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Abstract:

Employees are the main asset of the organization and have a strategic role in the organization, namely as
thinkers, planners and controllers of organizational activities. An organization that has a strong culture will
basically improve employee performance, foster a spirit of togetherness among its members, increase a
sense of comfort and loyalty to the organization and be able to improve organizational performance. This
study aims to test and explain research problems related to the role of competence and organizational
culture in determining organizational commitment and its effect on employee performance. This research
was conducted at the Bali Provincial Industry and Trade Office with a population of 84 by applying
sampling techniques with saturated samples. The findings of this study are that competence and
organizational culture have a positive and significant effect on organizational commitment. Likewise with
the organization's commitment to employee performance. So it can be concluded that organizational
competence and culture are able to increase organizational commitment so that employee performance will
also increase. With these results, it is hoped that therganization can increase opportunities, facilities,
training and budgets to improve employee competence which will affect the performance of employees in
the Bali Provincial Industry and Trade Office.
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Introduction

An organization needs a strong organizational culture so that existing values can be truly understood and
applied in depth, embraced and fought for by employees in order to achieve good and optimal performance.
Hakim (2015) stated that organizational culture has a linear relationship with performance, so the better the
organizational culture will be followed by an increase in employee performance. Rumasukun et al. (2015)
states organizational commitment is a mediating variable of the influence of employee competence on
performance, strong employee competence will affect higher organizational commitment, and higher
organizational commitment can improve employee performance. Patulak et al. (2013) concluded that
organizational culture is part of organizational continuity formed from the attitudes and behaviors of members
of the organization, culture can shape the commitment of its members. Members of the organization who have
a strong commitment will work with dedication so as to produce good performance. The achievement of
organizational goals, one of which is very dependent on the good and bad performance of employees.
Organizations must be able to pay attention to employees and the relationship of their work to the duties of
others, understand the organization's targets, and be able to overcome the difficulties encountered in carrying
out their duties.

Performance appraisal is absolutely carried out to see the extent of employee success at work. The
performance appraisal system is an assessment of the employee's work results, including the responsibility set
in measuring the success of the employee in carrying out the duties imposed on him as well as to control
employee behavior, such as absenteeism, discipline, honesty and other important aspects related to work
discipline to establish promotion opportunities such as salary increases, bonuses and promotions.

Employee performance can be used as an indicator of real employee behavior in the form of work
achievements produced in accordance with their respective roles in the company. Employee performance is a

Anak Agung Ayu Asih Eriani, IJSRM Volume 11 Issue 03 March 2023 [www.ijsrm.in] EM-2023-4734




determining element of company and organizational success. Mangkunegara (2013) Higher performance
means an increase in efficiency, effectiveness, or higher quality of completing a series of tasks charged to an
employee in an organization or company.

The Bali Provincial Trade and Industry Office as the supervisor of the trade sector prioritizes increasing /
expanding market access and domestic trade so that the Bali economy grows and is of high quality, so that in
the end it will be able to bathe the community. Many previous studies on the influence of competence and
organizational culture, on employee performance, resulted in inconsistencies. To overcome the inconsistency
of these research results, a contingency approach is needed (Govindarajan, 1986 in Hustanarina and Nor,
2007) namely by including other variables that may affect the relationship of competence, organizational
culture and with performance. The variable that is thought to affect the relationship of competence and
organizational culture to such performance is organizational commitment. Organizational commitment is a
state in which an employee takes sides with the organization and its goals and functions and the desire to
maintain membership in the organization (Robbins and Judge, 2008:100).

This is a challenge, during a pandemic, the development of ASN competition must also not stop. This
pandemic has indeed brought a very significant impact on changes in all aspects of life, and we must act
wisely. So far, education and training, technical guidance, seminars and workshops have become popular
activity models and are believed to be able to significantly improve ASN competence.

From the results of previous research, there is a research that shows a research gap in the form of research
conducted by Basna (2016) which shows that competence has a positive influence on employee performance.
Meanwhile, according to Awaluddin (2013) competence negatively affects employee performance.

