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Abstract 
Human resources or employees areian important factorifor everyiorganization, becauseiwithout 
humaniresources theigoals andiobjectives ofian organizationior companyiwill notibe achievedias 
planned. Humaniresources areinot onlyiseen asian elementiof productionibut alsoias humansiwho 
haveiemotions andipersonalities thatican beiused as aiforce toidrive aniorganization oricompany. 
Theipurpose ofithis studyiwas toianalyze theieffect ofiwork motivationiand competenceion 
employeeiperformance atiSMK - SMAK Makassar City. Theitotal populationiin thisistudy were 
alliemployees ofiMakassar CityiVocational High Schools, totaling 59 people. Theisample usediin 
thisistudy isithe entireipopulationiof 59 people because theitotal population is below 100. This 
researchiwas conductediusing aisurveyiapproach, theitype ofiresearch conductediwasidescriptive 
quantitative. Dataicollection wasicarried outiusingiquestionnaires, literatureiand observation. Data 
analysisiused descriptiveiand inferentialistatistics (multipleilinear regression). Theiresults ofithis 
studyiindicate thatisimultaneously theivariables ofiwork motivationiand competence haveia 
positiveiand significantieffect oniemployee performanceiat SMK - SMAK Makassaricity. While 
partially, workimotivation hasia positiveiand significantieffect oniemployeeiperformance. Likewise, 
competenceihas aipositive andisignificant effection employeeiperformance. Data analysisiused 
descriptiveiand inferentialistatistics (multipleilineariregression). Theiresults ofithis studyiindicate 
thatisimultaneouslyithe variables ofiwork motivationiand competenceihave a positiveiand 
significantieffect oniemployee performanceiat SMK - SMAKiMakassar city. While partially, 
workimotivation hasia positiveiand significantieffect oniemployee performance. Likewise, 
competenceihas aipositive andisignificant effection employeeiperformance. Data analysisiused 
descriptiveiand inferentialistatistics (multipleilinear regression). Theiresults ofithis studyiindicate 
thatisimultaneously theivariables ofiwork motivationiand competenceihave a positiveiand 
significantieffect oniemployee performanceiat SMK - SMAK Makassaricity. While partially, 
workimotivation hasia positiveiand significantieffect oniemployeeiperformance. Likewise, 
competenceihas aipositive andisignificant effection employeeiperformance. 
Keywords : workimotivation, competency and employeeiperformance 

A. INTRODUCTION 
 
Theiera ofiglobalization isia challengeifor HumaniResource 

Managementibecause itiis aniera ofihuman resource competition between nations. 
Therefore, it is an obligation for HumaniResource Managementito improveithe 
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quality ofihuman resourcesias a whole, be it spiritual moral quality, intellectual 
quality or physical qualityiso thatithey areiable toiface futureichallenges. 

Human resources or employees areian important factorifor everyiorganization, 
becauseiwithout humaniresources theigoals andiobjectives ofian organizationior 
companyiwill notibe achievedias planned. Humaniresources areinot onlyiseen asian 
elementiof productionibut alsoias humansiwho haveiemotions andipersonalities 
thatican beiused asia force toidrive aniorganization oricompany. 

In general, every organization, both government and non-government, tries to 
improve itselfiin orderito improveithe competence ofiits humaniresources. This is 
intended toideal withiincreasingly competitive and demanding work dynamics to 
provide an increase in performance that satisfies the parties served. Improving 
employee competency is not an easy thing to do, because you will be faced with 
various challenges and obstacles, and this must be addressedifirst. For this reason, 
every organization, both government and private institutions must strive toiimprove 
theicompetence of its humaniresources through theidevelopmentiof formal and 
formal education, increasing skills, participating in various forms of training, and 
trying to motivate them to improve their performance. 

If these elements can be implemented or owned by an institution, itiwill haveian 
impaction improving employeeiperformance in that organization. 
Increasingiemployee competence aims to make employees in an organization 
reliable, independent and professional employees. 

Competenceiis aicombination ofiknowledge, ability, andiapplication inicarrying 
outitasksiin theiworkplace. Competent employees will beiable toicarry outitheir 
dutiesiprofessionallyi(Naim, 2009). 

Theireality on the ground shows that, even though employees have been included 
in various competency-related training, compensation has been given in relation to 
the competencies they should have developed. However, the performance or work 
results of these employees have not provided the maximum results as expected. In 
fact, there is not much news stating that that the competence of employees today is 
increasingly apprehensive. 

