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ABSTRACT

This study analyzes the influence of human resource (HR)
competence and work motivation on employee performance with
organizational culture as a mediating variable. The study was
conducted at the South Sumatra Provincial Education Office using a
quantitative approach with a survey method of 115 employees. Data
was analyzed using the Partial Least Square-Structural Equation
Modeling (PLS-SEM) technique. The results of the study show that
competence has a significant influence on employee performance, but
does not directly affect organizational culture. In contrast, work
motivation is key in shaping organizational culture and significantly
improving employee performance. Organizational culture was found

to play an important mediating role in strengthening the relationship
between work motivation and employee performance. Still, it was not
significant in the relationship between competence and performance. These findings highlight the
importance of developing competencies, work motivation, and an inclusive organizational culture in
improving employee performance. Organizations are advised to implement training that integrates
competencies with organizational cultural values, provides rewards that encourage motivation, and
builds a work environment that supports collaboration and innovation. This research contributes to
developing human resource management strategies in the public sector to achieve superior
performance.

A. INTRODUCTION

Human resources (HR) are the main element that is the foundation of organizational
success, both in the public and individual sectors. HR has an important role in determining the
achievement of the organization's long-term goals. As stated by Abdullahi et al. (2022),
employees are the main movers who manage various aspects of the organization to ensure
sustainability and success. Quality human resources with high motivation are strategic assets
in achieving organizational goals effectively (Astriani et al., 2023). Therefore, professional
human resource management is the main need in creating harmony between the interests of
the organization and employees (Mappamiring et al., 2020) and every organization certainly
wants human resources who can work optimally to support the achievement of organizational
goals effectively and efficiently (Ingsih et al., 2022).

Organizations must have superior human resources in increasingly fierce job competition
to ensure a competitive advantage. HR needs to be empowered to support productivity and
efficiency, as revealed by Hajiali et al. (2022), who mentioned HR management's importance
in overcoming organizational obstacles and supporting strategic achievement. Competence,
work motivation, and organizational culture are key factors that affect employee performance.
With effective management, these three elements can encourage continuous performance
improvement (Paais & Pattiruhu, 2020).
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Employee performance directly impacts the organization's success, including
productivity, efficiency, and innovation. High-performing employees can drive customer
satisfaction and maintain a competitive advantage (Priyadharsan & Nithiya, 2020). As stated
by Hameed et al. (2020), employee performance is a measure of value creation that reflects
the overall contribution to the organization. For this reason, strategic efforts such as creating
a conducive work environment and improving employee competence are essential (Parashakti
et al., 2020).

The human resource competency gap at the South Sumatra Provincial Education Office
found that some employees did not understand work procedures and were not fully competent
in operating modern equipment. This is an obstacle in the implementation of duties by their
responsibilities (Hajiali et al., 2022). As a key element of HR success, competencies include
cognitive, emotional, and social abilities that can be developed over time (Firdausa et al.,
2024). In this context, competency development is essential to ensure the effectiveness and
professionalism of employees, especially in strategic positions (Parashakti et al., 2020).
Findings by several studies such as (Vijh et al., 2022; Nguyen et al., 2020; Rusmayanti et al.,
2022; Sudiarso, 2022; Idayanti et al., 2020; Nugroho et al., 2021; Herwina, 2022; Setiawan et
al., 2022) shows that competence has a significant effect on employee performance.

Work motivation is also a challenge, with the finding that there are no adequate awards
for outstanding employees and strict sanctions for violations. This condition can reduce
employee morale and loyalty (Paais & Pattiruhu, 2020). As revealed by Pacher et al. (2024)
motivation is considered an important aspect in the work process that deserves attention in the
modern concept of performance measurement. Motivation is recognized as a supporting
aspect of organizational productivity and competitiveness (Kudaibergenov et al., 2024). When
employees are motivated, they tend to deliver the best performance that has a positive impact
on the achievement of their organizational goals (Layek & Koodamara, 2024). A study by
Ibitomi et al. (2022) that employee motivation acts as an important organizational tool that
motivates and utilizes human resources to achieve organizational goals. Several studies have
found evidence of a relationship between motivation and performance in various jobs and
significant to performance (Pancasila et al., 2020; Adiguzel & Cakir, 2022; Kumari et al., 2021;
Susanto & Nopiyanti, 2020; Kuswati, 2020; Sardjana et al., 2019; Chien et al., 2020;
Alshammari & Asaari, 2024; Sitopu et al., 2021).