Research conducted by Pratiwi (2012) states that organizational culture has a positive influence on employee
performance. Meanwhile, according to Gunawan (2013) states that organizational culture has a negative
influence on employee performance.

Furthermore, research by Nathir et al., (2017) states that organizational commitment has a positive influence
on employee performance. Meanwhile, according to Musyarofah and Wulandari (2018), organizational
commitment has a negative influence on employee performance.

Literature Review

Competence

The definition of competence by Spencer cited by Moeheriono (2014:5) is as an underlying characteristic of
a person with regard to the effectiveness of individual performance in his work or the basic characteristics of
individuals who have a causal relationship or as a cause and effect with the criteria used as a reference.
According to Spencer, competence lies in the inside of every human being and forever exists in the personality
of a person who can predict behavior and performance broadly in all job situations and tasks.

Some of the aspects contained in the concept of competence according to Gordon in Sutrisno (2011: 204) are
as follows: a) Knowledge (knowledge) Awareness in the cognitive field. For example, an employee knows
how to identify learning and how to do good learning according to existing needs effectively and efficiently
in the company. b) Understanding into the cognitive and affective that the individual has. For example, an
employee in carrying out learning must have a good understanding of the characteristics and conditions
effectively and efficiently. c) Ability / Skill (skill) Something possessed by the individual carrying out the task
or work charged to him. For example, the ability of employees to choose a method of work that is considered
more effective and efficient. ¢) Value A standard of behavior that has been observed and psychologically
integrated in a person. For example, the standards of behavior of employees in carrying out tasks (honesty,
openness, democratic and others). d) Attitude (attitude) Feelings (happy-unhappy, like-dislike) or reactions to
a stimulus that comes from outside. For example, the reaction to the economic crisis, feelings for salary
increases and so on. e) Interest (interest) A person's tendency to do an act. For example, doing something
activity task.

Organizational Culture

According to Banendro (2016), organizational culture can be described as values, norms and artifacts accepted
by members of the organization as an organizational climate it will influence and influence organizational
strategies, organizational structures and systems. Meanwhile, according to Greebeg and Baron (2010),
organizational culture as a cognitive framework that contains shared attitudes, values, norms and expectations
shared by members of the organization. In a company, a standard reference is needed so that employees can
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be optimally empowered. The standard reference can be realized in the form of a company culture to guide
employees to increase their work commitment and ultimately affect the overall performance of the company.
In other words, organizational culture can be distinguished by a person's attitude and behavior in responding
to his work.

According to Paramita in Ndraha (2010) that work culture can be divided into 2 important aspects, namely: a)
Attitude towards work, namely the liking for work compared to other activities, such as relaxing, or simply
obtaining satisfaction from busy work alone, or feeling forced to do something just because of its survival. b)
Behavior at work time, such as diligent, dedicated, responsible, careful, conscientious, meticulous, high
willingness to learn his duties and obligations, likes to help fellow employees

The Study of Organizational Culture by Denison (2000:168) suggests that there are four integrative principles
regarding the reciprocal relationship between organizational culture and the effectiveness of organizational
work. These four principles are named four main traits (main cultural traits) which concern involvement,
concistency, adaptability, and mission).

Organizational Commitment

Organizational commitment according to Robbins and Judge (2015: 74) in organizational behavior, that
organizational commitment is the level at which a worker identifies an organization, its goals and expectations
to remain a member. Robbins also defines organizational commitment as a situation in which an employee
takes sides in an organization and its goals, and intends to maintain its membership. A person's high
involvement in a job means taking sides in a particular job of an individual, while high organizational
commitment means taking the side of the organization that recruited the individual. So, commitment to the
organization defines the element of the orientation of the (active) relationship between the individual and his
organization, the orientation of the relationship results in the individual as a worker willing and willing to give
something and something given in order to reflect his support for the achievement of the goals of the
organization.

Referring to some of these expert definitions, it can be implied that organizational commitment is a
psychological condition of a person that shows the characteristics of relationships with the organization that
have an influence on the acceptance of values, willingness to strive to achieve organizational interests and
willingness to stay afloat in the organization which are identified in three components, namely: affective
commitment, continuous commitment, and normative commitment.

