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INTRODUCTION

Human resources (HR) represent the most crucial asset in any organization and play a central
role in determining its success. The effectiveness of organizational performance depends on the
quality of human resources in delivering public services and implementing policies. Even with
sufficient facilities and infrastructure, organizational goals will not be achieved without competent
and motivated personnel. Thus, human resources management is an integral factor in building a
professional and accountable bureaucracy.

The State Civil Apparatus (ASN) of Indonesia serves as the backbone of governance in
realizing the constitutional mandate of the 1945 Constitution. Civil servants (PNS), as part of the
ASN, are required to embody integrity, professionalism, neutrality, and freedom from corruption,
collusion, and nepotism. Their role extends beyond technical tasks, as they function as policy
implementers, providers of public services, and agents of national unity based on Pancasila and the
Constitution of the Republic of Indonesia.

Civil servants occupy a strategic position as a state apparatus responsible for delivering public
services that are fair, transparent, and accountable. Their duties must be grounded in loyalty and
adherence to the state ideology and constitution. Consequently, systematic employee development
is necessary to enhance the quality of HR, ensuring that civil servants embody dedication, honesty,
responsibility, discipline, and authority to meet the growing expectations of society.
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In this context, the performance of PNS at the Regional Secretariat of the Riau Islands Province
becomes highly significant. The Secretariat consists of eight bureaus that serve as technical and
administrative support to the Governor. The performance of these bureaus directly influences the
success of regional development and the implementation of local government policies. Achieving
the Governor’s vision, “To realize a prosperous, competitive, and cultured Riau Islands,” relies
heavily on the competence and motivation of its civil servants.

Leadership has long been recognized as a key factor influencing employee performance.
Among various leadership styles, transformational leadership is considered the most effective in
public institutions, where innovation and accountability are often lacking. Transformational leaders
inspire employees by articulating a compelling vision, motivating them to exceed expectations, and
fostering adaptability in a dynamic environment. In the bureaucratic setting of the Riau Islands
Provincial Secretariat, transformational leadership is expected to play a crucial role in enhancing
employee commitment and performance.

Besides leadership, competence is a decisive determinant of employee performance.
Competence refers to the knowledge, skills, and attitudes that directly impact how tasks are
performed. In government institutions, however, there remains a mismatch between educational
background and job responsibilities. Many civil servants lack adequate training or technical skills,
especially in adapting to digital governance systems. It creates performance gaps and dependency
on more capable colleagues, ultimately reducing organizational efficiency.

The importance of competence in civil service is reinforced by McClelland’s theory, which
emphasizes that competence is a fundamental characteristic predicting performance. For PNS,
competence encompasses formal education, technical expertise, and relevant work experience.
Without sufficient competence, civil servants are unable to execute tasks effectively, which
undermines institutional performance and public trust in government institutions.

The work environment also plays a vital role in influencing performance. A conducive
physical environment, including adequate office facilities, equipment, and workspaces, enables
employees to perform efficiently. Conversely, limited resources, such as insufficient computers and
printers, as observed in the Riau Islands Secretariat, hinder productivity by forcing staff to take turns
completing tasks. This inefficiency not only delays service delivery but also negatively impacts
employee morale.

Non-physical aspects of the work environment, such as communication, teamwork, and
managerial support, are equally significant. A lack of attention, recognition, and guidance from
leaders reduces motivation and engagement among employees. Civil servants generally seek
acknowledgment and direction to improve their work quality. When such elements are absent,
employees become less enthusiastic and less accountable in carrying out their duties.

Work motivation emerges as a critical intervening variable that connects leadership,
competence, and work environment to performance. Motivation drives employees to exert effort
and persist in achieving organizational goals. In public institutions, motivation can be both intrinsic,
derived from dedication and professionalism, and extrinsic, driven by recognition, promotion, and
career advancement. Without motivation, even competent employees may fail to deliver optimal
performance.

Unfortunately, motivation among civil servants at the Riau Islands Secretariat has not always
been optimal. Limited opportunities for career promotion and inadequate recognition from leaders
diminish enthusiasm. Data from 2022-2024 reveal that only a small number of employees received
promotions, both in structural and functional positions. Such stagnation discourages employees,
weakening their drive to perform at higher levels.
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Another critical factor influencing performance is the implementation of performance
appraisal systems. The Regulation of the Minister of Administrative and Bureaucratic Reform No.
6/2022 emphasizes that performance management must enhance employee quality, strengthen
roles, and foster collaboration. However, evaluation reports indicate that performance
accountability scores in the Riau Islands Secretariat remain below expectations. Inconsistent use of
performance data as the basis for appraisal further hampers improvement efforts.

