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This research was conducted on 134 State Civil Apparatus working in 
the Offices of Religious Affairs (KUA) separated in 16 Districts in 
Palembang City. The purpose of this study is to examine the factors 
that influence the performance of the State Civil Apparatus in the 
Religious Affair offices. We used the variables leadership style and 
competence as exogenous variables, working motivation functions as a 
mediator, and performance as an endogenous one. We applied path 
analysis approach to data analysis. The results show that leadership 
style and competency directly and significantly influence motivation. 
Moreover, it indicated that competency has more influence than 
leadership style on motivation. Leadership style, competence, and 
motivation have significantly direct effects on performance yet 
competency is more influential than leadership style and motivation. 
Additionally, motivation significantly mediates the effects of 
leadership style and competence on performance.  

 
Key words: Leadership Style, Competence, Motivation, Performance.  

 
 
 
Introduction 
 
The Ministry of Religion is one of the government agencies in charge of organising and 
managing the religious field. The Office of Religious Affairs (KUA) is the Technical 
Implementation Unit (UPT) of the Directorate General of Islamic Community Guidance of 
the Indonesian Ministry of Religion at the district level. It is one degree below the Office of 
the Ministry of Religion at the city or regency level in the Islamic religious field and assists 
in the development of general governance in the religious field. The Directorate General of 
Islamic Community Guidance consists of 16 KUA sub-districts in Palembang City. 
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It requires great effort to improve employee performance. It is a serious challenge because 
success in achieving organisational goals depends on the quality of human resource 
performance. Choosing and implementing appropriate strategies are needed to improve 
employee performance. Various strategies can be used to improve employee performance, 
among others, leadership, competence, motivation, compensation, working discipline, career 
development, education and training, experience, and environment. 
 
Problems in the bureaucratic environment of the Office of Religious Affairs are closely 
related to the image and performance of employees. One of the low employee performances 
can be seen from the results of Employee Work that have not applied the quality standards, 
that is, employees do not follow Operational Standard Procedures (OSP). In addition, 
employees have not been able to achieve the work targets set by the office. The work 
cannot be  done on time under the target set, and the length of time to complete a job (cycle 
time) has not been sufficient. For instance, making a duplicate marriage certificate should 
be completed within one day, but in reality, it often takes more than one week, and the work 
produced is of low quality (García-Santillán, 2019). 
 
To improve the performance of these employees, it is necessary to understand what factors 
possibly affect  employee performance. Some researchers find that motivation is affected 
by leadership style (Yohanes Susanto, 2016) andompetence (Gunawan, 2015). Furthermore, 
competence influences performance (Endang sayfudin Mubarok et al., 2018. Donatus Adi 
Kurniawan, Guswandi & Akhmad Sodikin, 2018) and motivation influences performance 
(Subari and Hanes Riadi, 2015; Ana Sriekaningsih and Djoko Setyadi, 2015). 
 
Literature Review 
 
a. Performance 
 
Performance is about doing work and the results achieved from work (Wibowo, 2017; 
Simanjuntak,2011), According to Sulistiyani and Rosidah (2009), a person's performance is a 
combination of ability, effort, and opportunity that can be assessed from his work. 
 
A person's ability is influenced by his understanding of the type of work and the skills to do 
it. . Moreover, motivation on performance cannot be ignored, because even if the employee's 
ability is excellent, less working motivation will result in low performance (Sinambela, 
2012). 
 
According to Wibowo (2017, p. 85), implementation of performance is significantly 
influenced by several factors   stem from the workers themselves and the organisation. 
Workers' performance is strongly influenced by their ability or competence, while 
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organisational performance is influenced by how well the leader empowers his workers, how 
they reward workers and how they help improve employee performance through coaching, 
mentoring and counselling. According to Wibowo (2017), performance measures can be 
classified into productivity, quality, timeliness, cycle time, resource utilisation, and costs. 
 
b. Motivation 
 
Motivation is a process that explains the strength, direction, and perseverance of a person to 
achieve goals (Robbins, 2015). Motivation is a series of attitudes and values that affect 
individuals to gain specific things following their goals. The attitudes and values are 
invisible, which gives strength to encourage individuals to behave in achieving their goals 
(Zainal, Ramly, Mutis & Arafat, 2014, p. 607). According to Hariandja (2009), motivation 
can be  considered as a factor that drives and encourages a person's behaviour (Sutrisno, 
2012) or desires to carry out an activity expressed in the form of hard or weak business. 
According to Robbins and Coulter (2010), motivation refers to the process by which a 
person's efforts are energised, directed, and sustained towards achieving a goal. According to 
Wibowo (2017), motivation is an impetus for a series of human behaviour processes towards 
achieving goals. The elements contained in motivation include aspects of arousing, directing, 
maintaining, showing intensity, being continuous, and having goals. According to Masmuh 
(2013), motivation means the activity of giving impetus to someone or yourself to take the 
desired action. 
 
