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 This study aims to analyze and examine the partial and 
simultaneous effects of competence, workload, and motivation 

on the performance of employees at the Secretariat of the 
Regional House of Representatives (DPRD) of Muara Enim 
Regency. The research employs a quantitative method with a 
survey, confirmatory, and verificative approach. This study is 
classified as associative research focusing on the relationships 
among variables. The research population consists of 90 
employees, all of whom were included as the research sample 
using a saturated sampling technique. The data comprise 
primary and secondary data, collected through observation, 
questionnaire-based interviews, and documentation. Data 
analysis was conducted using multiple linear regression using 
SPSS version 30. The results indicate that competence and 
motivation have a significant positive effect on employee 
performance, while workload has a significant negative effect on 
employee performance. Simultaneously, employee performance 
is positively and significantly influenced by the combination of 
competence, workload, and motivation. These three variables 
demonstrate a substantial relationship in improving employee 
performance. This research contributes to developing 
comprehensive human resource management science and 
further research in this field. Improving employee performance 
can be done by simultaneously paying attention to aspects of 
competence, workload, and motivation. 
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1. INTRODUCTION 

The achievement of organizational performance is largely determined by the performance 

of its members. Factors influencing individual performance, as leverage variables in the 

diversification of scientific literature, include competence, workload, and motivation 

(Manafe et al., 2025; F. R. Riwu Kore et al., 2025; J R Riwu Kore & Haba Ora, 2021; J R 

Riwu Kore et al., 2022; Susanto et al., 2021). Various research conclusions still reveal 

contradictory, differing, and inconsistent findings. Studies by Danila & Riwu Kore (2019), 
Alie et al. (2022), Marnisah et al. (2022), and Muday et al. (2024) demonstrate that 
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competence has a significant positive effect on employee performance. However, other 

studies have found that employee performance is not influenced by competence (2024; 

Rosmaini & Tanjung, 2019; Suwondo, 2025). Research findings by Diyahanip et al. 
(2022), Manafe et al. (2025), F. R. Riwu Kore et al. (2025), and J R Riwu Kore et al. (2022) 

indicate a significant relationship between workload and employee performance, while 

other studies confirm no effect of workload on employee performance (Setyowati & 

Nurhayati, 2019; Sudiarditha et al., 2019). Similarly, motivation has been found to have 

a significant relationship with employee performance (Alie et al., 2022; J R Riwu Kore et 

al., 2022; K. B. Riwu Kore et al., 2022), yet other studies have demonstrated that 
employee performance is not influenced by motivation (Rosmaini & Tanjung, 2019; 

Setiawan & Tricahyadinata, 2024). These differences in research findings and 

conclusions form a research gap that needs to be confirmed and addressed through this 

study. 

Therefore, the phenomenon of the research findings described above needs to be 
examined through an analysis that links the relationships among competence, workload, 

and motivation with employee performance. To measure the effects of these factors, the 

researcher selected the Secretariat Office of the Regional House of Representatives 

(Acronym in Indonesia : SetDPRD) of Muara Enim Regency as the research locus. There 

are several reasons why SetDPRD was chosen, namely: (1) employees lack confidence in 

carrying out their duties due to low levels of technical and non-technical competence; (2) 
employee performance is disrupted by sudden increases in workload resulting from ad 

hoc DPRD meetings, responses to public aspirations, and overlapping schedules between 

Setwan and Setda activities; (3) appreciation and recognition tend to prioritize DPRD 

members rather than employees, which reduces employee motivation; and (4) political 

dynamics and the interests of DPRD members compel Setwan DPRD employees to 
manipulate performance outcomes, leading to decreased motivation and increased 

workload without being supported by adequate competence. 

Thus, this study aims to analyze and examine the influence of competence, 

workload, and motivation on employee performance, both partially and simultaneously. 