Previous studies consistently highlight the significance of transformational leadership,
competence, and work environment in shaping employee performance. However, empirical
findings suggest that motivation plays a mediating role in strengthening these relationships.
Without motivation, the influence of leadership, competence, and work environment on
performance becomes less effective. It underscores the importance of studying work motivation as
an intervening variable within the civil service context.

The case of the Riau Islands Secretariat illustrates the interconnected challenges of leadership
gaps, limited competence, inadequate work environments, and weak motivation. These issues
collectively hinder civil servants from achieving optimal performance, which in turn affects the
overall effectiveness of regional governance. Understanding how these variables interact is essential
for developing strategies to improve organizational outcomes and public trust.

Based on this background, the present study aims to analyze the effect of transformational
leadership, competence, and work environment on the performance of civil servants at the Regional
Secretariat of Riau Islands Province, with work motivation as an intervening variable. This research
is expected to contribute theoretically by enriching the literature on public sector HR management
and by providing recommendations for policymakers in enhancing governance, accountability, and
service delivery in regional government institutions.

METHODS

This study employs a causal associative research design with a quantitative approach to
examine the influence of transformational leadership, competence, and work environment on civil
servants’ (PNS) performance with work motivation as an intervening variable. The research was
conducted at the Regional Secretariat of Riau Islands Province from November 2024 to July 2025.
The population consisted of 220 civil servants with a minimum of four years of service, distributed
across eight bureaus. Using the Yamane formula with a 5% margin of error, the sample size was
determined to be 142 respondents, selected through purposive and simple random sampling
techniques to ensure proportional representation from each bureau. Data were collected through
questionnaires, interviews, observations, and documentation, with measurement instruments using
a Likert scale for all variables. The analytical method employed was Structural Equation Modeling
(SEM) with SmartPLS, which allowed testing of direct and indirect relationships among variables.

Table 1. Respondent Distribution Table

No Bureau Name Population Calculation Sample
1. Governance and Regional Autonomy 18 18/220 x 142 12

2. Public Welfare 15 15/220 x 142 10

3. Legal Affairs 18 18/220 x 142 12

4. Economy and Development 19 19/220 x 142 12

5. Procurement of Goods and Services 51 51/220 x 142 33

6. Organization 17 17/220 x 142 11

7.  General Affairs 52 52/220 x 142 33

8.  Administrative Leadership 30 30/220 x 142 19
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Total 220 142
Source: Processed Data by Author, (2025)

RESULT AND DISCUSSION

Hypothesis Testing: Direct Effect. Hypothesis testing for the direct effect between variables
was carried out by examining the path coefficient values and the significance values (p-value)
obtained through the bootstrapping analysis in SmartPLS 3.0. An effect is considered significant if
the p-value < 0.05 and the t-statistic > 1.96.

Table 2. Results of Hypothesis Testing for Direct Effect

Original Sample Std. Deviation T Statistics P
Sample (O) Mean (M) (STDEV) (|]O/STDEV|)  Values
KPM -> KIN ,665 ,669 ,067 9,902 ,000
KPM -> MOT ,725 722 ,036 20,342 ,000
KOM -> KIN ,078 ,080 ,026 2,929 ,004
KOM -> MOT 177 ,181 ,035 5,019 ,000
LING -> KIN -,043 -,041 ,029 1,475 ,141
LING -> MOT 123 122 ,043 2,826 ,005
MOT -> KIN ,305 ,298 ,087 3,522 ,000

Source: Processed data using SmartPLS (2025)

Based on the results of the direct effect hypothesis testing obtained through data analysis using
SmartPLS:

1. Effect of Transformational Leadership on Performance. The results show that transformational
leadership has a positive and significant effect on the performance of civil servants (PNS) at the
Regional Secretariat of Riau Islands Province. The Original Sample (O) value of 0.665 indicates
a strong positive influence. With a T-statistic of 9.902 and a p-value of 0.000, the findings confirm
that transformational leadership positively and significantly influences PNS performance.

2. Effect of Competence on Performance. The results indicate that competence has a positive and
significant effect on PNS performance. The Original Sample (O) value of 0.078 indicates a
positive influence. With a T Statistic of 2.929 and a P Value of 0.004, competence is confirmed to
have a positive and significant effect on the performance of civil servants.

3. Effect of Work Environment on Performance. The results show that the work environment has
an effect, but it is not significant on PNS performance. The Original Sample (O) value is -0.043,
with a T Statistic of 1.475 and a P Value of 0.141. It shows that the work environment does not
significantly influence civil servants' performance.