Organizational culture also shows weaknesses, with the phenomenon of employees' lack
of understanding of the organization's mission. Ineffective internal communication hinders
collaboration between employees, superiors, and the community. As an embodiment of core
values, norms, and beliefs, organizational culture has a great influence on employee
motivation and performance (Miao & Zhang, 2024). A strong culture can create an innovative
and collaborative work environment (Fidyah & Setiawati, 2020). In this study, the researcher
will focus on and examine the role of organizational culture as a mediating variable for factors
that affect employee performance, namely HR competence and work motivation. The results
of the search conducted by researchers are very few, and other researchers place the
organizational culture variable as a mediating variable. Some of the research that can be used
as a reference are (Lockhart et al., 2020; Virgiawan et al., 2021; Aggarwal & Agarwala, 2023;
Hilman et al., 2020; Upadhyay & Kumar, 2020; Ali et al., 2021) found that organizational culture
plays a role as a mediation variable. Then the findings by (Hamzah et al., 2021) show that
Islamic organizational culture significantly mediates the influence of Islamic work ethic on
employee performance but does not mediate the influence of Islamic leadership on employee
performance significantly.

In addition, several meta-studies on the relationship between organizational culture and
performance have found that a balanced organizational culture is essential for improving
performance outcomes (Reino et al., 2020). In a study researched by (Hendrato et al., 2021;
Lau et al., 2020; Purnomo et al., 2020; Santoso & Soehari, 2020) revealed that organizational
culture has a significant effect on employee performance. Empirical studies by (Sapta et al.,
2021) show different results that organizational culture is not significant to performance.
Furthermore, organizational culture affects how workers communicate in the workplace
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(Naveed et al.,, 2022). Workplace culture also promotes healthy competitiveness in the
workplace (Al Halbusi et al., 2020; Hassani & Mosconi, 2022). In this case, a leader needs to
direct motivation by creating an organizational climate through the formation of a work culture
or company culture, so that employees feel encouraged to work harder to achieve a high level
of performance (Paais & Pattiruhu, 2020).

Based on this phenomenon, this study aims to examine the relationship between
competence, work motivation, and organizational culture in influencing employee performance.
Organizational culture is positioned as a mediation variable to identify the extent of the
influence of competence and work motivation on employee performance. This study is
important considering the lack of research that places organizational culture as a mediating
variable (Lockhart et al., 2020; Hamzah et al., 2021).

The results of this study are expected to provide deeper insights into human resource
management strategies in the public sector. By integrating competency development,
increasing work motivation, and strengthening organizational culture, organizations can create
a productive work environment and support the achievement of strategic goals.

B. THEORETICAL STUDY
Resource-Based Theory (RBT)

Resource-Based Theory (RBT) was initially proposed by Wernerfelt (1984) in A
Resource-Based View of the Firm and further developed by Barney (1991) in Firm Resources
and Sustained Competitive Advantage. The theory explains that an organization’s sustainable
competitive advantage derives from unique internal resources and capabilities that are difficult
for competitors to imitate. The resource-based view (RBV) emphasizes how firm-specific
assets, resources, and capabilities contribute to sustainable competitive advantage
(Giustiziero et al., 2023). Organizations possessing resources that are valuable, rare, difficult
to imitate, and non-substitutable can achieve sustained competitive advantage and superior
performance (Zhang et al., 2021).

RBT focuses on four key concepts. First, internal resources, including physical assets,
knowledge, skills, technology, and reputation, should satisfy the VRIN criteria: Valuable, Rare,
Inimitable, and Non-substitutable. Second, such resources can generate sustainable
competitive advantage. Third, organizational capabilities enable firms to effectively manage,
combine, and deploy resources through internal processes, systems, and organizational
culture. Fourth, isolating mechanisms, such as patents, copyrights, or complex organizational
processes, protect valuable resources and capabilities from imitation by competitors.

