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 This study results have implications for top management at Local Revenue Agency to 

identify factors to increase job satisfaction and employee performance. Survey was 

done to 171 respondents consisted of staffs and leaders at Local Revenue Agency in 
South Sulawesi Province by questionnaire. Relationship between latent variables were 

tested by structural equation modeling. It is recommended to leaders to improve job 

satisfaction and employee performance by creating policies that can be understood and 
implemented by support from leadership. Study results show that work motivation 

affect on job satisfaction and performance. Leadership and employee satisfaction affect 

on employee performance. Adversely, competence has no effect on job satisfaction and 
performance, as well as the leadership does not affect on job satisfaction. Limitations of 

this study are not involve demographic characteristics, psychographic and samples only 

at Local Revenue Agency. Therefore, these study findings cannot be generalized to 
other government agencies in other regions. Further study is recommended to fill this 

gap to strengthen the results of this study. 
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INTRODUCTION 

 

 Phenomenons of human resources in public 

sector are often highlighted, especially related to 

ability to give service to public interest. According 

Siagian (1995), human resources is crucial because 

the other elements owned by an employee's 

performance, both in terms of quality and quantity 

based on determined work standard. Specifically 

within Local Revenue Agency, government 

apparatus executes policy at field level often 

encounter problems when dealing with public, as 

local taxpayer or compulsory levies. The problems 

often arises are associated with employees 

competence level in direct contact with society where 

they are not able to keep their knowledge and 

understand the taxpayer. Such phenomena often 

hamper tax collection activities when one important 

tasks of this agency is to optimize local revenue 

collection efforts, particularly local revenue 

component. High workload demands as a 

consequence of implementation of regional 

autonomy are followed by an increase in employee 

competence. Theoretically, high workloads will lead 

to several things as emergence of job saturation and 

also affect on turnover. Assessment of employee 

performance becomes very important to assessment 

of behavior of employees in carrying out the role in 

organization, because basically an organization is ran 

by human beings. Mulyadi (2000) suggests that 

periodic performance assessment can determine the 

operational effectiveness of organization, part of 

organization and its employees based objectives, 

standards and established criteria. Main obstacles 

that need to be improved to enhance competence are 

knowledge, skills, work experience and mastery of 

technology. According to Gomes (2003), elements of 

human resources are ability, attitudes, values, needs, 

and characteristics of man. 

 However, competences of individual employees 

are not easily created. Organization needs to create a 

policy with aims to establish or improve individual 

employees with support from the leadership. As 

noted by Stewart (1998) and Ritchie (2000), 

leadership can affect employee performance. But 

behind it, orientation activities at Local Revenue 

Agency as a public organization is non-profit 

oriented and more complex. A high public 

expectation about the maximum service requires 

every governmental apparatus to have high 

motivation. Timreck (2001) states that motivation 

arises when the elements of motivation are 
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understood and implemented, at least by middle 

leadership. 

 Based on above description, this paper aims are 

below.  

1. To analyze the affect of motivation, employees 

competence and leadership on employee job 

satisfaction  

2. To analyze the affect of motivation, employees 

competence and leadership on employee 

performance 

3. To analyze the simultaneous relationship 

between motivation, competence and leadership 

through job satisfaction on employee performance. 

 

Theoretical Overview: 

 Ranupandojo (2000) suggests that human 

resources have connotation to mind, feelings of 

affection, desire to be free, social feelings, talents, 

communicate with others and so on. Various 

potential in human beings are ability, skill, 

competence and mastery of various science and 

technology. Associated with this potential then there 

is strategic importance and process of human 

resource activity continuously in order to achieve 

certain goals (Cushway, 2001). However, the process 

to achieve certain goals can be motivated by one's 

motivation. Motivation is a function of various 

variables that affect each other and constitute a 

fundamental psychological process, consisting of 

needs, encouragement and purpose. Therefore 

motivation is regarded as one of principal elements 

in a person's behavior. According to Herpen et al. 

(2002); Gacther & Falk (2000); Kinman & Russel 

(2001), motivation of a person can be intrinsic and 

extrinsic to affects one's duties. 