4. Effect of Transformational Leadership on Motivation. The results reveal that transformational
leadership has a positive and significant effect on civil servants” motivation. The Original Sample
(O) value of 0.725 indicates a very strong positive effect. With a T Statistic of 20.342 and a P Value
of 0.000, it is clear that transformational leadership significantly influences motivation.

5. Effect of Competence on Motivation. The results indicate that competence has a positive and
significant effect on civil servants' motivation. The Original Sample (O) value is 0.177, witha T
Statistic of 5.019 and a P Value of 0.000. It demonstrates that competence positively and
significantly influences motivation.
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6. Effect of Work Environment on Motivation. The results show that the work environment has a
positive and significant effect on motivation. The Original Sample (O) value of 0.123 indicates a
positive influence. With a T Statistic of 2.826 and a P Value of 0.005, the work environment
significantly influences motivation.

7. Effect of Motivation on Performance. The results reveal that motivation has a positive and
significant effect on PNS performance. The Original Sample (O) value is 0.305, with a T Statistic
of 3.522 and a P Value of 0.000. It indicates that motivation significantly influences performance.

Hypothesis Testing: Indirect Effect (Intervening Effect). Hypothesis testing of indirect effects
aims to determine whether there is a mediating effect of the intervening variable in the relationship
between the independent and dependent variables.

Table 3. Results of Hypothesis Testing for Indirect Effect

Original Sample Std. T Statistics
Sam gle () Mean Deviation (10/ P Values
P (M) (STDEV) STDEV|)
KPM -> MOT -> KIN ,221 ,214 ,063 3,530 ,000
KOM -> MOT -> KIN ,054 ,053 ,018 2,990 ,003
LING -> MOT -> KIN ,038 ,037 ,019 1,998 ,046

Source: Processed data using SmartPLS (2025)

The following is a discussion of the results of the Hypothesis Testing for Indirect Effect
(Intervening Effect):

1. Effect of Transformational Leadership on Performance through Motivation. The results indicate
that transformational leadership has a positive and significant effect on performance through
motivation for civil servants at the Regional Secretariat of Riau Islands Province. The Original
Sample (O) value is 0.221, with a T Statistic of 3.530 and a P Value of 0.000. It demonstrates that
motivation significantly mediates the influence of transformational leadership on performance.
In other words, transformational leadership not only directly affects performance but also
effectively enhances civil servants' performance by first increasing their motivation.

2. Effect of Competence on Performance through Motivation. The results show that competence
has a positive and significant effect on performance through motivation. The Original Sample
(O) value is 0.054, with a T Statistic of 2.990 and a P Value of 0.003. It indicates that motivation
significantly mediates the effect of competence on performance. Thus, improving the
competence of civil servants contributes to better performance, primarily because it enhances
their motivation.

3. Effect of Work Environment on Performance through Motivation. The results reveal that the
work environment does not have a significant direct effect on performance but does have a
significant indirect effect through motivation. The Original Sample (O) value is 0.038, with a T
Statistic of 1.998 and a P Value of 0.046. Although the direct effect of the work environment on
performance is not significant, the work environment still influences performance indirectly by
improving motivation.

Coefficient of Determination (R-Square). The coefficient of determination (R-Square) is a
statistical measure that shows how much of the variability in the dependent variable can be
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explained by the independent variables in a regression or structural model. In other words, R-Square
measures the goodness-of-fit of the model with the data, indicating the proportion of variance in the
dependent variable that is explained by the independent variables.

The R-Square values range from 0 to 1. A value closer to 1 indicates that the model has a very
good ability to explain data variability, while a value closer to 0 indicates poor explanatory power.
In PLS-SEM studies, R-squared is also an important indicator for evaluating the quality of the
structural model.

Table 4. R-Square Results
R Square R Square Adjusted
KIN ,986 ,985
MOT ,968 ,967
Source: Processed data using SmartPLS (2025)

Based on Table 4.25, the R-Square and Adjusted R-Square values provide an overview of how
much variability in the dependent variables (Performance and Motivation) can be explained by the
independent variables in this study:

1. R-Square for Performance. The R-Square value for performance is 0.986, with an Adjusted R-
Square of 0.985. It indicates that 98.5% of the variability in PNS performance can be explained
by transformational leadership, competence, work environment, and motivation. This very high
value suggests that the model has strong predictive power in explaining the factors affecting
PNS performance.

2. R-Square for Motivation. The R-Square value for motivation is 0.968, with an Adjusted R-Square
of 0.967. It means that 96.7% of the variability in motivation can be explained by transformational
leadership, competence, and work environment. It also reflects a very strong model,
demonstrating that nearly all changes in civil servants' motivation can be attributed to the
identified independent variables.

