality performance cannot be obtained by
just turning the palm of the hand but it must be done with hard work and high
discipline, both in the short and long term.
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2.2 Competence

Busro (2018: 25) stated competence is knowledge of how to do work
effectively. Sutrisno (2017: 203) stated that competence is a basic characteristic
of a person that enables him to provide superior performance in a particular job,
role, or situation. Etymologically, the word competence comes from English
competence which means well qualified or capability, and in Indonesian, it can
be translated into qualified or capable (Nuryani, 2018). Palan (2003: 15) stated
that competence is a set of knowledge, skills, and behaviors that must be
possessed, moved, and controlled by employees or executors in a professional
manner. Thus competence can be understood as a skill or expertise. The
definition of competence according to the Head of the State Civil Apparatus
Agency (BKN) Number 46A of 2003 is the ability or characteristics possessed by
a state civil apparatus in the form of knowledge, skills, and behavioral attitudes
needed in carrying out their duties so that civil apparatus can carry out their
duties professionally, effectively and efficiently. Law Number 13 of 2013 con-
cerning Manpower Article 1 paragraph (10) confirms that competence is the
work ability of each individual which includes aspects of knowledge, skills, and
work attitudes in accordance with established standards. Riwukore (2010) stated
that competence is a standard requirement that must be met by individuals in
order to be able to carry out their main tasks and functions appropriately. In
other words, competence includes a number of attributes inherent in individuals,
namely in the form of a combination of knowledge, skills and behavior as a
means that can be used to improve performance. Based on the variety of
opinions regarding the definition of competency, it can be concluded that
competence is the ability to carry out a task or job based on knowledge, skills,
and is supported by the attitudes that characterize the individual. This is same
from that stated by Wijayanto et al. (2018) stated that competence is an
underlying characteristic that includes at least five types of competency charac-
teristics, namely motives, attitudes, self-concept, knowledge and skills.

2.3 Motivation

Motivation is the willingness to issue a high level toward organizational
goals conditioned by the ability of that effort to fulfill individual needs
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(Sedarmayanti, 2017). Motivation can be understood as a force that strengthens
behavior, provides direction for action, and a trigger to keep trying. Hasibuan
(2014: 143) stated that motivation is the give of a driving force that creates a
person’s work enthusiasm so that they are willing to work together, work
effectively, and are integrated with all efforts to achieve satisfaction. Sutrisno
(2017: 110) explains that motivation is a factor that encourages someone to do
certain activities. Motivation is one of the determining factors in shaping the
attitude and behavior of every individual in an organization/company. Etymologi-
cally, the word motivation comes from the Latin word “movere” or is interpreted
as “impulse or driving force”, so that motivation can be interpreted as providing
the driving force that creates the excitement of a person’s work, so that they are
willing to work together, work effectively and are integrated with all efforts to
achieve satisfaction (Hasibuan, 2003:92). Luthans (1997:19) stated that work
motivation is an attempt to get additional income or psychological incentives to
cover insufficient needs. Riwukore (2010: 62) asserts that motivation is a strong
force (impulse) from oneself to carry out an activity. Thus motivation can be
interpreted as a driving force from within an individual who is influenced by
external (environmental) factors so that a person decides to do or not do
something. Zamzam et al. (2018: 211) explains that activities carried out by
someone as a motivation or attitude for someone to do something are always
connected with motivation, the attraction of the external environment that
causes someone to do or not do something. This is to confirm the definition of
motivation put forward by Armstrong (2014) that underlies someone is moti-
vated to do something individually is the desire to have something. The same
thing was also stated by Danila and Riwukore (2019: 42) that motivation is a
condition that moves employees who are directed to achieve organizational goals
(work goals). Motivation is formed from an employee’s attitude that he must be
mentally and physically ready to understand the main goals and work targets to
be achieved. Riwukore and Habaora (2019: 5) say that a person’s motivation in
doing business is determined by economic, social, and entertainment motives.
Riwukore and Habaora (2018: 95) explain that economic motivation is oriented
towards income value, social motivation is oriented towards the desire to
improve community social status, and hobbies motivation is oriented towards

