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Abstract 

This study aims to determine the effect of simultaneously (simultaneously) or partially the 
variables of communication, competence, motivation and organizational culture on employee 
performance in the Department of Agriculture and Fisheries, Sukoharjo Regency. This 
research method uses a quantitative research design. The population of all employees 
working at the Department of Agriculture and Fisheries of Sukoharjo Regency is 200 
employees. The sampling technique used in this study was a purposive sampling technique 
with a sample of 50 employees. Sampling is in accordance with research (Arikunto, 2019: 
112), after calculating 25% of the population. Data collection using a questionnaire. Data 
analysis technique used statistical analysis, namely multiple linear regression test, F test, t 
test, and the coefficient of determination. The results of the study show that communication, 
competence, motivation and organizational culture partially and significantly influence the 
performance of employees in the Department of Agriculture and Fisheries of Sukoharjo 
Regency. Suggestions from this study, the Department of Agriculture and Fisheries of 

Sukoharjo Regency continues to improve existing communication, competence, motivation and 
organizational culture, so that it will make employee performance increase and become better 
than before. 

Keywords: Employee Performance, Communication, Competence, Motivation, Organizational 
Culture 

-------------------------------------------------------------------------------------------------------------------- 

1. Introduction 

Human resources are a very central factor in organizations, whatever their form and purpose, 
organizations are made based on various visions for the benefit of people. The importance of 
human resources in an organization, then every organization must get a qualified and 
productive workforce to run the organization. Competition in a very tight global era, human 
resources are considered as one of the most important factors playing a major role in 
maintaining organizational sustainability, credibility as well as the creation of public trust. 
Human resources as the main and valuable capital in organizations reflect more emphasis on 
intangible resources than on tangible ones. 

Human resources are an important factor in an organization or company. In order for 
management activities to run well, the company must have knowledgeable and highly skilled 
employees and efforts to manage the company as optimally as possible so that employee 
performance increases. Human resources (HR) are the basic capital of national development, 
therefore the quality of human resources must always be developed and directed in order to 
achieve the expected goals. Talking about human resources can actually be seen from 2 
aspects, namely the quality aspect and the quantity aspect. The quantity aspect includes the 
number of available human resources / population, while the quality aspect includes the 
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ability of human resources both physical and non-physical / intelligence and mental in 
carrying out development. The issue of human resources is still a highlight and focus for 
companies and agencies to survive in the era of globalization. Human resources have a major 
role in every company activity. Although supported by excessive facilities and infrastructure 
and sources of funds, without the support of reliable human resources, the activities of 
companies and agencies will not be resolved properly. 

Performance is the result of work that has a strong relationship with the strategic objectives 
of the organization, customer satisfaction and contribution. Performance is about doing the 
work and the results achieved from that work. Performance becomes about what is done and 
how to do it (Soetrisno &; Gilang, 2018). Performance is the level of success of employees in 
completing their work. Performance can be optimized through the establishment of clear and 
measurable position descriptions for each official (employee), so that they understand what 
their functions and responsibilities are (Yuliana, 2017). 

Communication is the process of sending and receiving messages between two people or 
groups with people with some effect and some instantaneous feedback. Communication 
becomes a process of sharing meaning through verbal and non-verbal behavior carried out by 
two or more people (Wandi et al., 2019). Communication is the transfer of information and 
understanding from one person to another. For the transfer of information referred to in the 
communication, a communication process is needed. Communication is the process of 
delaying understanding in the form of ideas or information from one person to another 
(Ardiansyah, 2016).  

Competence is the ability of individuals to carry out their work based on the knowledge 
they have. Competence is an individual's capacity to perform various tasks in a job. In 
addition, it is also mentioned that all abilities of an individual are essentially composed of two 
sets of factors, namely intellectual abilities and physical abilities (Astrinasari, 2019). Work 
competence is a map of employee capacity for the attributes of the work they carry, which is a 
collection of abilities, skills, maturity, experience, effectiveness, efficiency, and success in 
carrying out job responsibilities. The competencies needed by each level of position in the 
organization certainly vary, executive level, manager level, and employee level. Employees 
who have competence will work with focus and work in accordance with their expertise. Thus 
employees will be effective and efficient for the agency (Yuliana, 2017). 