This research seeks to confirm the existence of these three variables as predictors of 

employee performance at the Secretariat of the Regional House of Representatives of 
Muara Enim Regency. The relationship between the research variables is that 

competence influences performance as hypothesis one. Workload influences performance 

as hypothesis two. Motivation influences performance as hypothesis three. Competence, 

workload, and motivation influence performance as hypothesis four. 

2. RESEARCH METHOD 

This study is limited to the discipline of Human Resource Management, with a focus on 

employees of the Secretariat of the Regional House of Representatives of Muara Enim 

Regency (SetDPRD Muara Enim). The research adopts a quantitative approach, utilizing 

SPSS version 30 for data analysis, and focuses on competence, workload, and motivation 

as factors influencing employee performance.  

The research design employs a confirmatory–verificative survey to test associative 
hypotheses using a quantitative field-based approach. The confirmatory–verificative 

approach is chosen because this study aims to test and confirm the relationships among 

variables that have been formulated based on established theories and previous research 

findings. This approach enables empirical verification of the hypotheses through 

measurable and objective quantitative analysis.  
The research population consists of 90 employees, all of whom were included as 

research samples through a census method (saturated sampling). Primary data were 

collected through closed-ended questionnaires using a Likert scale, while secondary data 

were obtained from official documents and previous studies. The Likert scale used ranges 

from 1 to 5, where 1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree, and 5 = 
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strongly agree. Data collection techniques included questionnaires, interviews, 

observations, and documentation. 

The research instruments were tested for validity and reliability, and the data 
were analyzed using classical assumption tests (normality, multicollinearity, 

heteroskedasticity, and autocorrelation) prior to conducting multiple linear regression 

analysis. Hypothesis testing was carried out using the t-test for partial effects and the F-

test for simultaneous effects, with a significance level of 5%. The results of this study will 

determine whether competence, workload, and motivation have a significant effect on 

employee performance within the research setting. 
The measurement of the performance variable consists of six indicators, namely 

quality, quantity, timeliness, effectiveness, independence, and commitment. The 

competency variable is measured using four indicators: knowledge, skills, interpersonal 

abilities, and attitude and work ethic. Workload is measured using four indicators: 

number of tasks, task difficulty, time available to complete tasks, and work–life balance. 
Motivation is measured using four indicators: physiological and safety needs, social 

needs, esteem needs, and self-actualization needs as well as extrinsic and intrinsic 

motivation.  

3. RESULTS AND DISCUSSIONS 

3.1 Instrument Testing (Validity and Reliability) 

The criterion for the validity test is the Pearson Product Moment correlation, in 

which the calculated correlation coefficient (r-calculated) must be greater than the critical 

value (r-table) at a significance level of 0.05. 

 
Table 1. Results of Validity Test 

Variable Items r-count r-table Results 

Competence (KP) KP1 0.621 0.207 Valid 
 KP2 0.654 0.207 Valid 

 KP3 0.682 0.207 Valid 
 KP4 0.701 0.207 Valid 

Workload (BK) BK1 0.578 0.207 Valid 
 BK2 0.602 0.207 Valid 

 BK3 0.645 0.207 Valid 
 BK4 0.671 0.207 Valid 

Motivation (M) M1 0.612 0.207 Valid 
 M2 0.653 0.207 Valid 

 M3 0.691 0.207 Valid 
 M4 0.724 0.207 Valid 
Performance (K) K1 0.612 0.207 Valid 

 K2 0.645 0.207 Valid 

 K3 0.688 0.207 Valid 
 K4 0.571 0.207 Valid 
 K5 0.704 0.207 Valid 
 K6 0.722 0.207 Valid 

Source : Output SPSS, 2025 

 

As shown in Table 1, all measurement items of the research variables have r-

calculated values exceeding r-table, indicating that the data are valid. Thus, each item is 

able to accurately measure the variables under investigation. 
The criterion for the reliability test is a Cronbach’s Alpha value greater than 0.60, 

which indicates acceptable reliability or strong reliability. As presented in Table 2, all 

Cronbach’s Alpha values exceed 0.60, indicating that the data are reliable. 
 