The measurement of commitment is generally based on attitudinal approaches and calcutive behavior (Allen
& Meyer, 1997:91). These two approaches served as the basis for Allen & Meyer in developing
measurements of affective commitment and continuance commitment. The attitudinal approach is an
approach based on the opinions of several experts who compile the concept of commitment as an affective
orientation towards an organization. Related to this thinking, this attitudinal approach is referred to as
affective commitment.

The behavior cultivate approach is based on a view developed by Becker that describes commitment as a
disposition to participate in a consistent line of activity. This approach is also referred to as continuance
commitment. This continuance commitment is believed to develop on the basis of an economical mindset that
does not want to lose existing investment. Normative commitment is a commitment that is based on
obligation.

Performance Employee

Meanwhile, according to Mangkunegara (2012: 9), "Performance is an achievement or result of work, both
quality and quantity achieved by human resources per unit time period in carrying out their work in
accordance with their responsibilities. According to Laksmi Riani, (2011: 98) Performance is the result of
work that is in accordance with organizational goals, namely work quality, work quantity, efficiency, and
other effectiveness criteria. Sutrisno (2010: 164) reveals that work performance or achievement is a person's
level of ability and understanding of the task (job) given.

The indicators used to reflect employee performance according to (Sulistyanti, 2010: 228) namely work
performance, namely, the results of employee work, both quality and quantity according to the standards set
by the company. Work discipline, namely, employee compliance with company provisions and timeliness
that has been set. Work effectiveness and efficiency, namely, the ability to utilize all company resources
appropriately so that tasks can be completed on time with maximum results. Responsibility, namely, the
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readiness of employees in carrying out their duties and authorities in accordance with the position in their
lap, including the readiness to bear all the consequences that occur from their work. Attendance, that is, the
presence of employees in the company both when going to work, returning from work, permission, and
without information which all affect the performance of the employee. Relationships among people, namely,
the ability to maintain harmonious relations between fellow employees, and the relationship between
superiors and subordinates in enhancing cooperation

Hypothesis Development

In accordance with the literature and empirical review, hypotheses can be developed in this study with the
following exposure:

According to Buyung Satria Permana (2020) The Influence of Competence, Organizational Culture on
Employee Performance with Organizational Commitment as an Intervening Variable At PT PAG, shows that
there is an influence of competence and organizational culture on organizational commitment, as well as there
is an influence of organizational competence and commitment on employee performance, but organizational
culture does not affect the performance of PT employees. Perta Arun Gas Lhokseumawe Regency.While the
results of the research Syahrum et,al (2016) with the title of his research: Effect of Competence, Organizational
Culture and Climate of Organization to the Organizational Commitment, Job Satisfaction and the Performance
of Employees in the Scope of Makassar City Government, the conclusion of, this study is that competence has
a significant positive effect on organizational commitment, job satisfaction and employee performance. So in
this study, the following hypothesis was proposed:

H1 : Competence positively affects the organization's commitment to the Bali Provincial Industry and Trade
Office

Organizational culture is as a system of values that are believed by members of the organization and are
studied and applied and developed continuously, function as an adhesive system, and can be used as a
reference for behavior in organizations to achieve organizational goals that have been set. This can be seen
from Lanjar's research (2017) The Influence of Organizational Culture on Organizational Commitment and
Employee Performance, with the results of the Organizational Culture research having a positive and
significant effect on Organizational Commitment and Employee Performance

The results of this research are strengthened by the results of previous research, namelyAndi Syahrum et,al
(2016) with the title of his research: Effect of Competence, Organizational Culture and Climate of
Organization to the Organizational Commitment, Job Satisfaction and the Performance of Employees in the
Scope of Makassar City Government. which states that competence, Organizational Culture and
Organizational Climate have a significant positive effect on organizational commitment, job satisfaction and
employee performance. From the description above, the development of hypotheses in this study is as follows:
H2. Organizational culture has a significant influence on the organization's commitment to the Bali Provincial
Industry and Trade Office

