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ABSTRACT 
 The aim of this research is to analyze the factor-factor affecting to Employee 
Performance in Regional Owned Enterprises Papua Province. The sample in this 
research was employees of provincial enterprises in Papua (1) PT. Printing Papua, (2) 
PT. TV Mandiri Papua, (3) PT. Irian Bhakti, and (4) PT. Papua Lintas Nusantara.  The 
total population was 293 and used area random sampling, the samples were 169 from: 
(1) PT. Printing Papua 53 respondents, (2) PT. TV Mandiri Papua 39 respondents, (3) 
PT. Irian Bhakti equal to 66 respondents, and (4) PT. Papua Lintas Nusantara equal to 
11 respondents. In this research, the analysis used to test the proposed hypothesis 
was Structural Equation Modeling (SEM). The analysis results shows that (1) employee 
performance is directly affected by organizational culture, (2) employee performance is 
not affected directly by employee competence, (3) employee performance is affected 
indirectly by organizational culture through job satisfaction, and (4) employee 
performance is affected indirectly by employee competence through job satisfaction. 
This proves that employee competence is required in improving employee 
performance, but it should first improve employee job satisfaction and when employee 
is satisfied, it will further encourage better performance. Increased competence can be 
through education, skills and work experience, and will provide a self-perception that 
employee is treated well and receive promotional opportunities according to his or her 
competence, which is in overall becomes a reflection of job satisfaction. 
Reccomendation of this research are (1) Considering that organizational culture aspect 
becomes very important in order to improve employee performance, the efforts of 
socializing cultural values of the organization to employee must be done so that 
employee can understand clearly and then the values of organizational culture can be 
embedded within every employee, thus, the employee can devote his or her thought 
and his ability more earnestly to carry out the tasks given by the company, (2) the 
company must be able to create employee job satisfaction because job satisfaction is a 
factor that can increase employee performance, and (3) the company's business 
competition that is very tight today makes the performance assessment is absolute. 
The assessment that is conducted incorrectly and ignores employee competence 
aspect would be very detrimental and reduce job satisfaction. Wrong promotion of 
employee would reduce the work quality of employee, therefore, the placement of a 
person in a particular position should be conducted in thorough consideration and not 
merely on the considerations of emotional closeness, kinship or other subjective 
considerations. 
Keywords: Organizational Culture, Competence, Satisfaction, Performance 
 
1. INTRODUCTION 

Nowadays, many dramatic changes have been made in such a decentralized 
environment and coupled with the process of democratization. For Organization of 
Regional Owned Enterprise, period of regional otonomy becomes a challenge and 
needs to be well anticipated.  The success of local government in the long run does not 
only rely on people's satisfaction with the service provided, but also being bond,  
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participation and support of the community and existing companies. In relation with the 
management of development, independence of the region serious attention in the 
future.  The achievement of the goal can not be separated from the performance of the 
implementing agency as spearheading the development of critical success. For an 
organization, human resource is the most important asset and the main resource and 
has an essential role to support the success of the organization. Human resource (HR) 
as a valuable asset therefore a lot of cost is invested in the recruitment, selection, 
training and development (Wiehrich and Koonts, 1994). Human Resource 
Management (HRM) function and its practitioners are required to be able to recognize 
the needs of employees, aligning the needs of employees with company expectations 
and strive to do the best steps to encourage those needs are met optimally.  Moreover, 
the HRM function and its practitioners should also be able to create a working 
environment that empowers employees and motivate them to contribute their best to 
the company (Muhdi, 2011). 