enthusiasm or desire and hobbies or to fill spare time. Habaora (2020: 10-11)
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stated that high motivation refers to economic motivation, moderate motivation
refers to social motivation, and low motivation refers to entertainment motiva-
tion. Thus individual motivation consists of three stages, namely: (1) a stimulat-
ing state in an organization that arises because of bodily needs, environmental
stimuli, or mental events such as thinking and memory; (2) behavior that is
generated and directed by the circumstances that encourage and exist in the
organization; and (3) the goals that are the direction of the behavior. Thus every
behavior is based on certain motivations and each individual behavior is strongly
influenced by the characteristics of the himself. Tsani F (2013: 16-17) stated that
motivational and hygiene driving factors are motivational factors such as one’s
job, success achieved, growth opportunities, advancement in career and recogni-
tion of others, while hygiene (maintenance) includes a person’s status in the
organization, the relationship between an employee and his superior, the rela-
tionship between a person and his fellow workers, supervisory techniques applied
by supervisors, organizational policies, administrative systems in the organiza-

tion, working conditions and the applicable reward system.

2.4 COMPENSATION

Compensation is a broad term related to financial rewards (financial review)
received by people through their employment relationship with an organization
(Afifuddin, 2017:154). Wibowo (2015: 289) argued that compensation is what
workers receive in exchange for their contribution to the organization. Compen-
sation is calculated based on job evaluation, the calculation of compensation
based on job evaluation is intended to obtain compensation that is close to worth
and equity or in other words compensation is an activity of providing remunera-
tion to employees. Sari and Touana (2017) stated that by creating a good and
healthy organizational condition and maintaining employee commitment, em-
ployee satisfaction is an important aspect of the organization and compensation
has an important meaning because compensation reflects the organization’s
efforts to maintain and improve the welfare of employees. Furthermore, it was
reported that experience shows that inadequate compensation can reduce work
performance, work motivation, and employee job satisfaction, and can even

cause potential employees to leave the organization. According to Yani (2012),
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the objectives of effective compensation management are to obtain quality
personnel, retain existing employees, ensure fairness, respect for desired behav-
ior, control costs, follow legal rules, facilitate understanding, and improve
administrative efficiency. The essence of compensation according to Handoko
(2011) is anything that employees receive in return for their work. Desler (2015:
417) describes compensation as all forms of payment or rewards given to
employees and arising from their employment relationship. In other words,
compensation is the provision of remuneration, either directly in the form of
money (financial) or indirectly in the form of a reward (non-financial). In
general, compensation can be interpreted as a form of payment and reward to

each individual based on performance capabilities and established regulations.

3. RESEARCH METHODS

3.1 Location

This research was conducted for 6 months, from June to December 2019 at
the Office of Central Statistics Agency of Kota Lubuklinggau, South Sumatra
Province. Determination of the population in research according to Sugiyono
(2017) is a generalized area consisting of objects or subjects that have certain
qualities and characteristics determined by the researcher to be studied and then
to draw conclusions from. The population in this research were all 133 partners

of the Office of Central Statistics Agency in Kota Lubuklinggau.

3.2 Types and Sources of Data

This research is an explanatory research regarding the measurement of the
readiness level of e-learning participants using a model of relationship between
variables which is the result of the development of previous studies and existing
theories. Explanatory research or also called explanative research is a research
that examines each variable in-depth in order to obtain results regarding whether
there is a relationship between the symptoms obtained from each variable. The
type of data used in this study is quantitative data obtained from primary data
and secondary data as supporting data for this research. Primary data is data
obtained from direct sources, such as data obtained from questionnaires distrib-
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uted to and filled in by respondents, while secondary data is data obtained from
literature and processed data such as previous studies, journals, and collected
articles from searching on the internet relevant to the research. Source of data
is from distributing questionnaires and observations. Questionnaire data collec-
tion is done by distributing a list of questions to respondents. This questionnaire
is intended to obtain informative answers from respondents from the partners in

Office of Central of Statistics Agency.

3.3 Data Analysis Techniques

Furthermore, the data and facts from the collected questionnaires will be
tested using SEM data analysis techniques. The SEM analysis stage itself must go
through at least five stages (Latan, 2013:42), namely: (1) model specifications;
(2) model identification; (3) model estimation; (4) evaluation of the model; (5)
modification or specification of the model. Basically this research consists of
three stages and is run by referring to the SEM steps above and adding some
basic steps outside of SEM.

3.4 Hypothesis

The hypothesis that underlies this research can be noted as follows.