One factor that should not be underestimated in terms of improving employee 
performance is motivation. This factor can affect the achievement of increased 
performance. Workimotivationiis a driving force foriemployees toiwant toiwork 
actively andiseriously in order toiachieve theidesired goals. Motivationiis needed for 
everyone to carry out activities or work. Motivation arises with the presence of 
several needs that are not met, causing pressure or a sense of dissatisfaction that 
encourages the creation of high employee performance. 

Theireality onithe groundishows thatithere isia tendency for employee 
motivation to be low. This can be seen in their daily activities, where they are 
sometimes not enthusiastic about working. They are sometimes less enthusiastic 
about catching up with students in learning. On the other hand, lack of motivation can 
be a cause for the failure of organizational activities, especially in teacher training 
organizations. 

Performance (jobiperformance) isithe resultiof workiin qualityiand 
quantityiachieved byian employeeiin carryingiout hisiduties iniaccordance withithe 
responsibilitiesigiven to him (Mangkunegara, i2009). Thus, employee 
performanceiis the result achievediby employees in carrying out the tasks assigned 
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charged toihim basedioniskill, experienceiand sincerityias well as theiuse ofitime. 
Effortsito improveiperformance areiusually doneiby givingimotivation. 

Inigeneral, theiquality ofieducation iniIndonesia canibe saidito beistill quite low. 
Theilow qualityiof educationican beicaused byivarious factors, bothiinternal 
andiexternal toischools. The internalischool factorsithat caniaffect theiquality 
ofieducation includeithe lowiquality of educators/teachersiand theiapplicable 
curriculumiresulting in lowieffectiveness ofithe teaching and learningiprocess, 
inadequateifacilities andiinfrastructure, unevenidistribution ofiteachers, andiso on. 

Externalifactors thatiaffect theiquality ofieducation inischools includeithe roleiof 
parents, societyiin generaliand theigovernment thatihave notibeen optimaliand 
workitogether toisupport the developmentiof qualityieducation. Toirealize thei goals 
mandatediby theiLaw onithe National Education, theigovernment outlinesia 
programifor developingia basicieducation system toihigher educationi(formal 
education), non-formalieducation andiinformal education. Asipart ofithe 
nationalieducation system, vocationalihigh schoolsi(SMK) areisecondaryieducation. 
which preparesistudents especiallyito workiin certainifields, caniadapt inithe 
workienvironment, can see jobiopportunities andican developithemselves inithe 
future. 

Theigoals ofithe VocationaliHigh Schooli(SMK) areirealized withia 
curriculumistructure that containsithree programs, namelyinormative, adaptiveiand 
productiveiprograms. SMK – SMAK Makassar as one of the National Standard Schools 
(SSN) has quite a big responsibility. This school is expected to be an example of a real 
manifestation of the school referred to in the National Education Standards and 
become a reference or reference for schools in the city of Makassar in developing 
themselves. SSN functions as a benchmark for schools in developing good and quality 
education services. 

This ideal condition has not been fully realized. Employee performance is still not 
as expected. The quality of human resources, especially teachers, still needs to be 
improved. The achievement of teacher work bothiin termsiof quality, quantity, 
efficiencyiand effectivenessiof work that supports the quality of students is still a 
phenomenon that continues to be pursued . 

In fact, there are quite a number of factors that are considered to haveian 
influenceion improving employeeiperformance. However, accordingito observations 
in the field, it seems that employee motivation and employee competency factors are 
in the spotlight that must get serious attention. These two factors are seen as in dire 
need of more handling. seriously so that employee performance in the future can be 
proud of. 

Based on the explanation above, the factors that can affect performance are 
employee competence and motivation. Given the heavy tasks carried out by a teacher, 
it is appropriate for the teacher to get many things that can raise his enthusiasm 
(motivation) and feel satisfied with his work. This is important, because a teacher 
will produce good performance if theyihave highiwork ability (competence) 
andihave highiworkimotivation. 

Basedion theibackgroundiabove, theiresearcher isiinterested iniexamining 
theieffect ofi work motivationiand competenceion employeeiperformanceiat SMK - 
SMAK Makassar. 
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B. LITERATURE REVIEW 
 

1. Definition of Human Resources 
Humaniresource managementiis a scienceior aiway ofimanaging theirelationship 

andirole of resourcesi(labor) ownediby individualsiin aniefficient andieffective 
manneriand canibe used optimallyiso thatigoals (goals) iwith theicompany, 
employeesiand societyiare maximized. HRM isibased onithe conceptithat 
everyiemployee isia human being, notia machineiand notimerely a 
businessiresource. 