Wibowo (2017) shows that individual input and work context are two key factors that 
influence motivation. Sulistiyani and Rosidah (2009) demonstrate that leadership affects 
motivation because it is a dynamic force that stimulates motivation and organisational 
coordination in achieving goals. Furthermore, Sutrisno (2015) indicates that managers must 
always motivate their employees to carry out their duties. 
 
According to Sutrisno (2012), motivation as a psychological process in a person is influenced 
by  internal factors (the desire to be able to live, the desire to be able to have, the desire to 
obtain appreciation, the passion to obtain recognition, and the desire to power) and external 
factors (conditions of the work environment, adequate compensation, proper supervision, 
availability of job guarantees, status and responsibilities, flexible rules). 
   
c. Competence 
 
Competence refers to several characteristics that underlie individuals to achieve superior 
performance. It is the knowledge, skills and abilities related to work and needed for non-
routine jobs (Zainal, Ramly, Mutis & Arafat, 2014). According to Sutrisno (2012), 
competence is an ability to carry out  a job or task based on skills and knowledge and is 
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supported by work attitudes Thus, competence shows the skills or knowledge that are 
characterised by professionalism in a particular field Wibowo, 2017). According to Zainal, 
Ramly, Mutis, and Arafat (2014), there are various methods used to measure competence, for 
example, behaviour event interview (BEI), tests, assessment centre, biodata, and rating. 
 
d. Leadership Style 
 
Leadership is about seeking people from top to bottom in the organisation to improve its 
performance (Wibowo, 2017). According to Thoha (2014), leadership style is a way for a 
leader to influence the behaviour of others. According to Mathis  (2012), leadership style is a 
set of characteristics,behavioural patterns or strategies leaders apply to influence subordinates 
to achieve organisational goals According to Gibson et al. (2010), leadership style is a 
person's behaviour pattern that is designed to integrate individual and organisational goals to 
achieve a common goal. 
 
Ivancevich, Konopaske, and Matteson (2004)  show that thereare four situational leadership 
styles developed by Hersey and Blanchard using OSU (Ohio State University) research, 
namely, Telling, Selling (Participating), Participating (participation), and Delegating. 
According to Rivai and Mulyadi (2013), in leadership, there are activities influencing  and 
moving subordinates to achieve goals. In order to succeed in leading subordinates. In addition 
to having quality and character, it is also required to be able to influence and direct 
subordinates. Thus a person must be able to carry out leadership functions, including 
coordination, decision making, communication, and attention to subordinates. 
 
Methodology 
 
This research was conducted on 134 State Civil Apparatus (ASN) Office of Religious Affairs 
(KUA) in 16 Districts in Palembang City, details of population and samples  calculated from 
Slovin formula, can be seen in Table 1. 
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Table 1: Total Population and Research Samples 

Number Office of Religious Affairs (KUA) 
Number of 
Employees/Population 
(person) 

Number of 
Samples 
(person) 

1. KUA Kecamatan Bukit Kecil 7 5 
2. KUA KecamatanGandus 8 5 
3. KUA KecamatanIlir Barat I 13 9 
4. KUA KecamatanIlirbarat II 12 8 
5. KUA KecamatanIlirTimur I 13 9 
6. KUA KecamatanIlirTimur II 16 11 
7. KUA KecamatanKalidoni 11 7 
8. KUA KecamatanKemuning 19 13 
9. KUA KecamatanKertapati 11 7 
10. KUA KecamatanPlaju 11 7 
11. KUA KecamatanSeberangUlu I 13 9 
12. KUA KecamatanSeberangUlu II 11 7 
13. KUA KecamatanSako 17 11 
14. KUA KecamatanSukarami 16 11 
15. KUA KecamatanAlang-AlangLebar 12 8 
16. KUA KecamatanSematangBorang 10 7 
Amount 200 134 

Source: Palembang City, Ministry of Religion, 2019. 
  