Work motivation becomes a driver or encouragement in a person to want to behave and 
work diligently and well in accordance with the duties and obligations that have been given 
to him. Every organization certainly wants to achieve goals. To achieve this goal, the role of 
humans involved in it is very important. To move humans to be in accordance with what the 
organization wants, it must be understood the motivation of humans who work in the 
organization, because this motivation determines the behavior of people to work, or in other 
words behavior is the simplest reflection of motivation (Syalimono Siahaan &; Bahri, 2019). 
Motivation becomes a stimulant of desires, the impulse of one's work will, each motive has a 
certain goal to be achieved. A person's behavior is influenced and stimulated by his wants, 
needs, goals and satisfaction (Kusumaningtyas et al., 2019). 

Organizational culture as norms, values, assumptions, beliefs, philosophies, organizational 
habits and so on (organizational culture content) developed over a long time by founders, 
leaders and members of the organization are socialized and taught to new members and 
applied in organizational activities so as to influence the mindset, attitudes and behavior of 
organizational members in producing products, serving consumers and achieving 
organizational goals (Ainanur &; Tirtayasa,  2018). Organizational culture is the values and 
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norms set and implemented by members as an indicator of organizational identity. A strong 
organizational culture can make an organization great. A good organizational culture will 
have a great influence on the behavior of its members because of the high level of togetherness 
and intensity to create an internal climate (Isnada, 2016). 

This research was conducted at the Agriculture and Fisheries Office of Sukoharjo Regency 
which is addressed at Jalan Dokter Muwardi No.14, Wungusari, Gayam, Sukoharjo District, 
Sukoharjo Regency, Central Java 57514. 

2. Methods 

This study aims to determine the simultaneous or partial influence of communication, 
competence, motivation and organizational culture variables on employee performance at the 
Sukoharjo Regency Agriculture and Fisheries Office. 

This research method uses quantitative research design. The population of all employees 
working in the Sukoharjo Regency Agriculture and Fisheries Office is 200 employees. The 
sampling technique used in this study was a purposive sampling technique with a sample of 
50 employees. Sampling according to research (Arikunto, 2019: 112), after being calculated at 
25% of the population. Data collection using questionnaires. Data analysis techniques used by 
statistical analysis are multiple linear regression tests, F tests, t tests, and coefficients of 
determination. 

3. Results  

3.1. Multiple Linear Regression Test 

Multiple linear regression tests are used to determine that bound variable patterns can be 
predicted through independent variables. Multiple linear regression aims to estimate the 
magnitude of the regression coefficient and show the magnitude of the influence of several 
independent variables on the dependent variable. 

Based on the Table 1, it can be seen that the regression equation formed is: 

Y = 0,667 + 0,294 X1 + 0,134 X2 + 0,341 X3 + 0,164 X4 + e 

From the equation it can be explained that: 

 Constanta (a)= 0,667 

This means that if the value of constant (a) = 0.667 while the variables of communication, 
competence, motivation and organizational culture are considered constant or equal to 
zero, then the employee performance variable is 0.667 and shows positive results. 

Tabel 1. Multiple Linear Regression Test 

No Variabel Unstandardized B Description 

1 (Constant) 0,667 Positive 

2 Communication 0,294 Positive 

3 Competence 0,134 Positive 

4 Motivation 0,341 Positive 

5 Organizational Culture 0,164 Positive 

Dependent Variable: Performance  
Source: Primary Data processed 2023 
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 Communication Coefficient (b1) = 0.294 

This means that if the value of the coefficient of the communication variable increases, 
while the variables of competence, motivation and organizational culture are assumed to 
be fixed values from the regression model, then the value of employee performance will 
increase by 0.294 and show positive results.  