According to Buchari Zainun (2001), humaniresource managementiis 
aniimportant part, itican even beisaid thatimanagement isiessentially 
humaniresource managementiis synonymousiwith managementiitself. 
Humaniresource managementiis a processiof dealingiwith variousiproblems 
withinithe scopeiof employees, clerks, laborers, managersiand otheriworkers toibe 
ableito support theiactivities ofian organizationior companyiin orderito 
achieveipredetermined goals. 

According to Flippo in Handoko (2001) suggests that humaniresource 
managementiis planning, organizing, directing, andisupervising 
procurementiactivities, providingicompensation, integrating, maintaining, and 
releasingihuman resourcesiin order toiachieve variousiindividual, 
organizationaliand communityigoals. 

Meanwhile, accordingito French iniHandoko (2001) ithat personnelimanagement 
as withdrawal, selection, development, useiand maintenanceiof humaniresources 
byithe organization. 
2. Definition of Motivation 

Motivationimeans givingimotives, hoardingimotives orithings thatigive rise to 
encouragement oricircumstances thatigive riseito encouragement. Motivationican 
alsoibe interpretedias aifactor thatiencourages peopleito actiin aicertain way. 
Workimotivation isisomething thaticreates encouragementior enthusiasmifor work 
(Manullang, M and Manullang, M, 2008). 

Accordingito Robbins, SPiand Judge, TA (2008), motivationiis a processithat 
explainsithe intensity, directioniand persistenceiof aniindividual toiachieve 
hisigoals. Accordingito Darmawan, D (2013), Motivationiis aipsyche thatiencourages, 
activatesior movesito channelione's behavior, attitudesiand actionsiwhich 
areialways associatediwith achievingigoals, bothiorganizational goals 
andipersonaligoals. 

The concept ofimotivation accordingito Wibowoi(2012), Motivationiis 
theiimpetus foria seriesiof processesiof humanibehavior iniachieving goals, 
whereimotivation includesielements of arousing, directing, maintaining, showing 
intensity, beingicontinuous andihavingigoals. Meanwhile, accordingito 
Sunyotoi(2013), workimotivation isia conditionithat encourages individualidesires 
toicarry outicertain activitiesito achieveitheiridesires. 

From some of theidefinitions above, itican beiconcluded thatimotivation 
isiencouragementior enthusiasm for work in carrying out a job or activity associated 
with achieving organizational goals and personal goals. 

According to Robbins, SP and Judge, TA (2008), motivation itself appears in two 
basic forms, namely: (1) Intrinsicimotivation, isiaiprocess thatiarises withinia 
personiwho williencourage toiact iniorder toiachieve whatiis desirediso thatihe 
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canigiving satisfaction and (2) extrinsic motivation, is the overall giving of a mover 
from one person to another so that they want to act in achieving goals. 

Motivation contains three very important things, namely: (1) Motivationiis 
directly relatedito effortsito achieveigoals andivarious organizationaligoals, (2) 
Motivationiis aiprocess of linkage betweenieffort andisatisfaction of certainineeds 
and (3) Understanding the motivation of the needs in question is internal to someone 
who cause the results of a particular business to be interesting (Sutrisno, E, 2011). 

Motivation comes from within humans, therefore organizational leaders need to 
create conditions where workers can motivate themselves. Leaders need to give 
reasons to workers to believe in themselves and the organization they work for 
(Wibowo, 2012). 

Providing motivation to employees aims, among other things, to encourage 
employee passion and enthusiasm, increase employee moraleiand jobisatisfaction, 
increaseiemployee work productivity, maintainiemployee loyaltyiand stability, 
increaseidiscipline, reduceiabsenteeism, create good working relationships, increase 
employee participation and increase employee responsibilities towards their job 
duties (Sunyoto, 2013). 

 
3. Definition of Competence 

Competenceiis aiset ofiknowledge, skills, behaviorsithat aiperson mustihave 
inicarrying out hisiduties (Pramudyo, 2010). Competenceiis aicombination ofiskills, 
knowledge, creativity, andia positiveiattitude towardsicertain jobsiwhich 
isimanifested iniperformance. Competenceiis the characteriof aiworker whoiis 
ableito produceithe bestiperformanceicompared toiothers. 

Competenceiis also defined as basic characteristics consisting of skills, 
knowledge and other personal attributes that are able to distinguish someone who 
only does and does not do (Moeheriono, 2009:4). According to Sutrisno, (2011), 
competenceiis aniability thatiis basedion skillsiand knowledgeisupported byiwork 
attitudesiand theiriapplication inicarrying outitasks and workiin theiworkplace 
thatirefers toithe specifiediworkirequirements. 