H1 = Compensation toward motivation (influential and significant)

H2 = Compensation for performance (not influential and insignificant)

H3 = Competence towards motivation (influential and insignificant)

H4 = Competence toward performance (influential and significant)

H5 = Compensation and competence together have an effect on motivation
Heé
H7

Motivation towards performance (influential and significant)

Nk W=

Compensation, competence, and motivation together have no effect

3.5 Results
3.5.1 Compensation

Compensation is anything that an employee or worker receives in any form
as wages/income or compensation for services for the results/outputs given to the

organization. Thus, the existence of compensation is expected the organization
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to achieve the goals of employee performance or motivation. Types of compen-
sation for the partners of the BPS Office of Kota Lubuklinggau are presented in
Table 1.

Table 1 Types of Compensation for the Partners of the BPS Office

of Kota Lubuklinggau
No. Compensation Information
1  Health insurance administration There is none
2 Health insurance and work accident ~ Provided, depending on the type
insurance of survey activity being Carried
out

3 Pension/severance pay There is none

4 Holiday allowance There is none

5 Wages for work Provided

6  Transportation costs Provided

7 Training incentives Provided

Source: Central Statistic of Agency in Kota Lubuklinggau, 2019 (processed data)

The types of compensation for partners of the BPS Office of Kota
Lubuklinggau appear not to be fulfilled as a whole because the types of
compensation received by partners are only related to work wages, transporta-
tion costs, and training incentives, while there is no health insurance for partners.
If there is, it very much depends on certain activities such as accidents while
carrying out duties. Partners also do not receive pension/severance pay and
holiday allowances. Lack of guaranteed compensation like this can be an obstacle
to achieving optimal and maximum performance because partners are likely to
have low motivation even though they have high competence. Wibowo (2015:
289) stated that the size of the compensation received can affect employee
performance. Pratiwi et al. (2013) stated that in an effort to create good
performance, the organization should be able to fulfil the basic needs of
employees both spiritually and physically so as to stimulate high motivation and
be able to improve performance. Furthermore, Rachman and Suwoko (2019)
described that paying attention to employees by providing appropriate and fair
compensation will improve work performance and are expected to perform well.
Thus it is very necessary to fulfil the compensation for the performance carried
out by the partners from the BPS Office of Kota Lubuklinggau.
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3.5.2 Competence

Competence is very influential on one’s work performance as positive
attitude will have an impact on employee performance in their field of work.
Competence is the ability of employees measured on skills, knowledge, and work
attitudes to do tasks assigned by the organization which will ultimately have an
impact on employee performance (Wibowo, 2015:271). Azmy (2015) stated that
HR competencies that are reflected in the work or performance of individuals
created through their abilities (knowledge, skills, behavior, and attitudes) will be
able to distinguish between good quality or mediocre HR. Competitive advan-
tage depends on the actions of qualified individuals for the efforts to achieve
organizational goals (Hofrichter and Spencer, 1996). Riwukore et al. (2019),
Riwukore and Habaora (2019) stated that one of the indicators of the level of
competence can be seen from the educational background of individual employ-
ees. The competency indicators of the partners of the BPS Office of Kota
Lubuklinggau, South Sumatra, are presented in Table 2.

Table 2 Education Level of Partners of the BPS Office

of Kota Lubuklinggau
No. Education Level Frequency Percent
1 Postgraduation (Strata 2/S2) 1 0,75
2 Graduation (Strata 1/S1)/D4 71 53,39
3 Diploma (D3) 6 4,51
4 Senior High School 55 41,35
5 Junior High School 0 0
Total 133 100

Source: Central Statistic of Agency in Kota Lubuklinggau, 2019
(processed data)

Based on the educational background of the partners of the BPS Office of
Kota Lubuklinggau, most partners have competencies that may be very good
because they have 53,39 partners with Strata I (S1)/Diploma (D4) education and
4,51% with D3 education, and 0,75% who has a Strata II (S2) education. The
results of this study can be an indicator that most partners have competence.
Even so, most partners who are still considered as not having competence
because they still have senior high school education/equivalent (41,35%). In-
creasing competence from the training aspect is needed by partners to improve
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individual competence. Zamzam et al. (2017), Riwukore and Habaora (2018)
stated that increasing competence can be done in various ways, one of which is
through education and training, namely efforts to develop human resource,
especially to develop human personality and intellectual abilities. An employee’s
competence is reflected in the education and training he has attended. In
addition, the job demands of an organization/industry dynamically keep indi-
vidual employees/partners abreast of developments to fulfil these demands.
Purnomo et al. (2016) reported that education and training had a positive and
significant influence on competence with a contribution of influence of 80,2%,
and education and training through competence had a positive and significant
impact on performance with an impact contribution of 73,1% and the rest was
the influence of other factors.