Table 2. Results of Reliability Test 
Variable Cronbach’s Alpha Criteria Results 

Competence (KP) 0.856 ≥ 0.60 Reliable 
Workload (BK) 0.821 ≥ 0.60 Reliable 
Motivation (M) 0.842 ≥ 0.60 Reliable 
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Performance (K) 0.874 ≥ 0.60 Reliable 

Source : Output SPSS, 2025 

 
Thus, the questionnaire items exhibit good internal consistency and are capable 

of measuring the research constructs in a stable and consistent manner, making them 

suitable for use in subsequent analysis stages. 

 

3.2 Classical Assumption Test: Normality Test 

The normality test criterion is the Kolmogorov–Smirnov test (Z-test), in which the 

Asymp. Sig. (2-tailed) value must be greater than or equal to α = 0.05. As shown in Table 

3, the Asymp. Sig. (2-tailed) value is 0.065, which is greater than α = 0.05, indicating that 

the data are normally distributed. 

 
Table 3. Normality Test with Kolmogorov-Smirnov 

 Unstandardized Residual 

N 90 
Normal Parametersa,b .0000000 .0000000 

3.03082695 3.03082695 
Most Extreme Differences 0.089 .089 

0.046 .046 
-0.089 -.089 

Test Statistic 0.089 
Asymp. Sig. (2-tailed) 0.200 

Source : Output SPSS, 2025 

 

Passing the normality test indicates that the research data are normally 

distributed. Therefore, the data meet the statistical assumptions and are suitable for 

further analysis. 

 
3.3 Classical Assumption Test: Multicollinearity Test 

The criterion for the multicollinearity test is a tolerance value greater than 0.10 

and a Variance Inflation Factor (VIF) value less than 10. As presented in Table 4, all 
variables exhibit tolerance values above 0.10 and VIF values below 10, indicating that 

multicollinearity is not present in the regression model. 
 

Table 4. Results of Multicollinearity Test 
Variable Tolerance VIF Results 

Competence (KP) 0.712 1.405 Free from Multicollinearity 
Workload (BK) 0.684 1.462 Free from Multicollinearity 
Motivation (M) 0.631 1.584 Free from Multicollinearity 

Source : Output SPSS, 2025 

 

Passing the multicollinearity test indicates that there is no high correlation among 

the independent variables. Therefore, each independent variable can independently 
explain its effect on the dependent variable. 

 

3.4 Classical Assumption Test: Heteroscedasticity Test 

Based on the Glejser test, heteroscedasticity does not occur if the significance 
value is greater than 0.05. The results show that all exogenous variables have 

significance values above 0.05, indicating that the data are free from heteroscedasticity. 
 

Table 5. Results of Heteroscedasticity Test 
Variable t Sig. Results 

Competence (KP) 1.112 0.269 Free from Heteroscedasticity 
Workload (BK) -1.283 0.203 Free from Heteroscedasticity 
Motivation (M) 1.447 0.151 Free from Heteroscedasticity 



Mantik ISSN 2685-4236 (Online)  

Harmison, Competence, workload, and motivation as predictors of employee performance : Case 

Study in DPRD Muara Enim Regency 

1391 

Source : Output SPSS, 2025 

 

Passing the heteroscedasticity test means that the regression model does not 

suffer from heteroscedasticity, indicating that the residual variance is constant. 

Therefore, the estimated regression coefficients are reliable and suitable for hypothesis 

testing. 

 
3.5 Classical Assumption Test: Autocorrelation Test 

The criterion for the autocorrelation test is the Durbin–Watson (DW) statistic, 

where the condition dL < (4 − dW) > dU must be satisfied. Based on the results presented 
in Table 5, the calculation yields 1.5889dL < 2.088 (4-dw) > 1.7264dU, indicating that 

there is no autocorrelation in the data. 
 