In the last 10 years, 4 of 5 big provincial enterprises in Papua-Indonesia that are 
expected to evolve in supporting local revenue in accordance with Law No. 22 of 1999 
on Regional Autonomy and Law No. 21 of 2001 on Special Autonomy of Papua 
province, has decreased and even some of them do not contribute at all to the PAD. 
PD Irian Bhakti engaging in a variety of logistics supply and Papua Lintas Arta 
company engaging in the boatload expedition and TV Mandiri Papua are currently in 
unfavorable condition. Formerly, PD Irian Bhakti has branch offices in almost every 
county before the expansion (15 districts) and 10 districts are currently still active, so 
does the number of employees with formerly 347 and at this time has been significantly 
reduced to 115 people. Similarly, Papua Lintas Arta currently has 19 employees. TV 
Mandiri Papua operating in 2006 has continued to decline while some private TV in 
Papua increasingly exist. The number of its employees is increasingly reduced to 53 
employees and 13 regional contributors. PT. Percetakan Rakyat Papua (PT. Printing 
Papuan People) also have not given real progress as its production is still very limited. 
Only PT. Bank Papua (Bank of Papua), one of the enterprises in Papua, shows a very 
encouraging development, for 10 consecutive years from 2001-2010 was awarded as 
bank that was categorized as "Very Good" (Bank of Papua Annual Report, 2011). 

A lot of researches on Employee Performance  have been done and have not 
been exhaustively discussed, but what is exactly the performance? Employee 
Performance is a result of one's work achieved in carrying out the task assigned to him 
based on skills, experience, and ingenuity and time (Hasibuan, 2000). Mangkunagara 
(2000) states that performance is the result of the quantity and Work Quality achieved 
by an employee in carrying out their duties according to the responsibility given to him. 
Briefly says that the performance is a combination of three important factors : the ability 
and interest of a worker, ability and acceptance of explanation on tasks delegation and 
worker roles. The aim of this research is to analyze the factor-factor affecting to 
Employee Performance in Regional Owned Enterprises Papua Province. 
 
2. THEORETICAL BASIS 

This study wants to examine the factors that affect employee performance. 
Some factors that affect it are organizational culture, work competence and job 
satisfaction. The term of performance is derived from job performance or actual 
performance (work achievement or actual achievement or achieved by a person). 
According to Mangkunagara (2000), performance is the result of work achieved by 
employees in quality and quantity in carrying out their duties in accordance with the 
responsibilities assigned to them. Bono and Judge (2003) measure the performance 
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from many aspects. There are seven criteria that can be used to measure the 
employee performance individually, namely : (1) quality : results of work carried out is 
near-perfect or meeting expected goals of that work, (2) productivity : the produced 
number or the number of activity that can be completed, (3) punctuality, that is being 
able to complete at a predetermined time and maximize time available for other 
activities, (4) effectiveness, is the maximum utilization of available resources in 
organizations to increase profits and reduce losses, (5) self-reliance, that is being able 
to carry out the work without assistance in order to avoid adverse outcomes, (6) work 
commitment, which is a commitment between employee and the organization (7) the 
responsibility of employee to his or her organization. Three of them are described as 
follows : 

1. Quality of work is the result of work carried out near-perfect or meeting expected 
goals of the work. Measurement of quality of work is as follows : employees 
have precision/accuracy of their work, employees adhere to operational 
procedures in accordance with provisions of the company, and employees pay 
attention to the needs of customers served. 

2. Productivity is the number of activity produced or the number of activity that can 
be completed. Measurement of productivity is as follows : employees are able to 
accomplish work tasks given according to the target given by the company, 
employees use work time carefully, and employees are able to complete the 
work according to the target given by the company. 

3. Responsibility is the responsibility of employees to their organization (company). 
Measurement of responsibility is as follows : employees are able to be present 
regularly and on time at the company, employees are able to follow the 
instructions given by the company, and employees are able to complete tasks 
and fulfil responsibilities based on the time limit specified. 

The following is defined the meaning of organizational culture variable. 
Basically, each organization has its own uniqueness in running its organization 
activities, ranging from the ways of acting, values used as a basis for action and 
leadership efforts. Dealing with the definition of organizational culture, Schein (1997) 
defines it as “-------- a pattern of basic assumtions-invented, discovered, or developed 
by a given group as it learns to cope with a problems of external adaption and internal 
integration that has worked well enough to be considered perceive, think, and fell in 
relation to those problems”. Jaw and Liu (2003) suggest the measurement of 
organizational culture is associated with renewal. The renewal will change the 
conditions that used to occur. Companies also need to do renewal in order to keep 
pace with changes. There are seven measurements of organizational culture, namely 
components of innovation, openness, cooperation, discipline, confrontation, learning 
commitment, and knowledge sharing. Three of them are described as follows: 

1. Cooperation, is a system of work performed by two or more people to achieve 
the planned objectives together. Some measurements of cooperation are as 
follows : harmonization of personal relationships between employees and 
supervisors in the company, smooth communication among employees, as well 
as the cooperation among departments fairly good. 