According to Firman Wahyudi (2014) The Role of Competence in Improving the Performance of Employees
of the Social Section of the Regional Secretariat of East Kutai Regency. Stated that the performance of
employees of the Social Section of the East Kutai Regency Regional Secretariat has not shown optimal
performance, but at least they can still produce quite good work performance. The suboptimal performance of
employees in the work institution is a consequence of inadequate employee competence. Meanwhile, the
results of Akhmad Fauzi's research (2019) The Effect of Competence on Employee Performance in the Bureau
of Government and Cooperation of the Regional Secretariat of West Java Province. Stated that simultaneously
employee competence has a positive and significant effect on employee performance at the Bureau of
Government and Cooperation of the Regional Secretariat of West Java Province with a contribution of 60.4%,
while the remaining 39.4% is influenced by other variables that are not studied. Therefore, in this study, the
following hypothesis was proposed :

H3 : Competence has a positive effect on employee performance at the Bali Provincial Industry and Trade
Office

Research by Firman Wahyudi (2014) and Fachreza (2018) The Role of Competence and Organizational
Culture in Improving Employee Performance in the Social Section of the Regional Secretariat of East Kutali
Regency.Research found that competence and organizational culture have a positive and significant effect on
employee performance. Meanwhile, the research of Veriyanto Adi Prakoso (2017) The Influence of
Competence and Organizational Culture on the Performance of the Compiler of Work Unit Financial
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Statements through Organizational Commitment and strengthened by research by Rahmat Sabuhari (2018)
The Influence of Organizational Culture, Competency Characteristics, Job Satisfaction on Employee Public
Service Performance at the P.T. Pos Indonesia (Persero) Office in Ternate City With the results of this study
showing that competence has a positive effect on the performance of constituents financial statements,
organizational culture has a positive effect on the performance of financial statement compilers, organizational
commitment has a positive effect on the performance of financial statement compilers, competence has a
positive effect on the organizational commitment of financial statement compilers, organizational culture has
no effect on the organizational commitment of financial report compilers, competence has a positive effect on
the performance of financial statement compilers through organizational commitment and organizational
culture has a positive effect on performance compiler of financial statements through organizational
commitments. From the description above, the development of hypotheses in this study is as follows:

H4: Organizational culture has a significant effect on employee performance at the Bali Provincial Industry
and Trade Office

Research on the Influence of Competence, Organizational Culture, and Organizational Commitment on
Employee Performance (Case Study at Pt. Dafam Maju Bersama Semarang) shows that one of the results of
his research is that Organizational Culture has a positive and significant effect on employee performance.
From the description mentioned above in this study, the fifth hypothesis is proposed as follows

H5: Organizational commitment has a positive effect on the performance of employees at the Bali Provincial
Industry and Trade Office

Buyung Satria Permana (2020) The Influence of Competence, Organizational Culture on Employee
Performance with Organizational Commitment as an Intervening Variable at PT PAG. The results showed
that there is an influence of competence and organizational culture on organizational commitment, as well as
there is an influence of organizational competence and commitment on employee performance, but
organizational culture does not affect the performance of PT employees. Perta Arun Gas Lhokseumawe
District. From the description mentioned above in this study, the hypothesis is proposed as follows:

H6 : Organizational commitment can mediate the influence of Competence on employee performance at the
Bali Provincial Industry and Trade Office

Based on the results of the analysis and hypothesis testing of Andi Syahrum et,al (2016) with the title of his
research: Effect of Competence, Organizational Culture and Climate of Organization to the Organizational
Commitment, Job Satisfaction and the Performance of Employees in the Scope of Makassar City, concluded
that competence has a significant positive effect on organizational commitment, job satisfaction and employee
performance. From the description mentioned above in this study, the hypothesis is proposed as follows:

H7: Organizational Commitment can mediate the influence of Organizational Culture on Employee
Performance at the Bali Provincial Industry and Trade Office

Based on the presentation of the hypothesis that has been proposed above, a hypothesis model can be compiled
which is presented in Figure 1 below.