 Coefficient of Competency (b2) = 0.134 

This means that if the value of the coefficient of the competency variable increases, while 
the variables of communication, motivation and organizational culture are assumed the 
value of the regression model is fixed, then the value of employee performance will 
increase by 0.134 and show positive results. 

 Coefficient of Motivation (b3) = 0.341 

This means that if the value of the coefficient of the motivation variable increases, while 
the variables of communication, competence and organizational culture are assumed to 
be fixed values from the regression model, then the value of employee performance will 
increase by 0.341 and show positive results. 

 Coefficient of Organizational Culture (b4) = 0.164 

This means that if the value of the coefficient of organizational culture variables increases, 
while the variables of communication, competence, motivation are assumed the value of 
the regression model is fixed, then the value of employee performance will increase by 
0.164 and show positive results.  

3.2. Hypothesis Test 

Hypothesis testing is a method used to process research results to obtain a conclusion. In this 
study, the hypothesis test used is: 

3.2.1. F Test 

From the result showed in Table 2, we can conclude that the research model is fit, as F have 
significance score of 0.000 (<0.05). Communication, competence, motivation and 
organizational culture affect employees performance in the Agriculture and Fisheries Office 
of Sukoharjo Regency simultaneously. 

Table 2. F Test 

Model F Sig. Description 

Regression 37,306 0,000 Decent Model 

Source: Primary Data processed 2023 

Table 3. Coefficient of Determination (R2) Test Result 

Model R 
R 

Square 
Adjusted R 

Square 
Std. Error of the 

Estimate 

1 0,877 0,768 0,748 0,91576 

Source: Primary Data processed 2023 
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3.2.2. Test Coefficient of Determination (R2) 

Based on the calculation results showed in Table 3, an adjusted R square value of 0.748 is 
obtained. This means that the variables of communication, competence, motivation and 
organizational culture contribute to employee performance by 74.8% while the remaining 
25.2% is explained by other variables that are not proposed in this study such as: work ethic, 
work environment, education and others. 

3.2.3. t Test 

From the t-Test result showed in Table 4, we can conclude that: 

 H1 is supported, as the significant value of the t is 0.003 (<0.05). It can be concluded that 
there is a positive and significant influence of communication on the performance of 
employees at the Sukoharjo Regency Agriculture and Fisheries Office.  

 H2 is supported, as the significant value of the t is 0.015 (<0.05). It can be concluded that 
there is a positive and significant influence of competence on the performance of 
employees in the Agriculture and Fisheries Office of Sukoharjo Regency 

 H3 is supported, as the significant value of the t is 0.000 (<0.05). It can be concluded that 
there is a positive and significant influence of motivation on the performance of 
employees at the Agriculture and Fisheries Office of Sukoharjo Regency.  

 H4 is supported, as the significant value of the t is 0.036 (<0.05 It can be concluded that 
there is a positive and significant influence of organizational culture on the performance 
of employees in the Farmers and Fisheries Office of Sukoharjo Regency. 

4. Discussion 

4.1. The effect of partial communication on the performance of employees 
in the Agriculture and Fisheries Office of Sukoharjo Regency 

Based on the results, communication has a positive and significant effect on employee 
performance. These results prove that the higher the communication, the performance of 
employees will increase markedly. This research is in line with previous research conducted 
by (Wandi et al., 2019); (Ardiansyah, 2016) communication has a positive and significant effect 
on employee performance. 

In this study, communication affects the performance of employees at the Sukoharjo 
Regency Agriculture and Fisheries Office. Communication is very important for an 
organization, because with effective office communication will lead to cooperation or 
coordination between employees. In addition to the possibility of errors, delays in tasks can 
be   reduced  so  that  work  can  be   completed   quickly,   correctly,  precisely,  and  effectively. 

Table 4. t Test Result 

Hypothesis T Sig. Standard Description 

H1 3,184 0,003 0,05 Supported 

H2 2,526 0,015 0,05 Supported 

H3 3,885 0,000 0,05 Supported 

H4 2,156 0,036 0,05 Supported 

Source: Primary Data processed 2023 
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Communication can also make employees active listeners. Employees can respond to what is 
being discussed by leaders and are able to provide feedback on the policies of an organization. 
This communication and openness can build better work management. 