According to Moeheriono (2009), individual competencies are grouped into two, 
namely: (1) Minimum competence (threshold competence), namely basic 
competencies that must beipossessed byia person, for example theiability of 
knowledgeior basiciskills such as reading and writing and (2) Differentiating 
competence ) is a competency that distinguishes someone with high or low 
performance from other employees, for example someone who has a high 
motivational orientation usually pays attention to goals beyond what is targeted by 
the organization in work standards. 

Competences can be sorted according to strata, namely: (1) Main competencies 
are core competencies that are linked to organizational strategy so that all employees 
in the organization must have them, (2) Managerial competencies are competencies 
that reflect managerial activities and performance required in certain roles, (3 ) 
Functional competence is a competency that describes the ability of a particular role 
and relates to professional or technical skills (Wibowo, 2012). 

Accordingito Spenceriand Spenceriin Sutrisno, E (2011), thereiare fiveiaspects 
oficompetency characteristics, namely: (1) Motivesiare aiperson 
consistentlyithinking soithat heitakesiaction, (2) Traitsiare traitsithat makeipeople 
behaveior respondito somethingiin aicertain way, (3) Self-concepti(self-concept) 
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isithe attitudeiand valuesithat aiperson has, (4) Knowledgei(knowledge) is 
informationithat aiperson hasifor aiparticular fieldiof substanceiand (5) 
Skillsi(skills) ) is the ability toicarry outicertain tasksiphysicallyiand mentally. 

Accordingito Moeheriono (2009), competent employees are individuals 
whoihaveiknowledge, skills, attitudesiand behavioriin accordanceiwith 
jobirequirements so that they can participate actively in the workplace. In detail, 
there are five competency dimensions that must be possessed by all individuals. 

 
4. Performance 

Accordingito Mangkunegarai(2001) Performanceiis theiresult ofiwork 
iniquality and quantityiachieved byian employeeiin carryingiout hisiduties 
iniaccordance withithe responsibilities givenito him. 

Inivarious literatureiin theifieldimanagement andienough 
psychologyiLotsidefinitioniof motivationiwhich is offerediby paraiexpert. Willibut 
deepithis discussionidefinitionimotivation beginsiwith an overviewiagainst 
someiprincipal characteristicsimotivation. Onibasically there are threeiprincipal 
characteristicsimotivation, namely: (1) effort, (2) willistrong, (3) directionior 
goals(Erpurini, 2019; YK Sari et al., 2022). Motivationias a processithat 
explainsiintensity, directioniand persistenceian individualito achieveiobjective. 
Based onithat opinionican be concludedithat; (1) Motivationiwork isithat 
partiurgentiin aiwhich organizationiserve asitool foriachievement of objectivesior 
targetiWhichiwant to achieve, (2) Motivationipregnant workitwo goalsimain 
iniindividual selfithat isito meetineed oripersonal wishiand goalsiorganization, and 
(3) Motivationithat workigiven toisomeone onlyieffective wheniin theione's selfiit 
has trustior beliefito advanceiand it workediiniorganization. MotivationiWorkiis 
somethingiarousingisomeone's spiritiForiwork, soiwant to workisame, workiin a 
mannerieffective, andiintegrate withievery effortito achieveisatisfaction. The 
moreihigh enthusiasmiemployee theniwill be moreiefficient employeesitheiWork. 

TikaiPabundu (2006) definesiperformance asifunction resultsione's 
work/activitiesior groupsiin aiwhich organizationiinfluenced byivarious factorsito 
achieveiorganization goalsiin perioditimeicertain. 

Wibowoi(2007) Performanceiis the resultiwhich jobihave a relationshipistrong 
withistrategic goalsiorganization, satisfactioniconsumers, andigive contributionion 
the economy. Withithus, performanceiis aboutidoing workiand 
resultiWhichiachieved fromiworkithe. Performanceiis aboutiWhat isidone 
andiHowihow to do it, According toiPrawirosentono (1999) performanceiis the 
resultithat workicaniachieved byisomeone origroup of peopleiin aiorganization, 
accordinglyiwith authorityiand responsibilityianswer each, inieffort 
frameworkiachieving goalsiorganizationirelatedilegally, noibreaking the law, 
andiaccording to moralsinoriethics. Stilliin the bookithe same, Minersi(1990) 
statedithat performanceiis howisomeone expectedican workiand behaveiin 
accordance with theiwhich taskihas been chargedito her. 