3.5.3 Structural Equation Modelling (SEM) Analysis
Analysis of the Structural Equation Modelling (SEM) Full Model of the four

variables, namely the compensation variable, the competency variable, the
motivation variable and the performance variable from work partners the

Central Statistics Agency of Kota Lubuklinggau is illustrated in Figure 1 below.
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Figure 1 Confirmatory Factor Analysis (CFA) Full Model
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Figure 1 of the full model above shows that all indicators in the Full Model
have a standard loading value of >0.5 indicating a good convergent level of
validity. So, nothing drops and the results of Goodness of Fit in Table 3 show
that the GOF value is fit and accepted. This shows that it is a good structural
equation, and at the Critical Ratio (CR) value the model shows significance at the
level >1.96, namely the motivation variable towards the Performance of BPS
Partners in Lubuklinggau City. Therefore, that the following structural equation

is obtained:

Structural Equations:
Performance = -0,050 Compensation + 0,234 Competence + 0,241 Motivation + e

Substructural Equations:
Motivation = 0,443 Compensation + 0,006 Competence + e

The results of the estimation of the full model parameters in Figure 1
become a reference for testing the Hypotheses previously set, then the results of
proving the Hypothesis will be the final conclusion in this research, and
simultaneous testing using the Goodness of Fit criteria as listed in Table 3. Based
on Figure 1, it is known that all indicators of the full model has a significant
value >0.5. According to Wijayanto (2008), the standard factor load =0.5 is Very
Significant. Ghozali (2008) then stated that the standard loading factor 20.5
indicates a good level of convergent validity. Thus, the dimensions and indicators
in the CFA Model of exogenous constructs and endogenous constructs of
variables are declared valid and significant. Furthermore, the full estimation of
the simultaneous test model is carried out, namely the goodness of fit index of
exogenous variables and endogenous variables, as shown in Table 3 below.

Table 3 Goodness of Fit Index Full Model

Indicators Cut-off Value Result Conclusion
X? — Chi-square (df = 5, p = 0,0000) < 41,40 1315,830 Marginal fit
Sign. Probability = 0.05 0,000 Marginal fit
Df =0 734 fit
GFI = 0.80 0.832 fit
AGFI = 0.80 0,817 fit
CFI = 0.85 0,718 Marginal fit
TLI/NNFI = 0.85 0,701 Marginal fit
NFI = 0.85 0,538 Marginal fit
IFI = 0.80 0,724 Marginal fit
RMSEA < 0.08 0,077 fit
RMR < 0,05 0,0478  fit
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Based on testing in the AMOS program, the test results for each parameter
are shown in Table 4.

Table 4 The Test Results for Each Parameter

Estimate  S.E. C.R. P Label

Motivation <--- Compensation 443,203 2,181 1,029
Motivation <--- Competence ,006 ,097 ,063 950
Performance <--- Competence 234,108 2,157 ,031
Performance <--- Motivation 241 120 2,013,044
Performance <--- Compensation -,050 ,184 -271 ,786