2. Discipline is obedient and submissive feeling to the values which are believed, 
including performing a particular job becoming the responsibility. Some 
disciplinary measurements are as follows : employee timekeeping to come to 
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the office or meeting, employees implement the decision of meeting results, as 
well as employees obey rules and policies of the company. 

3. Openness is an action that allows an issue to be clear and easy to understand 
and there is no doubt to its truth. Some measurements of openness are as 
follows : leaders are opened to communicate with their employees, the company 
disseminate important information to its employees, as well as good 
communication climate among employees at the company. 

The following are defined the meaning of employee competence variable. In 
another view, Streumer and Bjorkquist (1998) conclude that competence is 
“…..individual’s capability to perform that task that been assigned to him”. In addition, 
the concept of competence can also be understood more than knowledge, skills and 
professional identity. Covey et al., (1994), state that competence is in the form of skill 
and experience, education/knowledge (e.g., declarative, procedural, functional, and 
metacognitive); and skills/ability of a set of basic cognitive competence, such as 
memory and deductive argumentation. All three indicators are elaborated as follows : 

1. Education is the process of changing attitudes and behaviours of a person or 
group of people through teaching and training efforts 

2. Skill is the ability to use mind, thoughts, ideas and creativity in working, 
changing or making something to be more meaningful so that it produces a 
value of the results of such work. 

3. Experience is the size of a period of time or work that has been taken by 
someone so that he or she can understand the tasks or jobs and has 
implemented them well. 

The third variable is job satisfaction as a positive feeling about one's job 
becoming the results of an evaluation of his or her characteristics (Robbins and Judge, 
2007). Based on this definition, measurement dealing with job satisfaction is more 
likely based on the feelings of a person in performing the work. One's work according 
to Robbins and Judge (2007) is more than just activities of regulating paper, writing 
program codes, waiting for customers, or driving a truck. Each job requires interaction 
with co-workers, supervisors, following organizational rules and policies, fulfilling 
performance standards, accepting work conditions that are frequently less than ideal. 
Luthans (2002) suggests five dimensions of the most important jobs where employees 
have an affective response (job satisfaction or dissatisfaction), namely : (1) the work 
itself. The work should provide interesting tasks, opportunity to learn, and opportunity 
to accept responsibility, (2) organizational support in the form of salary and promotion 
opportunities. Wages received is deemed worthy than other people in the organization, 
as well as there are opportunities to advance within the organization, (3) distributive 
justice is the similarity among elements of the organization, and (4) support from 
supervisors and (5) support from co-workers, who have technical intelligence, and they 
provide social support. 
Here are presented some of the research variables related to factors affecting the 
employee performance. 
1. Katherine Dennis W. Organ and Ryan (1995) conducted 28 studies of 6746 

participants, about 63% of satisfied employees for their work participating more 
prosocial/Organizational Citizenship Behaviors (OCBs) than those unsatisfied. 
Analysis tool used is Meta Analysis Correlates. 
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2. Mark C. Ellickson and Kay Logsdon (2001) with their paper entitled : "Determinants 
of Job Satisfaction of Municipal Government Employess". The research primarily 
contributed to Job Satisfaction in staff/employees of government in which the 
perception of Job Satisfaction was influenced by the chance of promotion, salary 
and other reward/fringe reward. The most important factor influencing Job 
Satisfaction was the Opportunity Campaign. This research was conducted in 18 
departments Midwestern United States with a total sample of 1227. Analysis tool : 
Least Square Regression. 