Resource-Based Theory (RBT) is applied in this study to explain how an organization’s
internal resources and capabilities can contribute to achieving superior performance and
sustainable competitive advantage. The theory assumes that resources that are valuable, rare,
difficult to imitate, and non-substitutable can become strategic assets that strengthen
organizational performance (Barney, 1991; Wernerfelt, 1984). In this study, the variables
examined are viewed as organizational resources or capabilities that enable the organization
to utilize its assets more effectively and create value. Thus, RBT provides a theoretical basis
for explaining the relationship between the independent variables and the dependent variable.
The theory suggests that organizations with stronger strategic resources and capabilities are
better positioned to improve efficiency, respond to environmental challenges, and achieve
better outcomes. Therefore, RBT serves as the underlying theoretical framework for examining
how the resources and capabilities identified in this study contribute to the achievement of the
research outcome.

Employee Performance

Employee performance is a key factor in organizational success. It refers to the actions
or processes through which tasks, responsibilities, and obligations are performed (Hassan et
al.,, 2020). According to Alkandi et al. (2023), performance encompasses actions used to
evaluate employees’ competence in successfully completing assigned tasks, their contribution
to organizational financial outcomes, and the effective and efficient utilization of organizational
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resources. Employee performance also reflects value-added work outcomes measured by
quantity, quality, efficiency, and effectiveness (Saban et al., 2020).

Performance involves evaluating the quantitative and qualitative implementation of
planned efforts and their outcomes to achieve organizational objectives (Kudaibergenov et al.,
2024). Adiguzel & Cakir (2022) define performance as the output or work results achieved
through a process over a certain period, indicating the extent to which organizational goals or
specific tasks have been accomplished. Highly motivated employees can improve work quality
and contribute to organizational goal achievement (Bredenkamp et al., 2023). Task-related
behavior may also be evaluated through performance rewards, which can subsequently
enhance employee performance (Hameed et al., 2020).

Based on these definitions, employee performance can be synthesized as the evaluation
of task execution and planned outcomes, encompassing quantitative and qualitative aspects.
In this study, employee performance indicators are adapted from TR Mitchell and developed
by Zaenudin & Widigdo (2022), including promptness, initiative, and communication, as well
as work quality, work quantity, knowledge, cooperation, and effectiveness adopted from
Hewagama et al. (2019) and Rubel et al. (2020).

Competence

Competence, a concept popularized by David McClelland in 1973, focuses on a broad
set of characteristics beyond traditional intelligence testing to predict performance (McClelland,
1973). The term competence originates from the word “competent,” which refers to the ability
to perform or demonstrate capability. This ability refers to an individual’s capacity to behave
and act in ways that help them achieve their goals (Amrutha & Geetha, 2021; Gonzalez-
Gonzalez & Garcia-Almeida, 2021). Thus, competence is defined as the ability to apply
knowledge, skills, and attitudes to achieve observable outcomes (Kipind et al., 2024).
Competence can also be understood as an individual's capacity to perform and successfully
accomplish assigned tasks (Ahti et al., 2023). The ability to adapt to and manage change
requires skills to develop new solutions when facing challenges and emerging situations (Ahti
et al., 2023). In other words, competence refers to possessing specific skills and knowledge
required to perform a job (Windon & Buchko, 2022). Competence is determined by an
individual’s ability to utilize two types of resources, namely environmental resources and
individual resources (Flacandi et al., 2024).

Based on these definitions, competence can be concluded as an individual’s ability to
apply knowledge, skills, and attitudes in performing tasks and achieving desired outcomes.
Competence encompasses the capacity to adapt, develop new solutions in changing
situations, and possess relevant skills and specialized knowledge required for the work
performed.

Motivation

Work motivation refers to an individual's desire or expectation that generates the
willingness and drive to work optimally in fulfiling responsibilities toward an organization.
Motivation provides psychological support that encourages individuals to act toward achieving
their goals (Ingsih et al., 2022). Individuals are extrinsically motivated to exert effort when they
expect that their efforts will produce favorable outcomes (Vroom, 1964).