With communication between employees can create a good relationship. Creating a good 
relationship between employees, these employees will feel at home and comfortable when 
working in an organization so as to be able to bring the organization to achieve goals. Thus 
communication is able to affect employee performance. 

4.2. The effect of partial competence on employee performance at the 
Agriculture and Fisheries Office of Sukoharjo Regency 

Based on the results, competence has a positive and significant effect on employee 
performance. These results prove that the higher the competence, the employee performance 
will increase markedly. This research is in line with previous research conducted by 
(Astrinasari, 2019); (Yuliana, 2017) competence has a positive and significant effect on 
employee performance. 

In this study, competence affects the performance of employees at the Agriculture and 
Fisheries Office of Sukoharjo Regency. The definition of competence is an ability that has been 
needed to be able to carry out or do a job which has been based on skills, knowledge, and also 
work attitudes. Work competencies are able to clarify work standards and expectations to be 
achieved by the company. Individual competence can be used as a tool for potential labor 
selection. Workforce prowess will maximize company productivity. Thus competence can 
affect performance because with high ability, employee performance will be achieved. 
Conversely, if the ability of employees is low or not in accordance with their expertise, then 
performance will not be achieved. 

4.3. The effect of partial motivation on employee performance at the 
Agriculture and Fisheries Office of Sukoharjo Regency 

Based on the results, motivation has a positive and significant effect on employee performance. 
These results prove that the higher the motivation, the employee performance will increase 
markedly. This research is in line with previous research conducted by (Syalimono Siahaan &; 
Bahri, 2019); (Kusumaningtyas et al., 2019) motivation has a positive and significant effect on 
employee performance. 

In this study, work motivation affects the performance of employees at the Fisheries and 
Agriculture Office of Sukoharjo Regency. Work motivation is the level of energy, commitment, 
creativity, and enthusiasm of employees in their careers in an organization or company. 
Employee behavior in completing work or realizing goals can also be referred to as work 
motivation. The main benefit of motivation is to create work passion, so that work productivity 
increases. Meanwhile, the benefit of working with motivated people is that the work can be 
completed appropriately. Thus, work motivation directly affects employee performance. 

4.4. The influence of organizational culture partially on the performance 
of employees in the Agriculture and Fisheries Office of Sukoharjo Regency 

Based on the results, organizational culture has a positive and significant effect on employee 
performance. These results prove that the higher the organizational culture, the employee 
performance will increase markedly. This research is in line with previous research conducted 
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by (Ainanur &; Tirtayasa, 2018); (Isnada, 2016) organizational culture has a positive and 
significant effect on employee performance. 

In this study, organizational culture affects the performance of employees at the Sukoharjo 
Regency Agriculture and Fisheries Office. Organizational culture is defined as "the values that 
guide human resources in carrying out their obligations and also their behavior in the 
organization". Organizational culture serves as a driving tool for high employee performance, 
beyond personal interests and is able to increase commitment and increase consistency in 
employee behavior. With increased employee performance, it can help solve problems 
improving employee performance. Organizational culture is believed to be a major 
determining factor for the success of organizational performance. The success of an 
organization to implement aspects or values (values) of its organizational culture can 
encourage the organization to grow and develop sustainably. 

5. Conclusions 

Based on the results of hypothesis testing and discussions that have been carried out, it can be 
concluded: 

1. There is an influence of communication on the performance of employees at the 
Agriculture and Fisheries Office of Sukoharjo Regency. 

2. There is an influence of competence on the performance of employees in the 
Agriculture and Fisheries Office of Sukoharjo Regency. 

3. There is an influence of motivation on the performance of employees at the Agriculture 
and Fisheries Office of Sukoharjo Regency. 

4. There is an influence of organizational culture on the performance of employees in the 
Agriculture and Fisheries Office of Sukoharjo Regency. 
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