 
 

C. RESEARCH METHODS 
 

The research lasted for approximately two months and the research locations 
were carried out at Makassar Vocational Schools. The selection of this location was 
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carried out on the basis of the ease of obtaining data because the researcher is an 
employee at the office. 
a) Data Types and Sources 

1. Data Type 
Theitypes ofidata usediby theiauthors inithis studyiare asifollows: 

a. QualitativeiData, is dataiobtained in theiform ofiwritten statements or 
information provided by Makassar Vocational High Schools. 

b. Quantitative data, isiin theiform ofinumbers thatican beicounted 
andirelated toithe problemiunderistudy. 

2. Dataisource 
Theidata sourcesiused byithe authoriin thisistudy areiasifollows: 

a. PrimaryiData, namely dataiobtained byiconducting directiobservations 
andiinterviews withileaders andiemployees whoiare relevant to 
theiobject ofiwriting, andiobtained fromirespondents byifilling outithe 
questionnaireithat has been provided. 

b. Secondaryidata, namelyidata obtainediby collectingidocuments 
andiliterature thatiare closelyirelated toithisiwriting. 
 

b) Population And Sample 
Theipopulation inithis studyiis theitotal number ofiemployees at Makassar 

Vocational High Schools as many as 59 people.The population in this study was 
less than 100, so the entire population, totaling 59 people, was used as a sample. 

 
c) Data collection technique 
Dataicollection techniquesiused inithis studyiare asifollows: 
1. Participatoryiobservation, namelyithe researcheriis involvediwith theidaily 

activitiesiof the personibeing observed. Collectingidata byimaking 
directiobservations ofimatters relatingito theiobject underistudy; 

2. Theiquestionnaire isiby usingia listiof questionsior statementsithat haveibeen 
prepared according to the research variables which are distributed to all 
respondents; 

3. Documentation isia recordiof eventsithat haveipassed inithe formiof writing, 
drawingsiand monumentaliworks of aiperson. This studyiuses documentsiin the 
form of writing and pictures. 
 

DataiAnalysisiMethod 
Thisiresearch usesia quantitativeidescriptiveiapproach. Dataianalysis to test the 
research data was carried out using analytical methodsthat is : 
1. DescriptiveiAnalysis 

Descriptiveianalysis isiused toianalyze dataiby describingior 
describingisampleidata. This study describes descriptively the characteristics of the 
sample or respondents and the research variables through the distribution of 
frequencies, averages and percentages. 
2. Research Instrument Test Analysis 
a. Validityitest 
Validityiis aimeasure thatishows theilevels ofivalidity orivalidity ofianiinstrument. 
Theiinstrument isisaid toibe validiif itiis ableito measureiwhat isidesired andican 
revealidata fromithe variables studiediappropriatelyiwith the method ofithe degree 
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ofirelationship betweenitwo orimoreivariables calledithe PearsoniProduct 
MomentiCorrelation (Usman, H and Akbar, RPS,2006:197). The resultsiof theivalidity 
testiby consultingithe criticalivalue ritable, where ifithe ricountivalue > the critical 
value r product momentitable, thenithe instrumentiis declaredivalid. 
b. ReliabilityiTest 
 Reliabilityiis aniinstrumentithat canibe trustedienough toibe usedias aidata 
collectionitool becauseithe instrumentiis good. Aigood instrumentiis notitendentious 
inidirecting respondentsito chooseicertainianswers. According to Sugiyono (2012), 
instrument reliability testing can be carried out externally by testing stability, 
equivalent or a combination of both and internally by analyzing items on the 
instrument with certain techniques. Theireliability testiis determinediby the 
Crombach'siAlpha coefficientiwith theicondition thatithe instrumentiis reliableiif 
itihas a Cronbach'siAlpha coefficientiα ≥ 0.60. 
3. Data analysis 
The influence of organizational competence and motivation on employee 
performance is carried out quantitatively using multiple linear correlations. 
Statistically proving the relationship between the influence of the independent 
variables on the dependent variable is used multiple linear regression analysis at a 
confidence level of 95% or alpha = 0.05. The multiple linear regression formula is as 
follows (Semmaila, B and Sinring, B, 2013: 196). 
Y = b0 + b1X1 + b2X2 +ei 
Where: Y is Employee Performance 
b0 is a Constant 
X1 is Work Motivation 
X2 is Competence 
b1,b2 are the regression coefficients 
ei is term error (5%) 
The use of the multiple linear regression test model will help to identify each 
independent variable studied, so that it can be seen which of the independent 
variables greatly influences the dependent variable either simultaneously or 
partially. 
The classical assumption is meant to find out whether the use of multiple linear 
regression models in analyzing meets the classic assumptions. The classic 
assumption test aims to test whether the model used is good or not in the study. 
The classic assumptions that must be met are: (1) Normality, aims to test whether in 
the regression model the independent variables and the dependent variable both 
have a normal distribution or not. A good regression model has a normal or close to 
normal distribution. (2) Multicollinearity, aiming to test the regression model found 
a correlation between the independent variables. A good regression model does not 
have a correlation between the independent variables, and (3) Heteroscedasticity, to 
see whether the sampling is done correctly in the right population. Regression 
models that contain heteroscedasticity will produce biased parameters that cause 
errors in treatment. 
4. Hypothesis test 
To find out whether there is an effect of the independent variable motivation (X1) 
and competence (X2) on the dependent variable of employee performance (Y) 
simultaneously by using the F test and partially by using the t test, namely: (1) 
Simultaneous hypothesis testing, namely by comparing F count with F table with a 
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significant level <α 0.05, (2) Partial hypothesis testing, namely by comparing t count 
with t table of each independent variable to the dependent variable with a significant 
level <α = 0.05 and (3) The coefficient of determination test shows the strength or 
weakness of the correlation or relationship between the independent variables 
together with the dependent variable. 
Variable Operational Definition and Measurement 