3. Noormala Amir Ishak (2005) wrote the paper entitled "Promoting Employees 
Innovativeness and Organizational Citizen Behaviour through Superior-Subordinate 
Relationship in the workplace". This research was conducted on 385 employees 
(not managers) at Commercial Bank of Malaysia. This research showed the 
importance of relationship between Supervisor and Subordinate in facilitating OCB. 
Innovative individual gave a direct effect on the Employee Performance  out of their 
workfield. The analysis tool was SPSS (regression). 

4. Kim Cheng Patrick Low (2006) wrote "Cultural obstacles in growing 
entrepreneurship: a research in Singapore" with a focus group discussion method 
(qualitative analysis) and found that there were four constraints in entrepreneurship: 
too much grumbling (over complaint), too theoretical/textbook (too left-brained), too 
spoil the child (a pampered a lot), fear of failure. The writer was optimistic if we 
have wider thoughts  (more international, have more models, more initiatives in 
private sector,  more success stories and also more critics from the mass and the 
way of thinking/entrepreneurial mindset of Singaporeans will continue to grow 5 to 
10 years into the future. 

5. Research conducted by Dirani (2009), entitled Measuring the learning organization 
culture, organizational commitment and Job Satisfaction in the Lebanese banking 
sector aims to identify the relationship among organizational learning culture, job 
satisfaction, and organizational commitment in the Lebanese banking sector. The 
results showed that there was a positive and significant correlation among 
organizational culture, employee satisfaction, and organizational commitment in the 
Lebanese banking sector, but there was no interaction effect among the 
relationships with the social pattern. The questionnaire used is ALOQ/Arabic 
Learning Organization questionnare. Analysis tool is regression (SPSS). 

6. Victoria Bellou (2009) tested the "Organizational Culture as a predictor of Job 
Satisfaction: the role of gender and age". This research was conducted using a 
sample of 125 questionnaires to employees in the Greek Hospital. The finding was 
that there was a positive relationship between Organizational Culture and Job 
Satisfaction and there was gender and age roles. The analysis tool used was 
regression and t-test. 

7. The following research of Zahariah Mohd Zain, Razanita Isaac (2009 ) under the 
title “The Influence of Corporate Culture on organizational comitment : A Research 
on Malaysian listed Company”. The purpose of this research was to determine the 
effect of the four dimensions of corporate culture (teamwork, training and 
development, communication, reward and award) for organizational commitment. 
This research used survey with 190 respondents from a Malaysian public company. 
Data were tested with Pearson correlation and multiple regression analysis. The 
results showed that all dimensions of corporate culture studied here were found to 
have great influence on motivating the employees to hold their commitment to the 
organization. 
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This research tested several hypotheses as follows: 
H1 : Employee performance is affected by Organizational Culture 
H2 : Employee performance is affected by Employee Competence 
H3 : Employee performance is affected by Organizational Culture through the 

intermediary of Job Satisfaction 
H4 : Employee performance is affected by Employee Competence through the 

intermediary of Job Satisfaction 
 
4. MATERIALS AND METHODS 

This research was directed in accordance with the problem formulation and 
research objectives, then examined and analyzed variables of organizational culture, 
employee competence, and Job Satisfaction on Employee Performance in Regional 
Owned Enterprises of Papua Province. The sample in this research was employees of 
provincial enterprises in Papua (1) PT. Printing Papua, (2) PT. TV Mandiri Papua, (3) 
PT. Irian Bhakti, and (4) PT. Papua Lintas Nusantara.  The total population was 293 
and used area random sampling, the samples were 169 from: (1) PT. Printing Papua 
53 respondents, (2) PT. TV Mandiri Papua 39 respondents, (3) PT. Irian Bhakti equal 
to 66 respondents, and (4) PT. Papua Lintas Nusantara equal to 11 respondents. 