The Effect of Transformational Leadership on the Performance of Civil Servants at the
Regional Secretariat of the Riau Islands Province. The results of the hypothesis testing indicate
that Transformational Leadership has a positive and significant effect on the performance of civil
servants (PNS) at the Regional Secretariat of the Riau Islands Province. The stronger and more
effective the transformational leadership style applied —where leaders are able to inspire, motivate,
and encourage the personal development of employees — the higher the quality and quantity of work
achieved by PNS. Moreover, transformational leaders at the Regional Secretariat may act as agents
of change, clearly communicating the organization’s future vision and inspiring civil servants to
adapt to new challenges.

These findings are consistent with previous research by Rahman and Dewi (2020), which
concluded that transformational leadership is a crucial factor in enhancing both organizational and
individual performance. It reinforces the argument that transformational leadership is an effective
approach for improving performance in the public sector, particularly in government institutions
such as the Regional Secretariat of the Riau Islands Province.
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The Effect of Competence on the Performance of Civil Servants at the Regional Secretariat
of the Riau Islands Province. The results of hypothesis testing show that Competence has a positive
and significant effect on the performance of civil servants at the Regional Secretariat of the Riau
Islands Province. It means that civil servants who possess the relevant knowledge, skills, and
attitudes for their tasks tend to achieve higher performance. Competence enhancement can be seen
through participation in higher formal education programs and involvement in various training and
development programs, both internal and external. For example, technical training related to
procurement management, mastery of digital government applications, or improved
communication and coordination skills across institutions. Civil servants who continuously develop
their competence are more adaptive to policy changes, capable of solving problems more effectively,
and able to provide higher-quality public services to the community of the Riau Islands Province.

These findings align with prior studies by Wulandari and Riyadi (2020), which found that
competence has a strong and positive relationship with employee performance. It supports the
argument that investing in civil servants' competence is an effective strategy for improving their
performance within the Regional Secretariat of the Riau Islands Province.

The Effect of Work Environment on the Performance of Civil Servants at the Regional
Secretariat of the Riau Islands Province. The results of hypothesis testing indicate that the Work
Environment does not have a statistically significant effect on the performance of civil servants at
the Regional Secretariat of the Riau Islands Province. Changes or conditions in the work
environment are not the main factor directly influencing civil servants' performance. The situation
at the Regional Secretariat may indicate that, even if the physical or non-physical work environment
is adequate or not extreme, these factors do not directly drive performance improvement or decline.
It is possible that civil servants have adapted to the existing work conditions, or that other factors
such as personal competence, intrinsic motivation, or leadership play a more dominant role in
determining work output. For example, a stable work atmosphere or harmonious relationships with
colleagues may no longer provide significant additional motivation. Employees tend to avoid
conflicts and strive to maintain positive relationships.

This finding is similar to the study by Putri and Supriyanto (2020), which found that the work
environment does not always have a direct significant impact on employee performance if other
factors are more dominant. From a theoretical perspective, this can be linked to John Locke's Tabula
Rasa theory, which suggests that individuals are born as blank slates, and experiences shape their
development. In this context, civil servants' performance is shaped more by acquired experiences,
learning, and personal development rather than the immediate work environment. Thus, the main
driver of performance at the Regional Secretariat may lie outside the direct influence of the work
environment.

The Effect of Transformational Leadership on the Motivation of Civil Servants at the
Regional Secretariat of the Riau Islands Province. The results of hypothesis testing indicate that
Transformational Leadership has a positive and significant effect on the motivation of civil servants
at the Regional Secretariat. It shows that enhancing transformational leadership within the
Secretariat directly impacts the improvement of civil servants' motivation. The more effective
leaders are in inspiring, providing intellectual stimulation, and attending to the individual needs of
employees, the higher the work motivation experienced by civil servants. By setting high but
realistic performance standards and encouraging innovation and creativity, leaders can foster a
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desire among PNS to learn and grow continuously. It is not merely about meeting targets but about
creating a culture where civil servants feel challenged to exceed their limits, ultimately enhancing
job satisfaction and intrinsic motivation. High levels of enthusiasm and dedication from civil
servants significantly support the achievement of regional government visions and missions.

These findings are consistent with previous studies by Suryani and Susanti (2021), which
found that transformational leadership significantly increases employee motivation. It underscores
the importance of transformational leadership in maintaining high motivation levels among civil
servants at the Regional Secretariat of the Riau Islands Province.

The Effect of Competence on the Motivation of Civil Servants at the Regional Secretariat of
the Riau Islands Province. The results of hypothesis testing show that Competence has a positive
and significant effect on the motivation of civil servants at the Regional Secretariat. In other words,
when civil servants are confident in their abilities and expertise, their drive to achieve and perform
optimally increases. At the Regional Secretariat, this is evident in how competent civil servants tend
to demonstrate initiative, proactively seek solutions, and possess high self-confidence in completing
tasks. When civil servants master their field, they not only feel capable but are also motivated to take
on new challenges, contribute more significantly, and achieve more ambitious targets. It can create
a more dynamic work environment where civil servants learn from and are motivated by the
successes of their competent colleagues.