Based on the concept of research variables, several operational definitions of 
variables and indicators and their measurements are presented as follows: 
1. Employee Performance Variable (Y) 
The concept of performance according to Wibowo, (2012: 7), employee performance 
is the level of attainment of the work results of an employee in carrying out the work 
or work results achieved by an employee in carrying out the work to achieve 
organizational goals. Performance of organizational units where a person or group of 
people is located in it is a reflection of the performance of the human resources 
concerned. To find out the performance of employees required specific activities to 
measure it. 
The indicators used to measure performance are: 
a. Quality of work (quality) is the result of carrying out activities close to perfection 

or close to the expected goals. 
b. Quantity (quantity) is the amount produced and the cycle of activities carried out. 
c. Timeliness is the activity completed at the desired time. 
d. Cost effectiveness (cost effectiveness) is the use of organizational resources 

(human, financial, technological and material) is maximized to achieve the highest 
results. 

e. Completion of tasks without supervision (need for supervision) is a worker can 
carry out a job function without requiring supervisor supervision and 

f. Interpersonal relationships (interpersonal impact) are employees maintaining 
self-esteem, good name and cooperation among colleagues and subordinates. 

The measurement uses a Likert scale with 5 scores. Answer statements or questions 
with opinions from Strongly Disagree (STS) score 1, Disagree (TS) score 2, Less Agree 
(KS) score 3, Agree (S) score 4 and Strongly Agree (SS) score 5. 

2. Work Motivation Variable (X1) 
Work motivation is the encouragement and enthusiasm of an employee in doing work 
to achieve organizational or personal goals,both from within the individual itself 
(intrinsic motivation) and from outside the individual (extrinsic motivation): 

1. Intrinsic factors are factors that are able to satisfy and encourage people to work 
well, namely (1) successful implementation, (2) recognition, (3) the work itself, 
(4) development. 

2. Extrinsic factors or hygiene factors are factors that can cause dissatisfaction with 
employees, namely (1) policy and administration,(2)supervision techniques, (3) 
interpersonal relations with superiors,(4)wages 

The indicators of motivational variables are: 
1. implementation successis the success of an employee in completing the task. 
2. confession meaningemployees get recognition, that he is a person, good achievers 

are given awards, and praise. 
3. the job itself isvariety of work and control over work methods and steps 
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4. development isa person's desire to develop a career in their field. 
5. policy and administration isrules set as a management guide in carrying out 

activities 
6. supervision techniqueis the supervisor supervising from a technical point of view 

the work that is his responsibility 
7. Interpersonal relationship with superiors is an individual relationship between 

subordinates and superiors. 
8. salary is financialreceived by employees include wages, bonus premiums, and 

benefits. 
The measurement uses a Likert scale with 5 scores. Answer statements or questions 
with opinions from Strongly Disagree (STS) score 1, Disagree (TS) score 2, Less Agree 
(KS) score 3, Agree (S) score 4 and Strongly Agree (SS) score 5. 