Table 6. Results of Autocorrelation Test 
Durbin-Watson Sample Total (n) dL Value dU Value (4-dW) Value 

1.912 90 1.5889 1.7264 2.088 

Source : Output SPSS, 2025  

 

Passing the Durbin–Watson test indicates the absence of autocorrelation in the 

residuals, making the regression model suitable for use. 

 

3.6 Hypothesis Test 

Hypothesis testing in this study was conducted through the t-test, F-test, and the 

coefficient of determination test. The decision-making criterion for the t-test is that the 

calculated t value must be greater than the t table value and the significance value must 

be less than α = 0.05. The t table value in this study is 1.98761 at a 5% significance 
level, with df = 87, k = 3, and n = 90. The results of the partial (t-test) analysis are 

presented in Table 7. Furthermore, the decision-making criterion for the F-test is that the 

calculated F value must be greater than the F table value and the significance value must 

be less than α = 0.05. The F table value in this study is 2.71 at a 5% significance level, 

with df (N2) = 86, df (N1) = 3, n = 90, and k = 4. The results of the simultaneous (F-test) 

analysis are presented in Table 8. 
 

Table 7. Result of t test (Partial) 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients t Sig. Results 

B Std. Error B 

(Constant) 4.112 1.221  3.36 0.001 Constant 
Competence (KP) 0.421 0.081 0.389 5.21 0.000 Positive Significant 
Workload (BK) -0.203 0.077 -0.187 -2.64 0.010 Negative Significant 

Motivation (M) 0.533 0.093 0.482 5.73 0.000 Positive Significant 

Source : Output SPSS, 2025 

 

The results of the t-test on the effect of competence on employee performance 

show a t-calculated value of 5.21, which is greater than the t-table value of 1.98761, with 
a significance value of 0.000 < α 0.05. The results of the t-test on the effect of workload 

on employee performance produce a t-calculated value of –2.64, with a significance value 

of 0.010 < α 0.05. Furthermore, the results of the t-test on the effect of motivation on 

employee performance show a t-calculated value of 5.73, which is greater than the t-table 

value of 1.98761, with a significance value of 0.000 < α 0.05.  
 

Table 8. Results of F Test (Simultan) 
Model Sum of Squares df Mean Square F Sig. Results 

Regression 1784.12 3 594.70 132.82 0.000 Positive and Significant 
Residual 731.88 86 8.51   

Total 2516.00 89    

Source : Output SPSS, 2025  
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The results of the F-test on the simultaneous effect of competence, workload, and 

motivation on employee performance show an F-calculated value of 132.82, which is 
greater than the F-table value of 2.71, with a significance value of 0.000 < α 0.05. This 

indicates that competence, workload, and motivation simultaneously have a positive and 

significant effect on employee performance. 

The results of the coefficient of determination analysis are presented in Table 9. 

The correlation value is 0.842, indicating a very strong relationship among the variables. 

The coefficient of determination (R²) is 0.709, which means that 70.9% of the variation in 
employee performance can be explained by competence, workload, and motivation, while 

the remaining 29.1% is influenced by other factors not examined in this study. 
 

Table 9. Determinants Coefficient 
Model R R Square Adjusted R Square Std. Error of the Estimate 

1 0.842 0.709 0.698 2.117 

Source : Output SPSS, 2025 

 

3.7 The Effect of Competence on Employee Performance 

The results of hypothesis testing regarding the effect of competence on employee 
performance indicate that competence has a positive and significant effect on employee 

performance. The standardized beta coefficient test shows that competence has a strong 

and positive relationship with employee performance. The resulting model indicates that 

every increase in competence leads to an improvement in employee performance.  