In this research, the analysis used to test the proposed hypothesis was 
Structural Equation Modeling (SEM). The research investigated the effects of Job 
Satisfaction mediation on Organizational Culture (X1) and Employee Competence (X2) 
on Employee Performance (Y2). Analysis tool used was path analysis with exogenous 
variables including Cultural Organization (X1), Employee Competence (X2), and Job 
satisfaction (Y1) and the endogenous variables were Job Satisfaction (Y1) and 
Employee Performance (Y2). The theoretical model is graphically presented as follows: 

Organizational 

Culture (X1)

Employee 

Competence (X2)

Job Satisfaction

(Y1)

Employee 

Perfrmance (Y2)

 
 

Figure 1. Diagram of Theoretical Research Model 
 

4. RESEARCH RESULTS 
The variables in this study include the variables of Organizational Culture, 

Employee Competence, Employee Satisfaction and Employee Performance. The 
model in this study was analyzed using Structural Equation Modelling with AMOS 
version 6 software. 
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4.1. Measurement Model 
The following table presents the mean results and loading factor of each indicator at 
each research variables. 
Table 1: Mean Scores and Loading Factor 

Variables Indicators 
Mea

n 
Loading 

Organizational 
Culture (X1) 

a. Cooperation (X1.1)  
b. Discipline (X1.2) 
c. Openness (X1.4) 

3.70 
3.13 
3.46 

0.712 
0.696 
0.689 

Employee 
Competence (X2) 

a. Education (X2.1) 
b. Skill (X2.2) 
c. Work Experience (Y1.3) 

3.67 
3.65 
3.60 

0.750 
0.755 
0.689 

Employee 
Satisfaction (Y1)  

a. Organizational Support (Y1.1) 
b. Supervisor Support (Y1.2) 
c. Distributive Justice (Y1.3) 

3.12 
3.43 
3.10 

0.731 
0.678 
0.697 

Employee 
Performance (Y2) 

a. Quality of Work (Y2.1) 
b. Productivity (Y2.2) 
c. Responsibility (Y2.3) 

3.82 
3.46 
3.38 

0.703 
0.650 
0.724 

 
Based on the results of analysis, the highest value of loading factor on the 

Organizational Culture variable equal to 0.712 was Cooperation indicator with mean 
value of 3.70 so that the magnitude of Organizational Culture was mainly because of 
the magnitude of Cooperation. For Employee Competence variable, it was known that 
the highest factor loading value equal to 0.755 was the indicator of Skill with the mean 
of 3.65 so if you wanted to know the magnitude of Employee Competence, it was 
mainly seen in the magnitude of Skills. Furthermore, on the Employee Satisfaction 
variable, it was obtained the highest loading factor value equal to 0.731 by the indicator 
of Organizational Support with the mean of 3.12, this meant that if you wanted to 
increase the Employee Satisfaction, then you needed to pay more attention to 
Organizational Support factor. For Employee Performance variable, it was obtained 
that the strongest indicator which measured it was Responsibility with loading factor 
value equal to 0.724 with the mean of 3.38, so if you wanted to know the level of 
Employee Performance, you had to take into account the Responsibility first. 
4.2. Analysis of Structural Equation Modelling  

The analysis results of structural equation modelling are presented in the table 
and the picture as follows: 

  

Organizational s 

Culture (X1)

Employee 

Competence (X2)

Job Satisfaction

(Y1)

Employee 

Perfrmance (Y2)

 
Figure 2. Results of Path Analysis 
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Remark: red line declares a insignificant effect 
Table 2. Results Hypotheses Testing 

Number of 
Hypothesis 

Relationship between 
variables 

Standard
ized 

Value 
CR P 

1 
Organizational Culture (X1) to 
Employee Satisfaction (Y1) 

0.244 3.927 0.000** 

2 
Employee Competence (X2) 
to Employee Satisfaction (Y1) 

0.776 9.743 0.000** 

3 
Organizational Culture (X1) to 
Employee Performance (Y2) 

0.451 4.349 0.000** 

4 
Employee Competence (X2) 
to Employee Performance 
(Y2) 

0.163 0.745 
0.456 

ns 

5 
Employee Satisfaction (Y2) to 
Employee Performance (Y2) 

0.554 2.474 0.013** 

 
Table 3. Results of Testing of Indirect Affect Research Hypotheses 

Loading 
Variable 

Dependent 
Variable 

Mediation 
Variable 

Coefficient 
Path 

Remark 

Organizational 
Culture (X1) 