The term motivation originates from the Latin word movere, meaning “to move,” and
encompasses the process of sustaining goal-directed behavior. While a motive represents an
internal mental state, motivation reflects the dynamic force that drives individuals toward action
(Dérnyei & Henry, 2022). Motivation is a driving force that encourages individuals to devote
their energy toward achieving specific goals (Astriani et al., 2023) and represents an inner
desire that stimulates action (Hajiali et al., 2022). It is also a force that enables individuals to
act toward particular objectives (Indahingwati et al., 2019). Employee motivation refers to the
force that drives employees to achieve organizational goals and targets (Layek & Koodamara,
2024). Furthermore, motivation involves the stimulation, direction, and maintenance of work-
related employee behavior (Adiguzel & Cakir, 2022).
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Thus, motivation can be defined as a dynamic driving force originating from individual
desires that sustains goal-directed behavior and encourages employees to achieve
organizational objectives through work-related behavior.

Organizational Culture

Organizational culture serves as a shared reference that guides how individuals interact
within an organization. When people join an organization, they bring values and beliefs shaped
by their previous experiences. Organizations develop structures based on norms, values, and
goals, which contribute to the formation of organizational culture (Shuaib & He, 2021).
Organizational culture can also be understood as the established habits and practices within
an organization (Paais & Pattiruhu, 2020). Since each organization has distinct patterns and
traditions, organizational culture consists of fundamental assumptions and beliefs shared by
employees and developed to address external adaptation and internal integration (Limaj &
Bernroider, 2019).

Understanding an organization requires examining its culture, as it provides insight into
how the organization functions. Organizational culture represents core values, belief systems,
and behavioral norms that reflect shared cognition and behavioral standards within an
organization (Miao & Zhang, 2024). It also refers to the values, beliefs, and behaviors that
shape how individuals interact and collaborate at work (Reino et al., 2020). Misalignment
between organizational culture and its principles, beliefs, work methods, communication, and
strategic direction may limit organizational effectiveness (Upadhyay & Kumar, 2020).
Therefore, organizational culture plays an important role in employee performance (Bhardwaj
& Kalia, 2021).

Thus, organizational culture can be defined as a combination of values, beliefs, and
behavioral norms that shape how individuals interact and work together, while cultural
alignment is essential for organizational effectiveness and employee.

Research Hypothesis
From the background and study of previous research, the following hypotheses can be

formulated:

H1: There is an influence of HR competence on employee performance at the South Sumatra
Provincial National Education Office.

H2: There is an influence of work motivation on employee performance at the South Sumatra
Provincial National Education Office.

H3: There is an influence of HR competence on organizational culture at the South Sumatra
Provincial National Education Office.

H4: There is an influence of work motivation on organizational culture at the South Sumatra
Provincial National Education Office.

H5: There is an influence of organizational culture on employee performance at the South
Sumatra Provincial National Education Office.

H6: There is an influence of HR competence on employee performance through the
mediation role of organizational culture at the South Sumatra Provincial National
Education Office.

H7: There is an influence of work motivation on employee performance through the role of
organizational culture mediation at the South Sumatra Provincial National Education
Office.

C. RESEARCH METHODS

This research was conducted at the South Sumatra Provincial Education Office from July
to December 2024. The method used is a survey with a closed questionnaire to measure
competency variables, work motivation, organizational culture, and employee performance.
The population of this study is 161 Civil Servants (PNS) at the South Sumatra Provincial
Education Office, with a sample of 115 employees who were randomly selected using a
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proportional random sampling technique based on the Slovin formula at a significance level of
5% (a =0.05).

Competence is measured through indicators of knowledge, skills, work attitudes,
experience, beliefs, and values (Zaenudin & Widigdo, 2022; Vijh et al., 2022; Parashakti et al.,
2020). Work motivation is divided into two dimensions: intrinsic (desire to succeed,
responsibility, desire to grow) and extrinsic (policy, supervision, interpersonal relationships,
salary, recognition) (Maryani et al., 2021). Organizational culture is measured based on
indicators such as human orientation, adaptation, mission, values, individual initiatives,
direction, integration, and organizational support (Robbins, 2019; Tika, 2014; Hosseini et al.,
2020; Sapta et al.,, 2021). Employee performance is assessed through speed, initiative,
communication, quality and quantity of work, knowledge, cooperation, and effectiveness
(Zaenudin & Widigdo, 2022; Hewagama et al., 2019; Rubel et al., 2020).