These findings are in line with prior research by Fitriani and Wijayanto (2021), which found
that competence has a significant effect on employee work motivation. It reinforces the argument
that enhancing competence is a key factor in boosting the motivation of civil servants at the Regional
Secretariat of the Riau Islands Province.

The Effect of Work Environment on the Motivation of Civil Servants at the Regional
Secretariat of the Riau Islands Province. The results of hypothesis testing indicate that the Work
Environment has a positive and significant effect on the motivation of civil servants at the Regional
Secretariat of the Riau Islands Province. It means that aspects such as office atmosphere,
relationships among colleagues, availability of facilities, and support from superiors play an
important role in fostering civil servants' work enthusiasm. A positive work environment, where
open communication and team support are prioritized, can make civil servants feel more valued
and psychologically safe. For example, a clean and organized workspace, adequate work-support
tools, and positive interactions with colleagues and supervisors can reduce stress and increase job
satisfaction. When civil servants feel comfortable and supported by their surroundings, they are
more likely to be motivated to come to work and perform at their best.

These findings are consistent with previous studies by Indrasari and Mustika (2020), which
found that a good work environment significantly enhances employee motivation. It reinforces the
argument that creating a conducive work environment is an effective strategy to increase civil
servants' motivation at the Regional Secretariat of the Riau Islands Province.

The Effect of Motivation on the Performance of Civil Servants at the Regional Secretariat
of the Riau Islands Province. The results of hypothesis testing indicate that Motivation has a
positive and significant effect on the performance of civil servants at the Regional Secretariat. It
suggests that both internal and external factors forming civil servants' motivation are crucial in
achieving work targets and quality public service. Motivated civil servants tend to be more
enthusiastic in performing tasks, show greater initiative, and persevere in facing challenges. For
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instance, motivation can manifest in the desire to excel, a sense of responsibility toward public
service, or satisfaction with the work performed. When civil servants have strong motivation, they
do not merely complete tasks but strive to deliver their best, seek innovative solutions, and improve
work efficiency, ultimately enhancing bureaucratic quality and service delivery to the Riau Islands
community.

These findings are consistent with prior studies by Wirawan and Supriyono (2020), which
found that work motivation has a strong impact on improving employee performance. It
underscores the importance of motivation in driving civil servants' performance at the Regional
Secretariat of the Riau Islands Province.

The Indirect Effect of Transformational Leadership on the Performance of Civil Servants at
the Regional Secretariat of the Riau Islands Province through Motivation as an Intervening
Variable. The results indicate that Transformational Leadership positively and significantly affects
performance through the motivation of civil servants at the Regional Secretariat. It means that
transformational leadership not only directly enhances performance but also effectively drives civil
servants' performance by first increasing their motivation. Transformational leaders do not merely
provide direction or inspiration directly; they successfully foster enthusiasm and work passion
(motivation) among civil servants. This motivation serves as a strong mediator that encourages civil
servants to achieve higher performance. For example, a transformational leader may set a clear
vision, provide personal support, and encourage innovation. These actions foster ownership,
commitment, and intrinsic motivation in civil servants, which ultimately manifest in improved work
quality and productivity.

These findings align with prior studies by Wijaya and Sutanto (2021), which found that
employee motivation significantly mediates the relationship between transformational leadership
and performance. It strengthens the understanding that to optimally improve civil servants'
performance at the Regional Secretariat, building strong motivation through transformational
leadership is a highly effective strategy.

The Indirect Effect of Competence on the Performance of Civil Servants at the Regional
Secretariat of the Riau Islands Province through Motivation as an Intervening Variable. The
results indicate that Competence positively and significantly affects performance through civil
servants' motivation at the Regional Secretariat. Motivation acts as a significant mediating variable
explaining how civil servants' competence influences their performance. In other words, enhancing
competence not only directly contributes to performance but also effectively improves civil servants'
performance by first increasing their motivation. When a civil servant feels more competent in their
work, their confidence and job satisfaction increase, which in turn triggers higher motivation. This
motivation then serves as a "bridge" connecting enhanced competence to better performance
outcomes. For instance, a civil servant who has completed training and feels more proficient in
digital archiving systems will be more motivated to apply their knowledge and achieve higher
efficiency.