Employee 
Performance 
(Y2) 

Employee 
Satisfaction 
(Y1) 

0.135 Significant 

Employee 
Competence 
(X2) 

Employee 
Performance 
(Y2) 

Employee 
Satisfaction 
(Y1) 

0.596 Significant 

 
Of the analysis results of structural model of SEM in the coefficient path of direct 

effect of Organizational Culture variable on Employee Satisfaction, it is obtained the 
standardized value equal to 0.244 with the Critical Ratio (CR) equal to 3.927 with a P 
value of 0.000. Because CR value is > 1.96 and P value is < 0.05, it can be concluded 
that there is the effect of organizational culture on employee job satisfaction. The 
positive marked coefficient of 0.244 indicates that the effect of organizational culture on 
employee satisfaction is positive or unidirectional. This means that the higher the 
Organizational Culture is, the higher the Employee Satisfaction is, and conversely, the 
lower the Organizational Culture is, the lower the Employee Satisfaction is. 

Of the analysis results of structural models of SEM in the coefficient path of 
direct effect of Employee Competency on Employee Satisfaction, it is obtained the 
standardized value equal to 1.076 with the Critical Ratio (CR) equal to 9.743 with P 
value of 0.000. Because the CR value is > 1.96 and P value is < 0.05, it can be 
concluded that there is effect of organizational culture on employee job satisfaction. 
The positive marked coefficient of 0.776 indicates that the effect of Employee 
Competence on Employee Satisfaction is positive or unidirectional. It means that the 
higher the Employee Competence is, the higher the Employee Satisfaction is, and 
conversely, the lower the Employee Competence is, the lower the Employee 
Satisfaction is. 

Of the analysis results of structural model of SEM in the coefficient path of direct 
effect of Organizational Culture variable on Employee Performance, it is obtained the 
standardized value equal to 0.451 with the Critical Ratio (CR) equal to 4.349 with P 
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value of 0.000. Because the CR value is > 1.96 and P value is < 0.05, it can be 
concluded that Organizational Culture affects Employee Performance. The positive 
marked coefficient of 0.451 indicates that the effect of Organizational Culture on 
Employee Performance is positive or unidirectional. This means that the higher the 
Organizational Culture is, the higher the Employee Performance is, and conversely, the 
lower the Organizational Culture is, the lower the Employee Performance is. 

If seen from the indirect effect through Employee Satisfaction, it is obtained the 
indirect effect coefficient equal to 0.135 (obtained from the direct effect coefficient 
between Organizational Culture to Employee Satisfaction equal to 0.244 and the direct 
effect coefficient between Employee Satisfaction to Employee Performance equal to 
0.554) so that the indirect effect is significant. 

Of the analysis results of structural models of SEM in the coefficient path of 
direct effect of Employee Competency variable on Employee Performance, it is 
obtained the standardized value equal to 0.163 with the Critical Ratio (CR) equal to 
0.745 with P value of 0.456. Because the value of CR is < 1.96 and P value is > 0.05 
then competence does not directly affect on employee performance. This means that 
the changes in the value of Employee Competence do not affect the changes in the 
value of Employee Performance. 

If seen from the indirect effect through Employee Satisfaction, it is obtained the 
indirect effect coefficient equal to 0.596 (obtained from the direct effect coefficient 
between Employee Competence to Employee Satisfaction equal to 1.076 and the 
direct effect coefficient between Employee Satisfaction to Employee Performance 
equal to 0.554) so that the indirect effect is significant. 