This study confirms the consistency of its findings with the competency theory 

proposed by Spencer & Spencer (1993), which states that individual performance can 
improve when supported by competencies consisting of knowledge, skills, and personal 

characteristics. The findings also support the human resource management theory of 

Mathis & Jackson (2011), which emphasizes that individuals with high competence are 

more effective in completing their work. In addition, the new dimension of performance 

measurement theory proposed by J R Riwu Kore & Haba Ora (2022), which asserts that 
individual performance output is significantly influenced by competence is also 

empirically validated in this study. 

Beyond confirming established human resource management theories, this 

research also provides empirical evidence that competence positively and significantly 

affects employee performance, consistent with previous studies (Alie et al., 2022; Danila 

& Riwu Kore, 2019; Marnisah et al., 2022; Muday et al., 2024). These findings offer 
practical implications for leaders and the DPRD organization, indicating that employees 

with high competence are more effective and efficient in mastering their tasks, possess 

greater experience and administrative capability, and are better able to provide 

operational support to members of the DPRD of Muara Enim Regency. 

Nevertheless, other studies have reported that competence has a negative effect 
and/or no significant effect on employee performance (Rosmaini & Tanjung, 2019; 

Suwondo, 2025). Differences in research findings are strongly influenced by 

organizational systems. This study focuses on a DPRD institution whose performance is 

routinely scheduled according to the DPRD’s political agenda and supported by a flexible 

bureaucratic system. In contrast, differing findings from other studies arise because their 

research subjects are local government institutions that are heavily influenced by rigid 
bureaucracy, diverse public service demands, and task workloads without adequate 

compensation. Susanto et al. (2021), state that the effect of competence on performance 

is highly dependent on organizational systems that enable competence to be applied 

optimally in the workplace.  
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3.8 The Effect of Workload on Employee Performance 

The results of hypothesis testing regarding the effect of workload on employee 

performance indicate that workload has a negative and significant effect on employee 

performance. The standardized beta coefficient test shows that workload has a weak and 

negative relationship with employee performance.  

The resulting model indicates that every increase in workload leads to a decrease 

in employee performance. This study confirms the consistency of its findings with 
organizational behavior theory proposed by Gibson et al. (2012) which states that 

excessive workload causes work-related stress, resulting in a decline in employee 

performance. The findings also support theory by Gawron (2019) which explains that 

excessive workload increases turnover, burnout, weak retention, and low individual 

performance output. 

In addition to confirming established human resource management theories, this 
study also provides empirical evidence consistent with previous research showing that 

workload has a negative and significant effect on employee performance (Manafe et al., 

2025; F. R. Riwu Kore et al., 2025). These findings offer important insights and scientific 

recommendations for leaders and the DPRD of Muara Enim Regency to pay greater 

attention to workload management and support it with appropriate financial 
compensation, so that employees remain focused on their duties and can maintain 

optimal performance. 

The results of this study imply differences in research findings compared with 

several previous studies which reported that workload has a negative effect and/or no 

significant effect on employee performance (Setyowati & Nurhayati, 2019; Sudiarditha et 

al., 2019). These differences are strongly influenced by the type of employment system, in 
which for DPRD employees, workload is associated with increased income because 

competence is aligned with additional remuneration. In contrast, in other studies, the 

research subjects are civil servants in public government institutions where increased 

workload does not affect income enhancement due to regulatory constraints. According to 

Manafe et al. (2025), the effect of workload on performance is situational and depends on 
the employment system and the reward scheme. 

 

3.9 The Effect of Motivation on Employee Performance 

The results of hypothesis testing regarding the effect of motivation on employee 
performance indicate that employee performance is positively and significantly influenced 

by motivation. The standardized beta coefficient test shows that motivation has a strong 

and positive relationship with employee performance. The resulting model indicates that 

every increase in motivation leads to an improvement in employee performance. 

This study confirms the consistency of its findings with theory Victor Vroom, 
which posits that motivation is an essential factor in achieving organizational goals 

through individual performance. The results are also in line with theory Abraham Maslow 

(1943) which emphasizes that organizational success can be achieved effectively and 

efficiently when organizations fulfill the motivational needs of their members. 