The data was analyzed using the Partial Least Square (PLS) technique in Structural
Equation Modeling (SEM) which allows the analysis of complex models without requiring data
normality. The evaluation is carried out in two stages: the outer model for validity and reliability,
and the inner model to test the causal relationship between variables. The hypothesis is tested
by bootstrapping at a significance level of 5%.

D. RESULTS AND DISCUSSION
Outer Model Analysis

The initial stage in processing quantitative data from surveys is the analysis of
measurement models, which are often referred to as validity and reliability tests. Validity was
evaluated through average variance extracted (AVE) and outer loading values, while reliability
was measured using Cronbach'’s alpha and composite reliability. This stage is an important
step to ensure that the data used meets the expected quality standards.

Table Measurement Model Analysis Result

Constuct  Suter CA CR AVE
oading
Competence (KO) 0.857 0.893 0.581
Knowledge 0.756
Skills 0.753
Work attitude 0.726
Experience 0.765
Self-confidence 0.773
Organizational values 0.798
Work Motivation (MK) 0.875 0.901 0.532
Desire for success 0.745
Responsibility 0.724
Desire to grow 0.760
Policy and administration 0.721
Supervision 0.741
Interpersonal relationships 0.716
Salary 0.714
Confession 0.714
Organizational Culture (BO) 0.862 0.895 0.548
Human orientation 0.724
Adaptability 0.725
Mission 0.770
Individual initiative 0.702
Direction 0.701
Integration 0.779
Organizational support 0.778
Employee Performance (KP) 0.872 0.899 0.526
Speed 0.735
initiative 0.743
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Communication 0.716
Quality of work 0.701
Quantity of work 0.735
Knowledge 0.750
Collaborate 0.710
Effectiveness 0.712

Source: Primary Data processed by Smart PLS 2026

Table presents a summary of the analysis results of the measurement model, including
Average Variance Extracted (AVE), composite reliability (CR), and outer loading values. With
AVE and outer loading values exceeding the minimum limit of 0.5 and 0.6 (Hair, Junior et al.,
2014; Hair et al., 2019), these findings confirm the validity of the adequate construct. In
addition, composite reliability values (CR) and Cronbach's alpha show excellent internal
consistency, ranging from 0.8-0.9 for CR and 0.6-0.8 for Cronbach's alpha (Hair et al., 2019).
These results strengthen the validity and reliability of the overall research indicators and
variables.

Table Fornell-Larcker Criterion Result

Work Organizational Employee
Construct Competence Motivation Culture Performance
Competence 0.762
Work Motivation 0.377 0.730
Organizational Culture 0.381 0.674 0.741
Employee Performance 0.478 0.567 0.564 0.725

Source: Primary Data processed by Smart PLS 2026

This study applies the Fornell-Larcker Criterion as an additional measure to verify validity
and reliability. Based on the Fornell & Larcker (1981) approach, the value of the square root
of AVE of a construct must be greater than the correlation of that construct with other
constructs. In this analysis, the correlation between constructs is calculated and compared
with the AVE values of each construct to ensure data consistency. The rules outlined in the
table support the validity between items, indicating that each item has met the evaluation
criteria. Overall, the results of the analysis of this measurement model confirm the validity and
reliability of the measure, so that the data is ready for further analysis using the structural
model.

Structural Model Analysis

The next step in evaluating the results of PLS-SEM is to assess the structure of the
model. In the structural model, the assessment criteria that need to be considered are the
determination coefficient (R2) and the effect size (f2). The R2 value is grouped into three,
namely weak (0.25), medium (0.50), and strong (0.75) (Henseler, 2017). Then, the F2 value is
higher than 0.02; 0.15; and 0.35, respectively, indicating that the magnitude of the influence is
small, moderate, and large (Cohen, 1988).