 It does not mean that motivation is the only 

element to explain their behavior. As noted by 

Robbins (2003) and Richard Osbom (1982), to 

identify the individual behavior or organization, then 

the cause must be sought from internal or external 

environment. This is supported by Dole and 

Schroeder (2001) that job satisfaction can be defined 

as the feelings and reactions of individuals to work 

environment. In this case, work environment is 

certainly not going to be separated from a leadership 

process. As stated by Stogdill in Tyson (2000), 

leader personality factors are stronger than the 

follower. It can affect the behavior of followers. 

Leadership is defined as the affect that includes 

continuous transaction between leaders and 

followers. 

 

Research hypothesis: 

 According to Public Administration Institute of 

Republic of Indonesia, performance is a quantitative 

and qualitative measure to describes the level of 

achievement of goals or targets, taking into account 

indicators of inputs, outputs, outcomes, benefits and 

impacts. There are needs to be an emphasis for 

strategic importance and activity process of human 

resources continuously to achieve a predetermined 

goal (Cushway, 2001). However, any modern 

organizations are always dealing with changing 

where organization must has sufficient analysis to 

meet the needs and performance achievement. 

According Salusu (2004) in Wilson (1983), 

organization is important in integrative dimension, 

relevant, holistic and sustainable. To achieve these 

conditions, environment role is very important. 

According to Robbins (2003) and Richard Osbom 

(1980), to identify the behavior of an individual or an 

organization, the cause must be sought from internal 

or external environment. One aspect of internal 

environment of performance is employee 

satisfaction. Dole and Schroeder (2001) state that job 

satisfaction can be defined as the feelings and 

reactions of individuals to work environment. 

Meanwhile, according to Testa (1999) and Locke 

(1983), job satisfaction is an emotional excitement or 

positive statement from the assessment one job or job 

experiences. This statement implies that job 

satisfaction is a positive emotional or pleasant 

condition from an assessment of work or the 

experiences of one's work. Work experience is a 

reflection of encouragement that can come from 

within or from outside oneself. Citing the opinion 

Northouse (2003), leadership is a process to affect 

individuals and groups to achieve the goal. This is 

supported by Gibson et al. (1996) that a huge 

leadership role is to motivate members of 

organization to increase energy to behave in an effort 

to achieve group goals. In addition, competence is 

also one factor that can be used in carrying out the 

work of one’s responsibility (Hannon et al, 2000). 

Organization success to achieve its objectives is 

largely determined by employee competence in 

performing tasks. Achievement of employee’s 

competence will affect the value of work and job 

satisfaction. This means that employees competence 

is play a dominant role in carrying out all the 

functions in organization. Meanwhile Westerman 

(1994) states that motivation to work is a series of 

processes that provide further encouragement for 

person's behavior and lead to achievement of several 

goals. In other words, work motivation can 

encourage someone to do something that should be 

done voluntarily. Motivation relates to level of work 

done by someone in pursuit of a goal, in this case the 

job satisfaction and job performance. 

 Based on above description, a conceptual 

framework is shown in Figure 1. Study hypotheses 

are shown below.  

H1: Motivation significantly affect on employee job 

satisfaction. 

H2: Competence significantly affect on employee job 

satisfaction. 

H3: Leadership significantly affect on employee job 

satisfaction. 

H4: Motivation significantly affect on employee 

performance 
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H5: Competence significantly affect on employee 

performance 

H6: Leadership significantly affect on employee 

performance 

H7: Job satisfaction significantly affect on employee 

performance 

 

 
 

Fig. 1: Conceptual Framework of Research. 

 

Methodology: 

Data Collection: 

 Design of this study is to examine the 

explanatory characteristics and phenomena of study 

population represented by individual employee and 

leadership of Local Revenue Agency in South 

Sulawesi. Data is collected by questionnaires 

distributed by simple random sampling to 171 

respondents who were scattered in various districts / 

cities. Data was collected directly and through the 

post from September 2013 until February 2014. 

Structural equation model is used to test the 

relationship between each of variables that have been 

formulated in hypotheses formulation of employee 

motivation, employee competence, leadership, job 

satisfaction, as well as employee performance. 