The variables used are performance, motivation, leadership style, and motivation. Path 
Analysis approach is used to analyse the data 
 
Figure 1. Complete Path Diagram 
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a. Sub Structure 1 
Y = ρyx1X1 + ρyx2X2 + ε1 

 

 
 
b. Sub Structure 2 
Z = ρzx1X1 + ρzx2X2 + ρzyY+ ε2 

 

 
 
Research Result 
 
Table 2: Sub-Structure Path Analysis Test Results 1 
Coefficients 

Model 
Unstandardised 
Coefficients 

Standardised 
Coefficients t Sig. 

B Std. Error Beta 

1 
(Constant) 21,628 3,004  7,199 ,000 
Competence (X2) ,129 ,029 ,374 4,405 ,000 
Leadership Style (X1) ,072 ,033 ,184 2,169 ,032 

a. Dependent Variable: Motivasi (Y) 
 
The results of the analysis above show that competence and leadership style directly 
influence motivation. The significant levels of the leadership style  and competence are 0.032 
and 0.000, respectively, which are smaller than the alpha value of 0.05. The results can be 
expressed in the equation models as follows. 
 
Y = ρyx1X1 + ρyx2X2 + ε1   

Y = 0,184X1 + 0,374X2 +0,875ε1 
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Table 3: Sub-Structure path analysis test results 2 
Coefficients 

Model 
Unstandardised 
Coefficients 

Standardised 
Coefficients T Sig. 

B Std. Error Beta 

1 

(Constant) 14,703 4,437  3,314 ,001 
Motivation (Y) ,400 ,109 ,277 3,660 ,000 
Competence (X2) ,192 ,039 ,385 4,890 ,000 
Leadership Style (X1) ,089 ,042 ,158 2,107 ,037 

a. Dependent Variable: Kinerja (Z) 
 
The results in table 3 show that performance is significantly and directly influenced by 
motivation, leadership style, and competence at the 0.05 level (p-value = 0.037, 0.000, and  
0.000, respectively) The results can be expressed in the following equations. 
 
Z = ρzx1X1 + ρzx2X2 + ρzyY+ ε2 

Z = 0,158X1 + 0,385 X2 + 0,277 Y + 0,754ε2 

 

Figure 2. Empirical causal relationships between research variables 

 
 
Discussion 
 
The path coefficient of sub-structure 1 shows that leadership style and competence have a 
significant effect on working motivation, and competence has a more significant impact on 
work motivation than leadership style. This is in line with Gunawan's (2015) research, which 
indicates that competence affects motivation positively and significantly. Moreover, 
motivation and competence directly has a positive and significant impact on performance. 
Competence affects positively and significantly performance through motivation on UPTD 
Regional Revenue I Palu. Research conducted by Rego, Supartha & Yasa (2017) indicates 
that motivation mediates the relationship between leadership and employee performance. 
Murgianto, Sulasmi & Suhermin (2016) show that commitment, competence, and job 
satisfaction affect motivation. Furthermore, commitment, competence, job satisfaction, and 
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motivation affect performance. According to Sanusi (2015) lecturer's performance is affected 
indirectly by the commitment to the organisation and trust on the organisation. 
 
The path coefficient of sub-structure 2 shows that leadership style, competence, and 
motivation have a significant effect on performance. Moreover, competence has a more 
significant impact than leadership and motivation style. 
 
Both leadership style and competence have a significant effect on performance through work 
motivation, and competence is more meaningful than leadership. This is in line with Chairil, 
Darwis, and Jamaluddin (2016)’ research, showing that there is a positive and significant 
influence of leadership function on employee motivation at the Office of Education in Sinjai 
District. The results also showed that leadership function of the head of the Education Office 
in Sinjai District affects positively and significantly employee motivation. In addition, 
Syopwani (2017) indicates that leadership and competence have a significant impacton 
employee performance, whereas leadership influences competence positively 
 
Rahmawati and Gilang (2017) shows that motivation influences performance. Nasdir, 
Nongkeng, and Budiman (2018) indicate that competence, leadership style, and motivation 
simultaneously influence the performance of Bantaeng District Transportation Department 
employees. Fadli (2018) notes that competence, motivation, and leadership style have a 
positive and significant impact on employee performance. Ma’arif and Najib (2017) point 
that competence and motivation affect performance both directly and indirectly. 
 
Conclusion 
 
 This study shows that there is a significant influence of leadership style and competence on 
working motivation directly. Moreover, competence is more influential than leadership style 
in increasing working motivation. 
 
Additionally, leadership style, competence, and motivation affect performance directly and 
significantly. Competence is more influential than leadership style and motivation in 
improving performance. 
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