Table The Structural Model Analysis Result

Construct R-Square Interpretation
Organizational Culture 0,473 Keep
Employee Performance 0,441 Keep

Source: Primary Data processed by Smart PLS 2026

The R? value is an indicator that shows the extent to which independent variables are
able to influence dependent variables. Based on the values listed, organizational culture and
employee performance have contributed 47.3% and 44.1%, respectively. For organizational
culture, 47.3% is influenced by competency and work motivation factors. Meanwhile, employee
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performance can be explained by a combination of the influence of competence, work
motivation, and organizational culture, with a total contribution of 44.1%.

Table Effect Size Analysis Result

Path F2 Interpretation
Competence — Organizational Culture 0.036 Small
Competence —» Employee Performance 0.107 Small
Work Motivation — Organizational Culture 0.622 Big
Work Motivation — Kinerja Pegawai 0.076 Small
Organizational Culture - Employee Performance 0.069 Small

Source: Primary Data processed by Smart PLS 2026

Based on table of the results of the effect size analysis, the influence between variables
shows a difference in the level of significance. In the relationship between competence and
organizational culture, an F? value of 0.036 indicates that competence has a small influence
on organizational culture. Similarly, the influence of competence on employee performance
with an F? value of 0.107 is also relatively small. On the other hand, the influence of work
motivation on organizational culture has an F? value of 0.622, which shows a great influence.
This indicates that work motivation plays an important role in shaping organizational culture.
Meanwhile, the effect of work motivation on employee performance with an F? value of 0.076
is in the small category. Finally, the influence of organizational culture on employee
performance is also relatively small, with an F? value of 0.069. From these results, it can be
concluded that the most significant relationship occurs in the work motivation pathway to
organizational culture, while the influence on other pathways is relatively small. This
underscores the importance of work motivation in creating an effective organizational culture.

Table Results of Hypotheses Testing

Hypo- Construct Path Path T statistics P Test Results

thesis Coefficient (I0/STDEV)) values
H1 CO -» 0OC 0.148 1.552 0.121 No Supported
Ho CO > EP 0.268 2.952 0.003 Supported
Hs WM — OC 0.618 9.027 0.000 Supported
Ha WM — EP 0.283 2.403 0.016 Supported
Hs OC - EP 0.271 2.526 0.012 Supported
He CO - OC — EP 0.040 1.214 0.225  No Supported
Hy WM —> OC —> EP 0.168 2.436 0.015 Supported

Source: Primary Data processed by Smart PLS 2026

Based on table of the results of hypothesis testing, the results show that not all
hypotheses are supported. Based on the path analysis, HR competencies do not have a
significant influence on organizational culture (R: 0.148; T: 1,552; p: 0.121), so H1 is not
supported. However, competence has a positive and significant influence on employee
performance (: 0.268; T: 2,952; p: 0.003), so H2 is supported. Other results showed that work
motivation had a positive and significant effect on organizational culture (3: 0.618; T: 9,027; p:
0.000), so that H3 is supported and work motivation also has a positive and significant
influence on employee performance (: 0.283; T: 2,403; p: 0.016), so H4 is supported.
Organizational culture was found to have a significant influence on employee performance (R3:
0.271; T: 2,526; p: 0.012), so H5 is supported. Meanwhile, competence does not have a
significant influence on employee performance through organizational culture (: 0.040; T:
1,214; p: 0.225), so H6 is not supported. However, work motivation has been proven to affect
employee performance indirectly through organizational culture (3: 0.168; T: 2,436; p: 0.015),
so H7 is supported.
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Discussion

This study aims to investigate the influence of HR competence and work motivation on
employee performance through organizational culture as a mediating variable. The results of
the study show that HR competencies do not have a significant relationship with organizational
culture. This is due to the lack of integration between competency development and
organizational culture goals. More targeted training is needed so that individual competencies
can support the strengthening of organizational values and norms (Windon & Buchko, 2022;
Firdausa et al., 2024) Meanwhile, work motivation has a significant influence on organizational
culture. This finding is consistent with previous research by Paais & Pattiruhu (2020), which
emphasized the importance of motivation as a key driver in creating an effective organizational
culture. Employees who are motivated tend to be more active in contributing to creating strong
organizational values. High motivation, such as a desire to grow or recognition from superiors,
helps to form an adaptive and collaborative work environment (Paais & Pattiruhu, 2020; Ingsih
et al., 2022.; Miao & Zhang, 2024)