3. Competency Variable (X2) 
Competence is an ability to carry out a job or task that is based on skills and 

knowledge and is supported by the work attitude required by the job.According to 
Wibowo (2010: 268), to achieve a certain competency, a person needs to have a 
number of capabilities: 
The indicators are: 
1. Knowledge isinformation and learning outcomes obtained by employees 
2. Skill isthe ability to work on a specific set of tasks in their respective fields 
3. Personal traits/attitudes areviews, values, actions, behavior, performance in 

carrying out a job task. 
The measurement uses a Likert scale with 5 scores. Answer statements or questions 
with opinions from Strongly Disagree (STS) score 1, Disagree (TS) score 2, Less Agree 
(KS) score 3, Agree (S) score 4 and Strongly Agree (SS) score 5. 

 
D. RESULT AND DISCUSSION 

 
The discussion regarding the description of the respondents in this study is 

allemployees at SMK – SMAK Makassar. Furthermore, in carrying out this research, a 
questionnaire was distributed in the amount of59sample. The description of the 
respondents is grouped into gender, age of the respondent, length of service of the 
respondent andrespondent's education level.  

 

Based on the purpose of this study, namely to find out and analyze the effect of 
work motivation and competence on the performance of Makassar Vocational High 
School employees. After testing the hypothesis of this study, the two independent 
variables namely: work motivation (X1) and competence (X2) have a positive and 
significant effect on the performance of Makassar City Vocational High School 
employees. 

As it is known that this study simultaneously or together the three 
independent variables on the dependent variable which shows a positive and 
significant influence as evidenced by the contribution (R2) = 0.626 or 62.6%. This 
means that the performance of Makassar Vocational High School employees can be 
predicted that to improve the performance of Makassar Vocational High Schools it is 
necessary to use these two independent variables. While the remaining only 0.374 or 
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37.4% indicates that it is still necessary to look for variables that have not been 
identified in this study, so future researchers must explore more deeply so that 
variables can be found that can increase their influence on the performance of the 
Makassar Vocational High Schools. 

In addition to showing the findings simultaneously or simultaneously with 
these variables, then partially the two independent variables also need to be 
discussed on the dependent variable. To find out and partially analyze these 
influences, the following will be described one by one: 

1. The Effect of Work Motivation on Employee Performance 
The results of the partial test show that the work motivation variable has a 

positive and significant effect on employee performance at Makassar City Vocational 
Schools. This shows that there is a direct relationship between work motivation and 
employee performance, in the sense that if there is an increase in work motivation, 
employee performance tends to increase. 

The increase in work motivation variables is determined by the magnitude of 
the role of the indicators that shape it, namely1)Achievement efforts are in 
accordance with predetermined targets, 2) Employees get awards in accordance with 
the work achievements achieved, 3) Employees set themselves as examples and role 
models for other employees, 4) Employees get the opportunity to develop 
themselves, 5) Employees ensure that all work is carried out according to plan, 6) 
Leaders give freedom to employees to complete work in accordance with 
responsibilities, 7) Employees have a good working relationship with leaders, 8) 
Salaries and benefits received are in accordance with standards. 

In this study, it can be seen from the respondents' responses regarding salary, 
the average employee agrees with the salary given. It can be seen that Makassar 
Vocational High School employees are motivated by the salary they are given, 
because the salary they receive is in accordance with the standards. Likewise, 
superior communication also affects employee performance at Makassar Vocational 
High Schools with the average respondent agreeing that communication between 
subordinates and superiors is good, where employees are motivated by good 
communication between employees and superiors who are good, which means that 
an employee wants attention from his superiors. wants attention from his superiors. 
Furthermore, the need for appreciation, from the results obtained by employees, it 
turns out that they really need appreciation from their superiors as their motivation 
in carrying out their duties. 

Likewise, indicators of successful implementation/achievements are drivers 
that come from within and outside of employees who encourage them to act and show 
the level of performance/performance in accordance with the standards set in the 
job. Individuals who have high achievement motives have forward orientation, are 
realistic, and often feel afraid of failing in completing a job, are full of initiative, and 
try to develop creativity. Individuals who have an achievement motive can always use 
their time to work on and complete their tasks, think about improving their work 
performance, are more task oriented, and prefer tasks that provide challenges. 

Programs for developing human resources through education and training are 
very meaningful for developing the capabilities of workers. 

This research has proven that work motivation possessed by employees needs 
to be increased, it is proven that if work motivation is increased, it can have a positive 
effect on employee performance. The findings of this study can be proven by the size 
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of the contribution through the value of the contribution (1) = 0.238 or 23.8% and 
can also be shown through the results of its significance, namely tcount = 2.426 with 
probability = 0.019 <0.05. The results of this study provide an indication that an 
increase in work motivation is not negotiable to be implemented, because if it is not 
quickly attempted then the development of environmental changes will lead to a lag 
in the ability of employees to carry out their duties. The findings indicate that there 
is a significant influence between work motivation on the performance of Makassar 
Vocational High School employees. 