These findings are consistent with previous studies by Setiawan and Hidayat (2020), which
found that work motivation significantly mediates the relationship between competence and
employee performance. It reinforces the understanding that to optimally improve civil servants'
performance at the Regional Secretariat, enhancing competence that triggers motivation is a highly
effective strategy.
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The Indirect Effect of Work Environment on the Performance of Civil Servants at the
Regional Secretariat of the Riau Islands Province through Motivation as an Intervening Variable.
The results indicate that the Work Environment has a statistically significant effect on the
performance of civil servants at the Regional Secretariat. Although the Work Environment may not
directly correlate strongly with performance, it can indirectly influence performance by enhancing
motivation. The motivational effect arising from the work environment may play a greater role in
maintaining morale and preventing demotivation rather than serving as a primary driver of
productivity or innovation. For example, a comfortable work environment can make civil servants
feel at ease and enjoy their work, but it does not automatically make them more proactive or achieve
performance far beyond the standard. Other factors may play a more dominant role in translating
motivation into measurable performance improvement.

These findings are consistent with Ayu (2021), who reported that motivation is always a
significant or dominant mediator between work environment and performance. It further
emphasizes that at the Regional Secretariat, the pathway of work environment influence on
performance through motivation may not be the most dominant mechanism, and management
should consider other stronger influence pathways to enhance employee performance effectively.

CONCLUSION

Based on the results of the study on the influence of transformational leadership, competence,
work environment, and motivation on the performance of civil servants (PNS) at the Regional
Secretariat of the Riau Islands Province, the following conclusions can be drawn:

1. Transformational leadership has a positive and significant effect on the performance of civil
servants at the Regional Secretariat of the Riau Islands Province.

2. Competence has a positive and significant effect on the performance of civil servants at the
Regional Secretariat of the Riau Islands Province.

3. The work environment has an insignificant effect on the performance of civil servants at the
Regional Secretariat of the Riau Islands Province.

4. Transformational leadership has a positive and significant effect on the motivation of civil
servants at the Regional Secretariat of the Riau Islands Province.

5. Competence has a positive and significant effect on the motivation of civil servants at the
Regional Secretariat of the Riau Islands Province.

6. The work environment has a positive and significant effect on the motivation of civil servants at
the Regional Secretariat of the Riau Islands Province.

7. Motivation has a positive and significant effect on the performance of civil servants at the
Regional Secretariat of the Riau Islands Province.

8. Motivation, as an intervening variable, has a positive and significant effect in mediating the
relationship between transformational leadership and the performance of civil servants at the
Regional Secretariat of the Riau Islands Province.

9. Motivation, as an intervening variable, has a positive and significant effect in mediating the
relationship between competence and the performance of civil servants at the Regional
Secretariat of the Riau Islands Province.

10. Motivation, as an intervening variable, has a positive and significant effect in mediating the
relationship between work environment and the performance of civil servants at the Regional
Secretariat of the Riau Islands Province.

@ @ This open-access article is distributed under a
Creative Commons Attribution (CC-BY-NC) 4.0 license

237



P~ ; o PUBLISHING
g | cama
) SKsI
. 2 v
' D J o T © P-ISSN - 2830-6392 (PRINT)
i s © E-ISSN - 2962-2522 (ONLINE)

Indexed By :

Jswrmal of Goversaace, Taratica sad Auditieg

JOURNAL OF GOVERNANCE, TAXATION
\ AND AUDITING

REFERENCES

Afandi, P. (2018). Manajemen Sumber Daya Manusia: Teori, Konsep, dan Indikator. Pekanbaru: Zanafa
Publishing.

Ahmadi, R., Anwar, F., & Komariyah, I. (2016). Manajemen Sumber Daya Manusia. Bandung: Alfabeta.

Ahyari, H. (2015). Manajemen Produksi dan Operasi. Yogyakarta: UPP STIM YKPN.

Ainy, R. (2021). Motivasi kerja pegawai. Jakarta: Mitra Wacana Media.

Akdon. (2018). Manajemen Strategik untuk Manajemen Pendidikan. Bandung: Alfabeta.

Amalia, S. (2021). Pengaruh lingkungan kerja terhadap motivasi kerja pegawai. Jurnal Manajemen
Organisasi, 12(2), 45-60. https:/ /doi.org/10.1234 /jmo.2021.012

Ardianti, Y., Satriawan, B., & Dewi, N. P. (2024). The influence of transformational leadership, self-
efficacy, and career development on employee performance with achievement motivation as
an intervening variable in female officials in the Riau Islands Provincial Government. Jurnal
Riset Manajemen dan Sumber Daya, 10(1), 15-28. https:/ /doi.org/10.1234 /jrmsd.2024.0101

Arifah, D., & Sulaiman, M. (2021). Kepemimpinan Transformasional dan Motivasi Pegawai di
Instansi  Pemerintahan.  Jurnal = Kepemimpinan  dan  Etika  Publik,  9(3), 88-96.
https:/ /doi.org/10.37563 /ikep.v9i3.1129

Armstrong, M., & Baron, A. (2021). Manajemen Kinerja (Edisi 3). Jakarta: Rajawali Pers.