In addition, organizational culture was found to have a significant positive influence on
employee performance, supporting the theory put forward by Miao & Zhang (2024) that a good
organizational culture can encourage the achievement of higher performance. Employees who
work in an environment with a strong culture feel more valued and motivated to perform at their
best. To ensure optimal results, organizational culture must be aligned with the needs and
aspirations of employees (Priyadharsan & Nithiya, 2020; Santoso & Soehari, 2020).

In terms of direct influence, HR competence and work motivation significantly affect
employee performance. These findings are in line with the results of research by Pacher et al.
(2024) which show that competencies have an important impact on professional performance
in various industry contexts and for the continuous development of competencies, such as
competency-based training and evaluation systems, to be a strategic step to maintain high
performance ((McClelland, 1973; Ahti et al., 2023; Parashakti et al., 2020). Work motivation
has also been shown to play an important role in improving performance, according to the
findings of Chien et al. (2020). Support in the form of fair awards and recognition from
organizations further strengthens the relationship between work motivation and employee
performance (Astriani et al., 2023; Kudaibergenov et al., 2024; Layek & Koodamara, 2024).

However, the indirect relationship between HR competencies and employee
performance through organizational culture is not significant, highlighting the need for a more
strategic approach to leverage organizational culture in improving employee performance. One
possible cause is the lack of alignment between the development of individual competencies
and the core values that exist in the organizational culture (Firdausa et al., 2024). For example,
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strong competencies in individuals will be more effective in improving performance if the
organization has a culture that supports collaboration, innovation, and adaptation to change
(Miao & Zhang, 2024). In addition, the success of organizational culture mediation also
depends on the extent to which the organization is able to internalize core values into daily
work behavior. Research by Virgiawan et al. (2021) shows that a good organizational culture
can be a catalyst for strengthening the impact of competence on performance. However, if the
organizational culture is not applied consistently, this potential for mediation cannot be fully
realized.

The results of the hypothesis statistical test show that the work motivation pathway
through organizational culture on employee performance has a significant mediating effect.
This supports the hypothesis that organizational culture can be a catalyst that amplifies the
impact of work motivation on employee performance. High work motivation, when translated
through a strong organizational culture, results in work behaviors that are consistent with the
organization's vision and mission, which ultimately increases efficiency and productivity
(Santoso & Soehari, 2020). Furthermore, this study confirms that organizational culture can
increase the impact of work motivation on employee performance by creating supportive norms
and values. For example, rewarding individual contributions within an organization not only
motivates employees but also strengthens their perception of an inclusive and supportive
organizational culture (Layek and Koodamara, 2024). Conversely, when an organizational
culture is not well internalized, high work motivation may not fully translate into optimal
performance.

E. CONCLUSION AND SUGGESTIONS

This study examines the influence of competence, work motivation, and organizational
culture on employee performance at the South Sumatra Provincial Education Office. The
results show that work motivation is the most substantial factor in shaping organizational
culture, which then has an impact on employee performance. Competence is proven to have
a direct influence on employee performance, although its influence on organizational culture is
not significant. High work motivation, supported by an inclusive and adaptive organizational
culture, creates a work environment conducive to improved performance. The findings also
reveal the importance of competency development and rewarding as key strategies to support
employee effectiveness.

Organizations are advised to strengthen work motivation by implementing policies that
encourage rewards, career development, and recognition that are able to create high work
motivation among employees. In addition, it is necessary to develop training that is oriented
towards integrating individual competencies with organizational cultural values to ensure that
these competencies are aligned with strategic goals. In an effort to maximize employee
contributions, it is important for organizations to improve the quality of organizational culture
by building a collaborative, inclusive, and innovation-supporting work environment. Finally,
organizations need to implement a competency-based evaluation system to ensure that
individual competencies develop continuously and in accordance with organizational needs.
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