4. DISCUSSION

Based on the results of Amos calculations, the estimated effect of compen-
sation on the motivation of the partners of the BPS Office of Kota Lubuklinggau
is 0,443 and the CR value is 2,181 and the t table value > 1,96. The results
showed that there was a significant influence of compensation toward motiva-
tion. This means that the first hypothesis can be accepted because it has a positive
correlation value between compensation toward motivation of the partners of
the Lubuklinggau City BPS Office. Acceptance of the first hypothesis is supported
by the results of data processing which shows a probability value of 0,029 <0,05
and a CR value of 2,181> 1,96. The results of this study are not much different
from the results of other studies that on average state that there is a relationship
between compensation toward employee motivation (Aamir et al., 2012; Khan
and Mufti, 2012; Rizal et al., 2014; Negash et al., 2014). If there are differences
in the level of motivation when it comes to compensation, it is only influenced
by differences in levels of employees in an organization (Sharma, 2013). Accord-
ing to Wulansari et al. (2014), if employees’ perceptions of compensation
increase, their motivation will increase. Thus, the Lubuklinggau City BPS Office
can optimize the compensation system currently being provided. The existence
of a reward model that is more in line with what partners need will result in an
increase in partner motivation. Matters that need to be improved are certainties
regarding health insurance, holiday allowances, and severance pay/pensions
which so far have not been included in the compensation model at the
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Lubuklinggau City BPS Office. In addition, the Lubuklinggau City BPS organiza-
tion can try new alternatives in the compensation system including the provision
of a canteen/cafeteria for employees, communication allowances, provision of
supporting partner infrastructure/accommodation, and an intensive system for
achieving above average workloads.

Estimated effect of compensation for human resource of BPS Office partners
in Lubuklinggau City is on the performance of -0,050 and CR of -0,271 where
the t-table value > 1,96. This explains that there is no positive and significant
effect between compensation toward performance. The results of Amos analysis
are also supported by the results of data processing which show that the
probability value is 0,76> 0,05 and the CR value is -0,27 <1,96. Thus the
second hypothesis (there is a relationship between compensation toward perfor-
mance) is rejected. The second hypothesis is rejected because there is no positive
correlation between compensation toward performance of BPS partners in
Lubuklinggau City. The results of this study are the same as those reported by
Riyadi (2011), Mutmainah (2013), and Mundakir and Zainuri (2018) who stated
that compensation does not affect employee performance. The estimation of the
influencing factor is the partner’s competency which is on average still low
because most of the partners have a high school education background/equiva-
lent, and all partner compensation needs have not been fulfilled. In addition, it
is likely that partners work not to seek compensation because most importantly
partners can have jobs. Mundakir and Zainuri (2018) stated that even though the
compensation given is quite a lot, employee performance is not affected because
employees already feel that the compensation is a right that they deserve. Thus,
an alternative that can be recommended from the results of this study is an
intensive system setting based on average workloads in order to affect the
improvement of the quality and quantity of performance.

The estimated influence of competence toward motivation is 0,006 and CR
0,063 and the t table value > 1,96. This means that there is a positive but
insignificant influence between competence toward the motivation of work
partners of the office of BPS, Lubuklinggau City. The results of this estimate are
also in accordance with the results of data processing with a probability value of
0,950 > 0.05 and a CR value of 0,063 <1,96. Thus the third hypothesis is
accepted because there is a positive correlation between the competence toward
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motivation of the partners of the office of BPS Lubuklinggau City. The results of
this study are in accordance with those reported by Dwiyanti et al. (2019) who
stated that competence has a real and significant effect on work motivation. This
situation is closely related to the competence of some partners of the Lubuklinggau
City BPS Office, which are more dominated by partners with diploma, bachelor,
and master backgrounds so that they can influence other partners in the
organization. This argument is in accordance with Wibowo (2015) stating that
there are two main factors affecting motivation, namely (1) employees, consisting
of abilities, knowledge, character and characteristics, emotions, moods, beliefs
and values; and (2) work, including the physical environment, assigned tasks,
organizational approaches to superior recognition and recognition, supervision,
guidance, and organizational culture.

Estimation of the influence of the competence of human resource partners
of the BPS Office of the City of Lubuklinggau toward performance is 0,234 and
the value of CR is 2,157, where the t-table value > 1,96. The results showed that
there was a positive and significant influence between competence toward
performance. The condition of this research is supported by a probability value
of 0,031 < 0,05 and a CR value of 2,157 > 1,96. Thus, the fourth hypothesis
is accepted because there is a positive correlation between the competence
toward performance of the partners of the BPS office of Lubuklinggau City. The
acceptance of this hypothesis is in accordance with the results of research
reported by Nirmalawati (2009) and Valentina et al. (2018), which stated that
there is a significant positive relationship between competence toward perfor-
mance with a contribution percentage of > 73%. The competence referred to
will affect the performance of partners, the level of performance has increased
in each period, and the performance of the organization continues to improve.
Riwukore (2010) stated that competence is a special attribute such as knowledge
and skills that are used to show the ability to perform at the job being done.
Fathurrochman (2017) described that competence is the ability to carry out work
in accordance with the education and or training that has been experienced to
achieve maximum performance.