Competence
(%)

Performance
(Yz)

Organizational
Commitment
(1)

Organizational
Culture (X2)

Figure 1. : Research Mindmap

Research Methods
Quantitative methods are used in this study to investigate data and theories by testing hypotheses and
observing whether organizational competence and culture affect performance and whether organizational
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commitment is able to mediate variables of competence and organizational culture in improving employee
performance in the ranks of government. Data is processed by SmartPLS. Research location This research was
conducted at the Bali Provincial Industry and Trade Office. And the time of the study began in the first week
of July 2021. Based on the data obtained on The Bali Provincial Industry and Trade Office has 84 employees,
so in this study it will take all employees at the Bali Provincial Industry and Trade Office as 84 people as
respondents, withan expected response rate of 100% or return entirely.

Data is collected from direct field observations, and also obtained from local governments. Likert scales 1 and
5 are used to measure (from 1 "strongly disagree™ to 5 "strongly agree™). Data processing in PLS analysis can
be done by evaluating models of structural equations. This evaluation has two basic evaluations. First, evaluate
the measurement model (external model) to determine the validity and reliability of indicators that measure
latent variables. The criteria used to test the validity and reliability of the instruments in this study are
discriminant validity, convergent validity, and combined reliability. We then evaluate internal or structural
models to test the relationship between study model construction, significance and R-squared. Internal model
testing in PLS analysis is performed by bootstrap resampling.

Results And Discussion

In this study, testing of the validity and reliability of the questionnaire was carried out on 80 (eighty) people.
In its implementation, researchers directly distribute questionnaire sheets to respondents All questionnaires
that have been filled out, researchers collect them for a tabulation process and processed using the SPSS
program.

The validity test criteria are carried out by comparing r count with 0.3, then it can be stated that the question
item is valid. In this case, what is meant to be calculated for each question item, is the product moment
correlation coefficient annotated by the SPSS program calculation version 22 for each question item of a
variable. Based on the results of the analysis, it can be seen that all statement items for measuring the variables
of Competence, Organizational Culture, Organizational Commitment and Employee Performance are valid
and worthy of use as research instruments.

Meanwhile, to test the reliability of a list of questions from a research variable, Cronbach's Alpha Coefficient
is used. The magnitude of Cronbach's Alpha Coefficient indicates the degree of reliability of the list of
questions. According to Sugiyono (2017: 72), a variable construct is said to be reliable if it has a Cronbach'’s
value > from 0.60. Based on the results of the analysis, it can be seen that the magnitude of Cronbach's Alpha
coefficient on all variables is above 0.60. This means that the questionnaire is reliable.

Outer Model Testing

There are three criteria in the use of data analysis techniques with SmartPLS to assess outer models, namely
convergent validity, discriminant validity, and composite reliability.

Convergent validity of the measurement model with reflective indicators in values based on the correlation
between item scores or component scores estimated with Soflware SmartPLS. Individual reflexive measures
are said to be good if they correlate more than 0.70 with the measured variables. In this study, a loading factor
limit of 0.7 will be used. The results of processing using PLS can be seen in Table 1. The outer model value
or correlation between variables and variables has met convergent validity because it has a loading factor
value above 0.50.

Table 1. Result Of Outer Loading (Measurement Model)

Variable Outer Loading
Competency (X1)
Enowledze (31.1) 0817
Understanding (X1.2) 0.867
Attitude Behavior (1.3} 0.843
Organizational Culture (X2)
Innovation and Risk takmg (X2.1) 0.830
Attention to Details (N2.2 0.851
Fesult Onentation (32.3) 0.823
People Onentation (X2 .4) 0.787
Team Onentation(}2.3) 0.780
Agpresmiveness (32 .6) 0810
Stability ({1.7) 0.806
Organizational Commitment(Y1)
Affective Commitment (YV1.1) 0.832
Sustainzble Commitment {Y1.2) 0.858
Mormative Commitment (Y1.3) 0816
— . — .| Employee performance (Y2 . . 4 — o
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Quantity (¥2.2) 0.806
Timeliness(Y2 3) 0809
Attendance (Y2.4) 0.808
Ability to cooperate (Y 2.5 0801