Furthermore, this study supports theory Frederick Herzberg (1987), which states that 

performance improvement is largely determined by intrinsic motivation factors, such as 
existence, relationships, and personal development. 

In addition to confirming motivational theories within human resource 

management, this study provides empirical evidence of the significant influence of 

motivation on improving employee performance and supports previous research with 

similar findings (Alie et al., 2022; J R Riwu Kore et al., 2022;2025). These findings offer 
valuable insights and guidance for leaders and the DPRD of Muara Enim Regency to pay 

greater attention to motivational aspects in efforts to enhance employee performance. 

Given that employees in the DPRD organization are government staff whose performance 

is largely supported by financial compensation, non-financial compensation mechanisms 
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can be strengthened to enhance intrinsic motivation, such as recognition, career 

development opportunities, and a supportive work environment. 

The results of this study present findings that differ from several previous studies 
which reported that motivation has a negative effect and/or no significant effect on 

employee performance (Rosmaini & Tanjung, 2019; Setiawan & Tricahyadinata, 2024). In 

this study, employee motivation increases because every task performed is consistently 

supported by political compensation aspects provided by members of the DPRD. In 

contrast, in other studies, motivation shows a negative or insignificant effect because the 

research subjects are government institutions (offices and schools) oriented toward public 
service, where compensation is regulated under the civil service system in the service 

sector. According to F Haba Ora (2022), motivation often has no effect or even a negative 

effect because the fixed and regulatory nature of the civil servant compensation system 

limits the direct relationship between motivation levels and performance improvement. 

 
3.10 The Effect of Competence, Workload, and Motivation on Employee Performance 

The simultaneous test results indicate that competence, workload, and motivation 

have a positive and significant joint effect on employee performance, demonstrating that 

the regression model effectively explains variations in performance. This study confirms 
the Job Demands–Resources (JD-R) Model proposed by Demerouti, which posits that job 

resources such as competence and motivation can mitigate the negative effects of job 

demands, including workload, and enhance employee performance. 

Simultaneously, when employees possess high competence, experience a fair 

workload, and receive consistent motivation, organizations are able to create a conducive 

and productive work environment. These three factors complement one another: 
competence enhances innovation and creativity at work, a fair workload increases 

retention and commitment, and motivation maintains consistency and focus in task 

execution. This combination results in a significant improvement in employee 

performance in terms of quality, quantity, timeliness, innovation, and task orientation. 

The combination of competence, workload, and motivation contributes 
significantly to improving employee performance, accounting for 70.9 percent, while the 

remaining percentage is influenced by other variables such as leadership style, individual 

characteristics, discipline, and others. The relationship among these three variables is 

identified as substantial, with a coefficient of determination (R) of 0.842, which is 

consistent with Chin (1998) guideline that an R value greater than 0.67 indicates a 

substantial relationship. 
Overall, the research findings confirm that improvements in employee 

performance can only be achieved through an integrated human resource management 

approach, namely by enhancing competence, maintaining workload-based compensation, 

and increasing motivation through non-physical compensation (facilities). The 

simultaneous implementation of these three aspects is key to creating a productive, 
healthy, and sustainable organization. 

4. CONCLUSION 

This study successfully confirms and demonstrates that, partially, the exogenous 

variables competence and motivation have a positive and significant effect on improving 

employee performance, while the exogenous variable workload has a negative and 

significant effect on employee performance. Simultaneously, the three exogenous 
variables—competence, workload, and motivation—have a positive and significant 

influence on the improvement of employee performance. The combined contribution of 

these three exogenous variables to employee performance exhibits a substantial (strong) 

relationship. The limitation of this study lies in not including compensation as a research 

variable, which could further explain the income disparity between employees working in 
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political institutions such as the DPRD and those in local government institutions that 

rely solely on public service delivery. 
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