Based on the results of Amos calculations, the estimated effect of compen-
sation and competence of BPS Office of Lubuklinggau City partners toward
motivation is 0,241 and CR is 2,013 where the t-table value is > 1,96. That
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means, there is a positive and significant influence between compensation and
competence to motivation. Thus the fifth hypothesis is accepted. This is rein-
forced by the results of data processing which show a probability value of 0,044
< 0,05 and a CR value of 2,013 > 1,96. The results of the study are the same
as those reported by Ngatemin and Arumwanti (2013) in which there is a
positive and significant relationship between compensation and competence
variables toward work motivation, meaning that these two variables are very
decisive in increasing the work motivation of partners of the BPS Office in
Lubuklinggau City. The magnitude of the influence of compensation and compe-
tence can be used as a guide as an effort to increase the work motivation of
partners. Wulansari et al. (2014) stated that if the compensation is good, it will
have a positive impact on employee work motivation, and according to Komara
(2019), if there is good individual competence, it is hoped that a person’s work
motivation can increase even better in carrying out his job.

Estimation of the effect of work motivation on partner performance results
in the criteria for the value of goodness of index (fit value) of only 5. That is,
there is no positive and significant influence between work motivation on partner
performance. The results of this study mean that if the work motivation of the
partners is increased or not increased, it will not affect the performance of the
partners. The results of this study are not in accordance with those reported by
Azar and Shafighi (2013) and Agusta (2013) that there is a positive and
significant influence between work motivation on employee performance. The
factor that may influence is compensation that has not been based on perfor-
mance because every partner who works well still do not guarantee them to get
higher compensation. In addition, partners consider that they only want to get
a job, and competencies such as educational background are not yet a prerequi-
site for differentiating compensation. Luhur (2014) stated that this negative
employee perception causes no influence of motivation on employee perfor-
mance (partners). Thus, it is necessary to do competency-based human resource
management and compensation to increase motivation for performance results.

Estimating the effect of compensation, competence and motivation together
on the work partner performance of the Lubuklinggau City BPS Office, the
Goodness of Index criteria obtained only fit 5 criteria and did not fulfil at least
7 criteria. The results of this study explain that there is no positive and
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significant effect between compensation, competence, and motivation together
on the work partner performance of the Office of the Central Bureau of
Statistics, Lubuklinggau City. The results of this study are in line with those
reported by Riyadi (2011), Mutmainah (2013), Luhur (2014), and Meutia et al.
(2016) stating that partially or jointly there is no real and negative effect on the
relationship between compensation, competence, and motivation on employee
(partner) performance. The influencing factor is compensation that has not
satisfied partners, as most partners have competencies with sufficient educational
background and perhaps minimal experience, and there is no difference in the
quality and quantity of performance achievement. Mundakir and Zainuri (2018)
stated that the size of the compensation received has no effect on performance
because employees work not only to seek compensation. Valentina et al. (2018)
stated that there are more dominant factors such as leadership style, work
environment, organizational culture, job satisfaction, and so on which have a
higher determination value than compensation, competence, and motivation to
improve performance. Luhur (2014) reported that 92.4% of performance achieve-
ment is influenced by other factors besides motivation, compensation and

competence.

5. CONCLUSION

Based on the results of the analysis and statistical testing of motivation
research data as an intervening variable on the performance of the partners of
the Central Bureau of Statistics, Lubuklinggau City, South Sumatra, it can be
concluded that (1) aspects of compensation and competence have not become a
serious concern of the Central Bureau of Statistics for its partners; (2) there is
a positive and significant relationship between compensation toward motivation,
competence toward performance, compensation and competence together to-
ward performance. On the other hand, it appears that there is no positive and
significant effect between compensation toward performance, motivation toward
performance, compensation-competence-motivation together toward performance,
and also there is a positive but not significant influence between competence
toward motivation. The results of this study indicate that there needs to be an
improvement in competence and compensation from the Office of the Central
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Bureau of Statistics of Lubuklinggau City to its partners to affect the increase in
motivation to produce good and maximum performance. Compensation im-
provement can be done by understanding individual motivational characteristics
which are formed from the need for safety, respect, autonomy, self-actualization,

and socialization.
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