Source: processed data, 2022

Based on Table 1 above, it shows that the indicator of measuring competency variables consisting of
knowledge, understanding and behavioral attitudes has an Outer Loading value greater than 0.5 which means
it is valid. The Comprehension Competency Indicator has the best Outer Loading value of 0.867.
Organizational Culture variables with indicators of innovation and risk taking, attention to details or details,
result orientation, people orientation, team orientation, aggressiveness, stability, have an Outer Loading value
above 0.5 which means it is valid. the indicator of attention to details or details has the best Outer Loading
value of 0.851. Organizational Culture Variables with indicators of innovation and risk taking, result
orientation, people orientation, team orientation, aggressiveness, stability itself have an Outer Loading value
above 0.5 which means it is declared valid.

The organizational commitment variable of employee performance with indicators of Affective Commitment,
Continuity Commitment, Normative Commitment has an Outer Loading value above 0.5 which means it is
valid. The sustainable commitment indicator has the best Outer Loading value of 0.858

Employee performance organizational commitment variables with indicators of Quality, Quantity,
Punctuality, Attendance, Ability to cooperate, Responsibility have an Outer Loading value above 0.5 which
means it is valid. The timeliness indicator has the best Outer Loading value of 0.809.

Discriminant validity, is done to ensure that each concept of each latent variable is different from other
variables. The model is said to have good discriminant validity if each loading indicator value of a latent
variable has a loading value that is greater than the loading value if it is correlated with other latent variables.
The results of discriminant validity testing are in Table 2 below:

Table 2. : Discriminant Validity

AVE Korelasi
| Employee |{Organizational .
AVE YAVE Competency performance | Commitment Grgi.mzatl-:-_nal
(K1) - r Culiore (X1)
(¥z) (¥
Organizational]l 0.661 0.636 1
Culture
Employee 0.649 0.621 0.881 1
performance ]
Organizational] 0.598 0.687
Commitment 0.753 0.804 !
Competency | 0.710 0.704 0.707 0.770 0.713 1

Source: processed data, 2022

Based on Table 2, it can be explained that the results of the four variables have an AVE value above 0.50
and all variables have a root AVE value that is better than the correlation coefficient between one variable
and the other variables so that it can be said that the data has good discriminant validity.

Composite Reliability, validity and reliability criteria can also be seen from the reliability value of a variable
and the Average Variance Extracted (AVE) value of each variable. The variable is said to have good
reliability if the composite reliability value is above 0.70 and the AVE is above 0.50. In Table 3, the
Composite Reliability value will be presented.

Table 3.: Composite Reliability

Variable Composite Relinbility
Organizational Culture (3{2) 0.932
Employee performance (¥2) 0.917
—_—======| Owrganizational Commitment (Y1) 0.874 —_——————
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Source: processed data, 2022

Table 3 informs that all variables meet composite reliability because their values are above the recommended
figure, which is above 0.7 which meets the criteria of being reliable. Based on the results of the overall
evaluation, both convergent, discriminant validity, composite reliability, which have been described above, it
can be concluded that indicators as a measure of latent variables are valid and reliable measures.

Inner Model Testing

Testing of the inner model or structural model is carried out to see the relationship between variables, the
significance value and the R-square of the research model. The structural model was evaluated using the R-
square for the t-test dependent variable and the significance of the structural path parameter coefficients.
Changes in the R-square value can be used to assess the effect of certain exogenous latent variables on
endogenous latent variables that have a substantive effect.

X11
-

X12

X1.3 Kompetensi

0.360 0.209

0.804
¥1.1 0.806 Y23
0.809

¥1.2 4+—0.858— - ——0.808—» Y24

0.801

X241 Y1.3

Komitmen
Qrganisasi

Kinerja Pegawai 0.808 Y2.5

X22 0.499 0.553 Y2.6

Organisasi
./)soe

Figure 2. : Struktural Model (Inner Model)