Maximum likelihood estimation technique requires 

100 -150 samples (Schumacher and Lomax, 1996), 

or 1: 5 between the items (indicators) and 

respondents. While Augusty (2000) states that 

sample size for analysis of SEM is 5-10 times of 

estimated number of indicators. Hair et al. (1998) 

state SEM analysis requires 100 to 200 respondents. 

Technical characteristics of respondents are outlined 

in Table 1. 

 
Table 1: Technical specifications of research data. 

Research locations District / cities in South Sulawesi province - Indonesia 

Respondents staff and leaders of Local Revenue Agency 

Agencies and samples 171 people as a representation of: 

 Makassar, areas representation: Pare-Pare, Palopo 

 Bantaeng, areas representation: Gowa, Takalar, Jeneponto, Bulukumba, Selayar, Sinjai 

 Bone, areas representation: Soppeng, Pinrang, Wajo, Sidrap 

 East Luwu, areas representation: North Luwu Luwu 

 Enrekang, areas representation: Tana Toraja, North Toraja 

 Pangkep, areas representation: Maros, Barru 

Sampling method Simple random sampling 

Confidence level 95 percent 

Data collection Direct Visits + delivery via post 

Date of fieldwork September 2013 - February 2014 

 

Measurement instruments: 

  Instruments to measure the indicators are Likert 

scale five point (Likert, 1932), points "1" means 

"strongly disagree" and "5" means "strongly agree". 

Assessment indicators are developed based on some 

concept of previous research results and relevant 

references. Before the data collection, pre-test was 

done to get feedback on content, format, 

comprehensibility and accuracy of research 

instruments. Therefore, measurement instruments 

Competence 

H1 

H4 

H6 

H3 

H5 

H2 H4 

Leadership 

Motivation  

H7 

Satisfaction 

Performance 
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can be considered as a new proposal measurement 

instruments. Technical specifications of 

measurement instruments is shown in  

 
Table 2: Variables characteristic and instruments measurement. 

Measure 

ment 

variable 

Indicator items Measure 

ment 

Variables 

Indicators items 

Notation Description Notation Description 

Work 

Motivation 

(X1) 

X1.1 Growth opportunities in career Leadership 

(X3) 

X3.1 Responsibilities division 

X1.2 Career guarantees X3.2 Return 

X1.3 Work structure X3.3 reward 

X1.4 Target of achievement award X3.4 Leaders supervision 

X1.5 Responsible X3.5 Ability to track errors 

X1.6 Recognition of status X3.6 Ability to direct attention 

X1.7 Relationship with supervisor X3.7 Warnings and sanctions 

X1.8 Feeling comfortable with organization 

policy 

X3.8 Ability to work in detail 

X1.9 Additional incentives to achieve the 
target 

X3.9 System and standard procedures 

X1.10 Relationships with peers X3.10 Foster innovation and creativity 

X1.11 Conditions of employment X3.11 Ability to raise morale 

X1.12 Work facilities Employee 

Performance 
(Z1) 

Z1.1 Work calculation 

X1.13 Job security Z1.2 Skill for occupations 

X1.14 Creativity opportunity Z1.3 Ability to complete the job 

Employee 

competen 

ce (X2) 

X2.1 Educational background Z1.4 Job volume 

X2.2 Sufficient knowledge of field work Z1.5 Target calculation 

X2.3 Experience in employment Z1.6 Mastery task on another field 

X2.4 Relationships to support the field 
work 

Z1.7 Mastery of task itself 

X2.5 Independence of initiative in work Z1.8 Work priorities 

X2.6 Idea for achievement of target job Z1.9 Ability to adjust 

Employee 

work 
satisfac 

tion (Y1) 

Y1.1 Satisfaction with work environment Z1.10 Reliability work 

Y1.2 Satisfaction with leadership Z1.11 Working in line corridor and 
structures 

Y1.3 Satisfaction with work friends Z1.12 working as teams 

Y1.4 Satisfaction with career opportunities  

Y1.5 Satisfaction with income 

 

Validation and reliability measurement: 

 Structural equation modeling is used to explore 

the relationship between variables in model (Figure 

1). It can explain significance relationship of 

exogenous variables and endogenous variable. Some 

assumptions underlying the analysis process are the 

relationship between variables is linear, causal and 

additives, as well as valid and reliable measurement 

instruments. Homogeneity test was conducted to test 

the validity by using Product Moment Pearson 

Correlation > 0.4 (Singgih, 2000). Reliability of 

measurement was evaluated by Cronbach's alpha > 

0.6. By using SPSS version 16.0. Table 3 shows that 

measurement instruments are very valid and reliable 

because it exceeds the cutoff value. 