Of the analysis results of structural models of SEM in the coefficient path of 
direct effect of Employee Satisfaction on Employee Performance, it is obtained the 
standardized value equal to 1.076 with the Critical Ratio (CR) equal to 9,743 with P 
value of 0.000. Because the CR value is > 1.96 and P value is < 0.05, it can be 
concluded that job satisfaction affects employee performance. The positive marked 
coefficient of 1.076 indicates that the effect of Employee Satisfaction on Employee 
Performance is positive or unidirectional. This means that the higher the Employee 
Satisfaction is, the higher the Employee Performance is, and conversely, the lower the 
Employee Satisfaction is, the lower the Employee Performance is.  
5. DISCUSSION 

Organizational culture variable uses the measurements of three indicators, 
namely cooperation, discipline, and openness. In order to strengthen the organizational 
culture, the main thing that needs improvement is the aspect of cooperation (highest 
culture loading is 0.712). Currently, the indicator of cooperation is not in good condition 
as seen from the mean value lying in the score of 3.70. To improve cooperation, the 
main thing that needs improvement is the increase in the employee communication 
each other (the highest discipline loading is 0.826). With the increased employee 
communication each other, it will be able to increase cooperation aspect in the 
organizational culture at Regional Owned Enterprises of Papua. 

Measurement of competence variable uses three indicators, namely education, 
skills and work experience. In order to improve the employee competence, the main 
thing that needs improvement is the aspect of skill (the highest competence loading is 
0.755). Currently, the education indicator is not in good condition, as seen from the 
mean value lying in the score of 3.65. In order to improve the aspect of employee skills, 
the main thing that needs improvement  is an increase in the technical skill practice of 
employee to practice skills that have been already possessed (the highest education 
loading is 0.830). With the increase in the technical skill practice to practice skills that 
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have been already possessed, it would improve the education in the employee 
competence in enterprises at Regional Owned Enterprises of Papua. 

The job satisfaction variable is measured using three indicators, namely 
organizational support, supervisors support and distributive justice. In order to increase 
job satisfaction, the main thing that needs improvement is the aspect of organizational 
support (the highest satisfaction loading is 0.731). The indicator of organizational 
support is currently in poor condition, as seen from the mean value lying in the score of 
3.12. To improve the aspect of organizational support, the main thing that needs 
improvement is that the company must pay attention to the welfare of its employee (the 
highest item loading is 0.755 in the indicator of organizational support). If the company 
can pay attention to the welfare of its employee, it will be able to improve the 
organizational support in job satisfaction of employees at Regional Owned Enterprises 
of Papua. 

The measurement of employee performance variable uses three indicators 
namely quality of work, productivity and responsibility. In order to improve the 
employee performance, the main thing that needs improvement is the responsibility 
aspect (the highest loading is 0.724). The indicator of responsibility currently is in poor 
condition, as seen from the mean value lying in the score of 3.38. In order to improve 
the responsibility aspect, the main thing that needs improvement is that the employee 
must be present at work regularly and on time (the highest loading is 0.784). If 
employee can be present at work regularly and on time, it will be able to improve the 
quality of work on employee performance at Regional Owned Enterprises of Papua. 

The presence of indirect effect of Employee Competence on Employee 
Performance  through Job Satisfaction in line with research donre by Ko (2012), Lund 
(2003).  Besides, this research strengthens the research on the influence of 
competence on Job Satisfaction (Wu (2008), Ko (2012), Ellickson and Logsdon (2001), 
Ko (2012) as well as the effect of Job Satisfaction on performance (Karapate, et al 
(2005), Soedjono (2005), Haerani et al., (2012), Chen et al., (2012), Zimmeman and 
Damold (2007), Gu and Siu (2009) implemented the indirect influence of 
Organizational Culture on Employee Performance through Job Satisfaction. 

The results showed that there was influence of mediation Job Satisfaction on 
the effect of Employee Competence on Employee Performance. Thus, the role of Job 
Satisfaction was very important to the influence of Employees Competence on 
Employee Performance, which indicated that if the employee was not satisfied, then 
there will be no impact to the Competence on Employee Performance. The implication 
was the higher Employee Competence in enterprises of Papua province, the higher 
Employee Performance, if supported by higher Employee Satisfaction. 