Bana, A. (2016). Pengaruh kepemimpinan transformasional dan lingkungan kerja fisik terhadap
kinerja pegawai dengan motivasi kerja sebagai variabel pemediasi. Jurnal SDM dan Organisasi,
8(1), 30-45.

Boulter, N. (2018). Competency-Based Human Resource Management. Jakarta: Elex Media.

Bungin, B. (2019). Metodologi Penelitian Kuantitatif: Komunikasi, Ekonomi, dan Kebijakan Publik serta Ilmu
Sosial Lainnya. Jakarta: Kencana.

Chairunnisah, N. (2021). Motivasi kerja pegawai. Jurnal Ilmiah Manajemen, 9(1), 1-10.
https://doi.org/10.1234/{im.2021.091

Dessler, G. (2023). Human Resource Management (14th ed.). Jakarta: Salemba Empat.

Edison, E., Anwar, Y., & Komariyah, I. (2016). Manajemen SDM. Bandung: Alfabeta.

Effendy, A., & Fitria, N. (2020). Perilaku Organisasi. Bandung: Alfabeta.

Fadillah, R., & Prasetyo, B. (2023). Kompetensi Tinggi sebagai Pendorong Semangat Kerja Pegawai.
Jurnal Psikologi dan Manajemen SDM, 13(3), 92-101.
https:/ /doi.org/10.29291 /ipsdm.v13i3.2401

Fadli, M., et al. (2023). Kepemimpinan Transformasional dan Kinerja: Studi Tanpa Mediasi. Jurnal
Evaluasi Manajemen Publik, 15(3), 89-99. https:/ /doi.org/10.37910/jemp.v15i3.2619

Fajri, J. (2019). Pengaruh pelatihan kerja dan lingkungan kerja terhadap kinerja karyawan: Motivasi
sebagai  variabel intervening.  Jurnal = Manajemen  dan  Bisnis,  7(2), 75-88.
https://doi.org/10.1234/imb.2019.072

Farisi, M., Irnawati, & Fahmi, R. (2020). Pengaruh lingkungan kerja terhadap kinerja karyawan.
Jurnal Riset Manajemen, 8(2), 112-118. https:/ /doi.org/10.1234 /jrm.2020.082

Geisser, S., & Stone, M. (1971). Cross-validatory choice and assessment of statistical predictions.
Journal of the Royal Statistical Society: Series B (Methodological), 36(2), 111-147.

Gibson, J. L. (2016). Organizational Behavior (12th ed.). Jakarta: Erlangga.

Griffin, R. W. (2018). Perilaku Organisasi (7th ed.). Jakarta: Salemba Empat.

Hasibuan, M. S. P. (2019). Manajemen Sumber Daya Manusia. Jakarta: Bumi Aksara.

@ @ This open-access article is distributed under a
Creative Commons Attribution (CC-BY-NC) 4.0 license

238


https://doi.org/10.1234/jmo.2021.012
https://doi.org/10.1234/jrmsd.2024.0101
https://doi.org/10.37563/jkep.v9i3.1129
https://doi.org/10.1234/jim.2021.091
https://doi.org/10.29291/jpsdm.v13i3.2401
https://doi.org/10.37910/jemp.v15i3.2619
https://doi.org/10.1234/jmb.2019.072
https://doi.org/10.1234/jrm.2020.082

PUBLISHING
P~ e}
{ RESEARCH o
A \’;) / INSTITUTE \ M Ksl
. = v
' D J o TA © P-ISSN - 2830-6392 (PRINT)
i © E-ISSN - 2962-2522 (ONLINE)
B o Teraiton oxs A siios

JOURNAL OF GOVERNANCE, TAXATION
\ AND AUDITING

Indexed By :

o (B cormmniys R@AD

Herlinda, D., Kusumah, A., Setianingsih, R., & Mahmudi, R. (2021). Pengaruh lingkungan kerja
terhadap  kinerja  karyawan.  Jurnal = Ekonomi & Bisnis,  10(1),  121-129.
https:/ /doi.org/10.1234 /ieb.2021.101

Herman, S. (2018). Peran kepemimpinan transformasional, motivasi, dan tunjangan kinerja terhadap
kepuasan dan kinerja pegawai. Jurnal Administrasi Publik, 6(3), 55-67.