 
Table 3: Validity and reliability of measurement. 

Estimators  Description 

Work motivation 
(X1) 

Indicator X1.1 X1.2 X1.3 X1.4 X1.5 X1.6 X1.7  

Pearson correlation 0.407 0.528 0.407 0.528 0.407 0.528 0.429 Valid 

Cronbach’s alpha 0.671 Reliable 

Indicator X1.8 X1.9 X1.10 X1.11 X1.12 X1.13 X1.14  

Pearson correlation 0.417 0.419 0.442 0.481 0.457 0.423 0.447 Valid 

Cronbach’s alpha 0.671 Reliable 

Employee 
competence (X2) 

Indicator X2.1 X2.2 X2.3 X2.4 X2.5 X2.6   

Pearson correlation 0.576 0.803 0.687 0.526 0.661 0.671  Valid 

Cronbach’s alpha 0.808 Reliable 

Leadership (X3) Indicator X3.1 X3.2 X3.3 X3.4 X3.5 X3.6 X3.7  

Pearson correlation 0.414 0.416 0.435 0.406 0.434 0.498 0.488 Valid 

Cronbach’s alpha 0.679 Reliable 

Indicator X3.8 X3.9 X3.10 X3.11     

Pearson correlation 0.425 0.454 0.438 0.472    Valid 

Cronbach’s alpha 0.679 Reliable 

Employee work 

satisfaction (Y1) 

Indicator Y1.1 Y1.2 Y1.3 Y1.4 Y1.5    

Pearson correlation 0.742 0.690 0.656 0.771 0.717   Valid 

Cronbach’s alpha 0.835   Reliable 

Employee 
performance (Z1) 

Indicator Z1.1 Z1.2 Z1.3 Z1.4 Z1.5 Z1.6 Z1.7  

Pearson correlation 0.530 0.502 0.547 0.440 0.551 0.675 0.676 Valid 

Cronbach’s alpha 0.863 Reliable 
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Indicator Z1.8 Z1.9 Z1.10 Z1.11 Z1.12 Z1.13   

Pearson correlation 0.520 0.561 0.718 0.730 0.674 0.615  Valid 

Cronbach’s alpha 0.863 Reliable 

 

Confirmatory factor analysis: 

 Structural equation modeling (SEM) with 

maximum likelihood method and statistical software 

AMOS 16 (Anderson and Gerbing, 1988) are applied 

to test the feasibility of structural model to data 

observation. Tests relate to psychometric properties 

of an instrument such as reliability, dimensional, 

convergent and discriminant validity. Model fit is 

good if chi-square fit is small and significant at α = 

0.05; probability values ≥ 0.05; CMI / DF ≤ 2.00; 

GFI, AGFI, TLI, and CFI, NFI ≥ 0.90; and RMSEA 

≤ 0.80. Results of confirmatory factor analysis show 

the model fit is very good (Table 4). 

 
Table 4: Test result for goodness of fit measurement. 

Goodness of fit index Cut-off Value Model result Description 

2 – Chi-square Should small 106,998 Good 

Sign.Probability   0.05 0.218 Good 

CMIN/DF   2.00 1,014 Good 

GFI   0.90 0,954 Good 

AGFI   0.90 0,970 Good 

TLI   0.95 0,997 Good 

CFI   0.95 0.996 Good 

RMSEA   0,08 0,025 Good 

 

 Table 5 shows the majority of factor loadings are above 0.70. These mean that indicators testing can explain 

the construct. 