Thisiresearch isiin lineiwith previousiresearch byAsmirah, S (2013), in a 
study of the Effects of Competence, Discipline andiMotivation onithe Performanceiof 
Makassar CityiEducation OfficeiEmployees.Theiresults showed that theimotivation 
ofithe Makassar City Education Office employees simultaneously showed that 
theivariables oficompetence, discipline andimotivation hadia significantieffect 
oniemployeeiperformance andithe partialitest results showedithat theimotivational 
variableihad aisignificant effection improving the performance of Makassar City 
Education Office employees. 

2. The Effect of Competence on Employee Performance 
Partial test results (t test) canibe seen thatithe competencyivariable hasia 

positiveiand significantieffect oniemployee performanceiat MakassariCity Vocational 
Schools. This indicates a direct relationshipibetween competencyiand 
employeeiperformance, in the sense thatiif employee competence isiincreased, 
employeeiperformance will alsoiincrease. 

The increase in the competency variable is determined by the magnitude of 
the role of the indicators that shape it, namely knowledge, skills and attitudes with 
the statement namely1). Employees have knowledge according to their main tasks 
and functions, 2). Employees have a broad understanding of problem solving, 3). 
Employees have the ability to operate technological tools at work, 4) Employees have 
courage in managing work, 5) Respect the opinions of others in responding to a 
problem, 6) Employees have the power of self-control. 

Based on the value of the variable mode is obtainedthe average value of the 
mode of all competency variable indicators is 4.33. This shows that the competence 
of employees at Makassar City Vocational Schools is classified as good, meaning that 
if all indicators of these competency variables are maximized by employees, it will 
increase employee performance. 

Competence is one of the factors that can improve the work ability of employees 
through knowledge obtained from the educational process. Competence possessed 
by a person besides being directed at increasing work ability can also be directed at 
forming the attitude and personality of employees, especially in carrying out their 
main tasks and functions, to provide administrative and educational services at 
Makassar Vocational High Schools. 

In carrying out the tasks that must be developed by Makassar City Vocational 
High School employees, this is to realize the implementation of tasks as an effective 
forum for community service and to improve the output quality of Makassar City 
Vocational Schools. To achieve this goal, employees must have competence, 
especially knowledge and skills related to their main duties and functions. 

To prepare and provide knowledge for each employee, it is necessary to increase 
competence which can provide knowledge especially related to the main duties and 
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functions of employees. This ability through knowledge, skills and attitudes is very 
necessary because the combination of the three will be able to provide good service 
to students. 

This research has proven that the competencies possessed by employees can be 
adjusted to the needs of administrative and educational services to students. It turns 
out that if competence is increased which consists of knowledge, skills and attitudes 
increased according to the main tasks and functions of employees, it can affect 
employee performance. The findings of this study can be proven by the size of the 
contribution through the value of the contribution (1) = 0.494 or 49.4% and can also 
be shown through the results of its significance, namely tcount = 6.748 with 
probability = 0.000 <0.05. The results of this study provide an indication that 
increasing competency is not negotiable to be implemented, because if it is not 
quickly attempted then the development of environmental changes will lead to lag in 
the ability of employees to carry out their duties. 

The results of this study are in line with the research of Irmawaty, (2012), in 
a study of the Effects of Competence, Motivation and Commitment on the 
Performance of Employees of the Maritime, Fishery, Livestock and Animal Health 
Service in Poso Regency.The research variables consist of independent variables 
Competence (X1), Motivation (X2), Commitment (X3) and the dependent variable 
Employee Performance (Y). The results showed that Competence, Motivation and 
Commitment simultaneously had a significant effect on employee performance and 
the independent variable dominant competence had an effect on the performance of 
employees of the Maritime, Fishery, Livestock and Animal Health Office of Poso 
Regency. 
 

E. CONCLUSION 
 

Basedion theiresults ofidata analysisithat hasibeen carriediout oniall data 
obtained, itican be concludediasifollows: 
1. Theivariable ofiwork motivation partiallyihas aipositive andisignificant effection 

employee performanceiat SMK - SMAK Makassar city. Thisimeans thatiincreasing 
employeeimotivation willifurtheriimprove employeeiperformance, and vice 
versa if employeeimotivation decreases, employee performance decreases. 

2. Competency variables partially have aipositive andisignificant effect on employee 
performance atiMakassar CityiVocational Schools. This meansithat the increasing 
competence of employees will also increase the performance of employees as 
well. 
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