Competence is the ability to execute or perform a job or task based on skills, 
knowledge and attitudes supported by the work required by the job. Competence 
demonstrated skills or knowledge characterized by professionalism in a particular field. 
Competence as a person's ability to produce at a satisfactory level including a person's 
ability to transfer and apply skills and knowledge in new situation and increase the 
agreed benefits. Competence also shows the characteristics of the knowledge and 
skills possessed or required by any individual that enable them to perform their duties 
and responsibilities effectively and improve the professional standards of quality in its 
work. 

The individual performance is the basic performance of the organization (Gibson 
et al., 1996) and to maximize the performance of each individual, related to the 
individual practitioner. Performance here is seen as a good performance when the 
employee will have a high skill, willing to work for a salary or are paid in accordance 
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with the agreement, has hopes of a better future. So that performance as the result 
obtained by employees based on adopted measures that apply to a task or work 
performed in a given time. 

Employee Competence is measured by three indicators: education, skills, and 
work experience, which each indicator is measured by three itemizes of questionnaire 
(source : Robbins & Coulter (2010), Lucia & Lepcinger (1999), Ennis (2008), and Goh 
(2003).  From the results of factor analysis,  it showed that education indicator is the 
strongest indicator as a measure of Employee Competence. It is necessary to increase 
Employee Competence especially in education by 1) employees can learn new 
knowledge which is very pleasant for them, 2) employee has opportunity to attend 
training (training) of new things, and 3) the employee is able to put into practice the 
knowledge that has been accepted. With the higher Employee Competence, it will 
result in higher Job Satisfaction, and indirectly will result in the higher Employee 
Performance. Employee Performance  is measured by three indicators: work quality, 
productivity, and responsibility, which each indicator is measured by three itemizes of 
questionnaire (source: Drucker (2001), Bernadin & Russell (1993), Flippo (1995), and 
Mangkunagara (2000). Employee Performance in this research has been in good 
category (average 3.66), but still it is less on the aspect of responsibility (3.45 
average), which is specially in itemize: employees attend less regularly and on time (an 
average of 3.05), as well as in the aspect of productivity as employees usually used 
their work time for personal interests (average 3.05).  With the increasing Employee 
Competence and Job Satisfaction, it will result in increasing Employee Performance of 
Papua enterprises, so that it can improve the aspect of employees can attend regularly 
and on time, and prevent employees using work time for personal interests, thus work 
quality, labor productivity, as well as employee responsibilities can increase and that 
would have implications for the high performance of public enterprises Papua province. 
 
6. CONCLUSIONS AND SUGGESTIONS 

From the analysis results of Structural Equation Modelling in the previous 
section, it is obtained several conclusions as follows: (1) employee performance is 
directly affected by organizational culture, (2) employee performance is not affected 
directly by employee competence, (3) employee performance is affected indirectly by 
organizational culture through job satisfaction, and (4) employee performance is 
affected indirectly by employee competence through job satisfaction. This proves that 
employee competence is required in improving employee performance, but it should 
first improve employee job satisfaction and when employee is satisfied, it will further 
encourage better performance. Increased competence can be through education, skills 
and work experience, and will provide a self-perception that employee is treated well 
and receive promotional opportunities according to his or her competence, which is in 
overall becomes a reflection of job satisfaction. 

Some suggestions obtained from the results of this study are as follows: (1) 
Considering that organizational culture aspect becomes very important in order to 
improve employee performance, the efforts of socializing cultural values of the 
organization to employee must be done so that employee can understand clearly and 
then the values of organizational culture can be embedded within every employee, 
thus, the employee can devote his or her thought and his ability more earnestly to carry 
out the tasks given by the company, (2) the company must be able to create employee 
job satisfaction because job satisfaction is a factor that can increase employee 
performance, and (3) the company's business competition that is very tight today 
makes the performance assessment is absolute. The assessment that is conducted 
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incorrectly and ignores employee competence aspect would be very detrimental and 
reduce job satisfaction. Wrong promotion of employee would reduce the work quality of 
employee, therefore, the placement of a person in a particular position should be 
conducted in thorough consideration and not merely on the considerations of emotional 
closeness, kinship or other subjective considerations. 
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