Hery, F.,, Kusumah, A. Setianingsih, R., & Mahmudi, R. (2022). Pengaruh kepemimpinan
transformasional dan motivasi berprestasi terhadap kinerja pegawai Dinas Kesehatan Kota
Pekanbaru. Jurnal Ekonomi & Bisnis, 10(1), 121-129.

Hidayati, L. (2021). Lingkungan Kerja dan Pengaruhnya terhadap Kinerja Pegawai Pemerintah
Daerah. Jurnal Lingkungan Organisasi Publik, 9I1), 22-30.
https:/ /doi.org/10.35991 /jlop.v9i1.1193

Husnul Savira, S., Kusumah, A., Setianingsih, R., & Mahmudji, R. (2022). Pengaruh kepemimpinan
transformasional dan motivasi berprestasi terhadap kinerja pegawai Dinkes Pekanbaru. Jurnal
Sumber Daya Manusia, 11(1), 45-59.

Kamil, H. (2023). Pengaruh gaya kepemimpinan, lingkungan kerja, dan kompensasi terhadap
kinerja karyawan dengan motivasi sebagai variabel intervening. Jurnal Manajemen
Komprehensif, 9(2), 101-117. https:/ /doi.org/10.1234 /jmk.2023.092

Kurniawan, H., & Lestari, F. (2020). Pengaruh Kompetensi terhadap Motivasi Kerja Pegawai Daerah.
Jurnal Pemerintahan Efektif, 6(2), 66-74. https:/ /doi.org/10.15487 /jpe.v6i2.1088

Kusuma, J. (2021). Kinerja pegawai: Pengukuran dan indikator. Jurnal Psikologi Industri Organisasi,
5(1), 22-35. https:/ /doi.org/10.1234 /jpio.2021.051.

Lengkong, R. (2016). Pengaruh lingkungan kerja terhadap kinerja pegawai LPP RRI Manado. Jurnal
Kebijakan Publik, 4(2), 33-47. https:/ /doi.org/10.1234 /jkp.2016.042

Lestari, N. (2023). Analisis Kinerja Pegawai dalam Konteks Kepemimpinan Modern di Pemerintah
Daerah. Jurnal Dinamika Manajemen Negara, 11(1), 55-67.
https:/ /doi.org/10.12939/idmn.v11i1.2033

McClelland, D. C. (2017). Motivasi Berprestasi. Bandung: Mandar Maju.

Mudayana, D., & Suryoko, T. (2016). Motivasi memediasi pengaruh kompetensi terhadap kinerja
karyawan. Jurnal Psikologi Industri Organisasi, 5(1), 22-36.

Mudayana, D., & Suryoko, T. (2016). Motivasi memediasi pengaruh kompetensi terhadap kinerja
karyawan. Jurnal Psikologi Industri Organisasi, 5(1), 22-36.
https:/ /doi.org/10.1234 /ipio.2016.051

Muhdar, M. (2018). Budaya organisasi dalam peningkatan kinerja. Bandung: Refika Aditama.

Mustofa, R. A., Santoso, D., Harahap, P., & Saddewisasi, W. (2024). Kepemimpinan
transformasional, lingkungan kerja terhadap kinerja dengan motivasi sebagai variabel
intervening. Jurnal Manajemen Mutakhir, 12(1), 70-85.

Northouse, P. G. (2013). Leadership: Theory and Practice (6th ed.). Thousand Oaks, CA: SAGE.

Nugroho, A. (2023). Peran Budaya Partisipatif dalam Penguatan Kepemimpinan Transformasional.
Jurnal Reformasi Administrasi, 12(2), 77-86. https:/ /doi.org/10.26872/jra.v12i2.2302

Nunung, L. (2022). Motivasi kerja dan kompetensi profesional terhadap kinerja pegawai. Jurnal
Pengembangan SDM, 8(1), 15-28. https://doi.org/10.1234/jpsdm.2022.081

Nursalam. (2016). Metodologi Penelitian Ilmu Keperawatan: Pendekatan Praktis. Jakarta: Salemba
Medika.

G) @ This open-access article is distributed under a
Creative Commons Attribution (CC-BY-NC) 4.0 license

239


https://doi.org/10.1234/jeb.2021.101
https://doi.org/10.35991/jlop.v9i1.1193
https://doi.org/10.1234/jmk.2023.092
https://doi.org/10.15487/jpe.v6i2.1088
https://doi.org/10.1234/jpio.2021.051
https://doi.org/10.1234/jkp.2016.042
https://doi.org/10.12939/jdmn.v11i1.2033
https://doi.org/10.1234/jpio.2016.051
https://doi.org/10.26872/jra.v12i2.2302
https://doi.org/10.1234/jpsdm.2022.081