 
Table 5: Test result of model fit (n = 171) 

Estimators Loading factor indicators Description 

Work Motivation (X1) X1.1 X1.2 X1.3 X1.4 X1.5 X1.6 X1.7  

0.714 0.773 0.632 0.677 0.822 0.734 0.722 Significant 

X1.8 X2.9 X1.10 X1.11 X1.12 X1.13 X1.14  

0.786 0.864 0.750 0.738 0.814 0.723 0.754 Significant 

Employee Competence (X2) X2.1 X2.2 X2.3 X2.4 X2.5 X2.6   

0.757 0.820 0.851 0.631 0.727 0.731  Significant 

Leadership (X3) X3.1 X3.2 X3.3 X3.4 X3.5 X3.6 X3.7  

0.895 0.834 0.722 0.816 0.760 0.738 0.760 Significant 

X3.8 X3.9 X3.10 X3.11   X3.7  

0.838 0.804 0.731 0.727    Significant 

Employee Job Satisfaction (Y1) Y1.1 Y1.2 Y1.3 Y1.4 Y1.5    

0.734 0.812 0.734 0.773    Significant 

Employee Performance (Z1) Z1.1 Z1.2 Z1.3 Z1.4 Z1.5 Z1.6 Z1.7  

0.761 0.638 0.760 0.791 0.834 0.822 0.795 Significant 

Z1.8 Z1.9 Z1.10 Z1.11 Z1.12 Z1.13   

0.837 0.807 0.838 0.804 0.760 0.838  Significant 

 

Research Findings: 

 Hypothesis testing results (Table 6) with 

structural equation models (figure 2) and using 

AMOS 16 software shows that work motivation (X1) 

significantly affect on job satisfaction (Y1) and 

employee performance (Z1), respectively with p 

value of 0.037 and 0.007. Adversely, employee’s 

competence (X2) does not affect on job satisfaction 

(Y1) and employee performance (Z1), respectively 

with p value of 0.268 and 0.063. Leadership (X3) 

does not have significant effect on job satisfaction 

(Y1) with p value of 0.732, but having significant 

effect on employee performance (Z1) with p value of 

0.011. Job satisfaction (Y1) significantly affect on 

employee performance (Z1) with a p value of 0.025. 

Table 6 shows the hypotheses have significant 

relationship at 95 percent confidence level. In other 

words, structural equation related to job satisfaction 

and employee’s performance revealed 95 percent of 

variance can be explained by effect of motivation, 

competence and leadership. In this case, effects of 

job satisfaction on employee performance are an 

intervening variable. 

 
Table 6: Hypotheses test result among variables. 

Exogenous variables Endogenous 

variables 

Effect P value Decision 

Direct Indirect Total 

Work motivation (X1) Employee job 

satisfaction (Y1) 

0,351 0.000 0,351 0,037 Accepted 

Employee competence (X2) 0,089 0,000 0,089 0,268 Rejected 

Leadership (X3) 0,047 0.000 0,047 0,732 Rejected 
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Work motivation (X1) Employee 

performance (Z1) 

0,864 0,089 0,953 0,007 Accepted 

Employee competence (X2) 0,572 0.022 0,219 0,063 Rejected 

Leadership (X3) -0,636 0,012 -0,624 0,011 Accepted 

Employee job satisfaction (Y1) Employee 
performance (Z1) 

0,253 0,000 0,253 0,025 Accepted 

 

 
 

Fig. 2: Path diagram structural equation model. 

 

Discussion: 

 The main reason of human resources quality 

improvement in organization is its role as functions 

executor of planning, organizing, monitoring, 

controlling, as well as the operational executor. 

Malthis and Jackson (2011) suggest that human 

resource development is a formal system design to 

ensure the use of human talent effectively and 

efficiently in order to achieve organizational goals. 

Therefore, this study conducted factors analysis to 49 

indicators related to motivation and employee’s 

competence, leadership, job satisfaction and 

employee’s performance who produce a solution to 

explain effect between variables, as shown in Table 

6. 