Based on Figure 2, it can be explained that the covariance of indicator measurements is influenced by latent
constructs or reflects the variation of the unidimensional construct which is depicted in an elliptical shape with
several arrows from the construct to the indicator. This model hypothesizes that changes in latent constructs
affect changes in indicators. In this model there are two exogenous variables namely Competence and
Organizational Culture and two endogenous variables namely Organizational Commitment and employee
performance. Assessment of the model with PLS begins by looking at the R-square for each dependent latent
variable. Changes in the R-square value can be used to assess the effect of certain exogenous latent variables
on endogenous latent variables that have a substantive effect. The structural model is evaluated by taking into
account the Q2 predictive relevance of the model which measures how well the observed value is produced
by the model. Q2 is based on the coefficient of determination of all dependent variables. The value of Q2 has
a range of 0 < Q2 < 1, the closer to 1 the better the model. Table 4 shows the results of R-square estimation
using Smart PLS.

Table 4. : R-square Value
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Variable R-Square
Organizational Culture (Y1) 0.240
Employee performance (Y 3) 0.632
Q! =1-(1-RI19(1-E29

=1-(1-0,894) (1-0,709)
=1-(0,106) (0,291)
=1-0,031
= 0,969

Source: processed data, 2022

Table 4 shows the R-square value of the Organizational Commitment variable of 0.840 and the employee
performance variable of 0.632. The better the R-square value, the greater the ability of these exogenous
variables to be explained by endogenous variables so that the better the structural equation.

Apart from using the R-square, the goodness of fit of the model is also measured using the Q-Square predictive
relevance for structural models, measuring how well the observed values are produced by the model and also
the parameter estimates. Q-square value > 0 indicates the model has predictive relevance; conversely if the Q-
Square value < 0 indicates the model has less predictive relevance. The Q-Square calculation is carried out
with the results of the Q Square Predictive Relevance (Q2) calculation showing a value of 0.969, which means
that the model shows good observation, where 96.90% of the relationship between variables can be explained
by the model, while the rest (3.10%) is an error factor or other factors that are not included in the research
model. Evaluation of the inner model measured based on Q Square Predictive Relevance (Q2) and Goodness
of Fit (GoF) above shows that the model formed by the constructs has a very good model category.

Based on the results of tests carried out using the Smart PLS3.0 application, the following research model
images can be presented:

D266 (129.985)
1.2
~

-

0.948 (75.0932)
1.3 |0.962 (43.715)
0.891 (24.889
-
0.9532 (59.246) Budaya

Organisasi

0.288 (0.021)
1.1

0.920 {(161.326)

vi.2
*—o.0a0 (az.10m:

0.907 (43.2915)
vi.3 [&

D.2952 (40.332)
Kepuasan Kerja

1.4

0.600 (0.001)
2.1

T~

0.243 (11.894)
- ™~
0.886 (45.023)

x2.2

K22 |0.874 (28.941)
0.230 (28.953
-~

®2.4 0.935 (33 080 Motivasi

Figure 3. : Full Model Structural (PLS Bootstraping)

The results of testing the research hypothesis based on Figure 3 are as follows:

The results of Hypothesis 1: Organizational Culture has a positive effect on Job Satisfaction. These results
can be seen in the coefficient value of 0.352 with a t-statistics value of 19.729. The t-statistics value is above
the value of 1.96 and the sig value <0.05. Based on this, hypothesis 1 is declared accepted.
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The results of Hypothesis 2 : Motivation has a positive effect on job satisfaction. These results can be seen in
the coefficient value of 0.677 with a t-statistics value of 39.419. The t-statistics value is above the value of
1.96 and the sig value <0.05. Based on this, hypothesis 2 is declared accepted.
The results of Hypothesis 3: Organizational culture has a positive effect on employee performance. These
results can be seen in the coefficient value of 0.433 with a t-statistics value of 9.694. The t-statistics value is
below the critical value of 1.96 and the sig value <0.05. Based on this, hypothesis 3 is declared accepted
The results of Hypothesis 4 : Motivation has a positive effect on employee performance. These results can be
seen in the coefficient value of 0.296 with a t-statistics value of 11.512. The t-statistics value is below the
critical value of 1.96 and the sig value <0.05. Based on this, hypothesis 4 is declared accepted.
The results of Hypothesis 5 : Job satisfaction has a positive effect on performance. These results can be seen
in the coefficient value of 0.294 with a t-statistics value of 17.793. The t-statistics value is below the value of
1.96 and the sig value <0.05. Based on this, hypothesis 5 is declared accepted.
In testing the following hypothesis, we will examine the mediating role of the Competency variable (X1)
between Competence (X1) on employee performance (Y2) and the mediating role of Organizational
Commitment variable (Y1) between Organizational Culture (X2) on employee performance (Y2). As for
testing the indirect effect hypothesis in this study, the results of the analysis can be presented in Table 5 as
follows:

Tabel 5. : Recapitulation of Organizational Commitment Mediation Variable Testing Results

Variable Mediation Efek
No Organizational Ket
Cultare (V1) for: (A) ® | © | o

1 Competency — 0,209 0,088 0,360 | 0239 FPartial
Employee (Sig.) (Sig.) (Sig.) | (Big) | Mediation
Performance

2 Organizational 0,533 0,119 0,499 | 0239 Partial
Culture — Emplovee (51g) (5ig) (5ig) | (8ig) | Mediation
Performance

Source: processed data, 2022

The information obtained from Table 5 above is the result of testing the mediating variable which can be
conveyed as follows: organizational commitment (Y1) is able to mediate positively and significantly on the
indirect effect of competence (X1) on employee performance (Y2). These results are shown from the
mediation test conducted, it appears that effects A, C and D have significant value. Other information that can
be conveyed, the mediating effect of organizational commitment variable (Y1) on the indirect effect of
competency (X1) on employee performance (Y2) is partial mediation. These findings provide an indication
that the mediating variable organizational commitment (Y1) is not a key determinant of the influence on
competence (X1) and organizational culture (X2) on employee performance (Y2). The mediating effect of the
variable Organizational Commitment (Y1) on the indirect effect of Competence (X1) on employee
performance (Y2) is greater, with a total path coefficient of 0.296 compared to the mediating effect of the
variable Organizational Commitment (Y1) on the indirect influence of organizational culture (X2 ) on
employee performance (Y2) with a total path coefficient of 0.449.

Conclusion

Competence has a positive and significant effect on the organizational commitment of the Office of Industry
and Trade of the Province of Bali. This result means that the higher the competence of employees, the better
their organizational commitment will be. This can be caused, the greater the level of their ability to complete
their tasks, the lower the level of difficulty they feel. Organizational Culture has a positive and significant
effect on the organizational commitment of the Office of Industry and Trade of the Province of Bali. The
research results show that organizational culture increases organizational commitment. Competence affects
the performance of employees of the Bali Province Industry and Trade Service, in this case indicating that
employee competence will improve employee performance. Organizational Culture has a positive and
significant effect on the performance of employees of the Office of Industry and Trade of the Province of Bali.
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These results provide an indication that the stronger the organizational culture of the Office of Industry and
Trade of the Province of Bali is able to directly improve the work environment of employees towards the
organization. Organizational commitment affects the performance of employees of the Office of Industry and
Trade of the Province of Bali. The results obtained mean that organizational commitment will improve
employee performance in carrying out tasks and work. The findings of this study direct organizational
commitment to influence performance in carrying out work wholeheartedly and consciously having become
part of the organization which will improve employee performance. Competence has a positive and significant
effect on the performance of employees of the Bali Province Industry and Trade Service through
organizational commitment. Good competence is one that is able to build good organizational commitment
and then have a positive impact on employee performance. Organizational culture has a positive and
significant influence on the performance of the Bali Province Industry and Trade Service through
organizational commitment. This means that the better the Organizational Culture, the better the
organizational commitment, further improving employee performance.

Based on the results of analysis and perceptions of competency variables influencing employee performance,
it can be suggested that organizations increase opportunities, facilities, training and budgets to increase
employee competence which will affect employee performance so that their ability to work is even better.
Based on the results of analysis and perceptions of other variables, based on the results of this study, it shows
that changes in organizational culture during the Covid-19 pandemic greatly affected employee performance.
It can be suggested that during the pandemic, employees apply work discipline by complying with health
protocols without reducing performance.
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