 

Effect of motivation, competence and leadership on 

job satisfaction: 

  Factor analysis showed that work motivation 

(X1) significantly affect on employee satisfaction 

(Y1) with a p-value of 0.037. Fourteen indicators for 

these variables produce a very strong relationship 

with loading factors > 0.7. The largest factor loading 

indicator is additional incentives for achieving the 

target (X1.9) at 0.864, then responsibility (x1.5) and 

work facilities (X1.12), respectively at 0.822 and 

0.814. This indicates that in order to be able to 

improve employee satisfaction, it need to give 

responsibility to employees to achieve specific 

targets coupled with provision of additional 

incentives and facilities to support the execution of 

their duties. Westerman (1994) states that motivation 

is a series of processes to provide further 

encouragement for person's behavior and lead to 

achievement of several goals. In other words, work 

motivation can encourage someone to do something 

that must be done well and voluntarily. Motivations 

with regard to work done by someone in pursuit of a 

goal, in this case are job satisfaction and job 

performance. Results of further testing indicate that 

competence (X2) and leadership (X3) directly does 

not have significant effect on job satisfaction (Y1). 

 

Effect of motivation, competence and leadership on 

performance: 

 Hypotheses testing result in Table 6 shows that 

work motivation (X1) and leadership (X3) 

significantly affect on employee performance (Z1), 

respectively with p value of 0.007 and 0.011. Test 

results of confirmatory factor analysis (Table 5) 

shows that indicators with biggest loading factor for 

work motivation is additional incentives to achieve 

the target (X1.9) at 0.864, followed by responsibility 

(x1.5) and work facilities (X1.12), respectively at 

0.822 and 0.814. Leadership variable (X3) has the 

largest factor loading for division of responsibilities 

indicator (X3.1) at 0.895, followed by attention 

ability to job details (X3.8) at 0.838, as well as 

remuneration (X3.2) at 0.834. This test results 

indicate that higher employee performance is a result 

of motivation, as well as encouragement of 

leadership process in organizations. Leadership 
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process is most visible through the responsibilities 

division in work detail to employees who 

accompanied by reward on results achieved. 

Obviously, leadership process affect on transactions 

in an ongoing basis between leaders and followers. 

These findings are consistent with results of 

Northouse (2003) that leadership is a process to 

affect individuals and groups to achieve the goal. 

This was confirmed by Gibson et al. (1996) that 

leadership has huge role to motivate organization 

members to increase energy in effort to achieve 

group goals. Adversely, employee competence 

variable (X2) does not have significant effect to 

improve employee performance (Z1) at a p value of 

0.063. This indicates that educational background 

with a variety of knowledge, experience and 

relationships that support the various work are not 

significant enough to improve the employee’s 

performance. 

 

Simultaneous effect of motivation, competence, 

leadership through job satisfaction on employee 

performance: 

 Hypotheses test results also showed that job 

satisfaction (Y1), an intervening variables, 

significantly affect on employee performance (Z1). 

Test results illustrate that job satisfaction, as a 

representation of their accumulative satisfaction 

work environment, leadership, coworker, career 

opportunities and income, significantly affect on 

employees performance. This finding is important by 

considering that one aspects of internal environment 

to affect performance is employee satisfaction. As 

noted Dole and Schroeder (2001), that can be a 

feeling of job satisfaction and individual reactions to 

work environment. Testa (1999) and Locke (1983) 

support that job satisfaction is an emotional 

excitement or positive statement from the assessment 

of one job or job experiences. This statement implies 

that job satisfaction is a positive emotional or 

pleasant condition from an assessment of work or the 

experiences of one's work. These test results 

reinforce the simultaneous and indirect effect of 

motivation, competence and leadership, through the 

intervening variable of job satisfaction, on 

employee’s performance. 

 

Conclusions: 

 This study result has a number of implications 

practical for leadership at Local Revenue Agency to 

give emphasis on consistency in development of 

human resources, particularly to identify factors to 

increase customer satisfaction and employee 

performance. It is recommended to increase job 

satisfaction and employee’s performance by creating 

policies that can be understood and implemented for 

establishment or improvement of individual 

employees with support from the leadership. 

Limitation of this study is discard demographic 

factors between age, education, and cultural 

backgrounds. These findings may not be 

generalizable. Further study is recommended to fill 

this gap by involving other aspects related to 

improvement of public services. 
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