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ABSTRACT 

Objective: This paper discussed the importance of competence and work motivation, and analysed 

the effect of these two variables on performance. Research Design & Methods: This research sought 

to understand more about the manager’s performance of microfinance institutions (cooperatives), so 

the selected sample was cooperative managers. The data collected from 88 questionnaires were 

analysed using PLS-SEM with SMART-PLS software. Findings: Competence has a significant 

effect on motivation and manager performance, motivation has a significant effect on performance, 

motivation as an intervening variable on the effect of competence on performance. Implications & 

Recommendations: Work motivation is a more influential factor than competence on performance, 

so the activity that must be done to improve performance is to improve work motivation. Subsequent 

research carried out in other industries or with a larger sample size for generalization purposes. 

Contribution & Value Added: The main contribution of this research is that to increase work 

motivation, it can be done by requiring employees to always improve their past performance for the 

better. 
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INTRODUCTION 

The development effort for cooperative business entities is inseparable from changes in the 

increasingly dynamic environment. In the era of globalization, which we have entered into with the 

implementation of the ASEAN Free Trade Area (AFTA) in China in January 2010, directing all 

business entities to global competition. Various world economic institutions have been forced to take 

part in the struggles within it, including in this case, of course, this applies to cooperative business 

entities that are mostly engaged in by economic enterprises in Indonesia. Apart from being a 

challenge, it is also a very strategic opportunity where cooperatives can play a role in it. The 

cooperative operates primarily to provide benefits to members through transactions and through the 

distribution of patronage income from these transactions. In order to play a significant role, 

cooperatives must grow and develop as competitive business institutions (Zivkovic & Hudson, 2015).  

The cooperative business model creates unique challenges that encourage economists to recognize the 

challenges, critical issues and success factors of cooperatives (Kenkel & Park, 2011). As an 

organization or business entity engaged in the economic sector, cooperatives are one of the places for 

people's activities that are deemed appropriate to develop the people's economy, especially the people 

of the lower middle class. This is reasonable, because cooperatives can be established with relatively 

small capital in accordance with the economic conditions of the lower (poor) and middle class. Every 

member of the small society can "take part" in cooperatives according to their economic capacity. 

http://ejournal.unisnu.ac.id/jmer/


Motivation as An Intervening Variables Influence Competency on the.....  | 121 

 

JMER, 2020, 01(2), 120-131 

Several economic-cooperative figures said that cooperatives are the most suitable place for economic 

activities for middle to lower class people.  

The dynamic development of a market economy, the impact of globalization, and the emergence of a 

welfare crisis, has resulted in an increasing number of poor people, especially in developing countries. 

Cooperatives are seen as capable of solving increasing social problems. Cooperatives can be an 

alternative to profit-oriented commercial economic entities (Czternasty, 2014). 

Ironically, the hope that cooperatives as a solution to solve social problems is not accompanied by 

appropriate cooperative performance. Cooperatives are seen as unable to carry out their roles in 

accordance with government expectations. There are many problems and challenges faced by 

cooperatives in order to build and develop cooperative organizations and businesses to meet 

expectations. In an effort to achieve cooperative goals, the role of the manager as manager of the 

cooperative is related to the success of the cooperative in running its business. Managers have the 

responsibility and obligation to develop cooperatives as efficient economic/ business institutions, as 

well as support members' business activities efficiently by improving service quality.  

With regard to manager performance, experts also argue that manager performance is influenced by 

intrinsic factors of the manager himself, such as his ability to manage organizational business and his 

motivation to become a cooperative manager. The intrinsic factor that can affect performance is a 

person's competence or ability to do the job. Several studies have shown the influence of competency 

on performance. There is a positive relationship between competencies and individual performance 

(Zaim et al., 2013). Improving employee performance can be done through individual competence and 

achievement motivation (Subari & Riady, 2015). The higher the employees competence with more 

real results on improving the performance of employees (Renyut et al., 2017). The ability gives 

indirect influence on competence variables to employee performance and motivation variables to 

employee performance (Kurniawan et al., 2018). Competency is able to improve the performance 

(Irvan & Heryanto, 2019). The ability of employees will create superior performance (Zafar et al., 

2020).  

Several studies have shown the influence of motivation on performance. Human performance in any 

form is enhanced by increased motivation (Muogbo, 2013). Likewise, motivation and its factors have 

a significant influence on employee performance (Azar & Shafighi, 2013). Motivation plays a vital 

role toward the performance of employees (Zameer et al., 2014). The positive influence of motivation 

on employee performance is also shown by research (Dharma, 2017). When employees are motivated, 

they will improve their performance standards (Nabi et al., 2017). Another study show that the better 

the motivation possessed by employees, the more performance increases (Adam & Kamase, 2019). 

The higher the level of work motivation possessed by the employees, the higher the level of employee 

performance (Suryani et al., 2020). To increase job performance it is important for policymakers to 

increase employees’ work motivation (Susilo, 2020). The direct effect of the competency variable on 

employee performance shows smaller results than the indirect effect through the motivation variable, 

meaning that motivation is not an intervening variable (Parashakti et al., 2020). 

Based on previous research, it was stated that competence and motivation greatly affect employee 

performance. Therefore, the purpose of this study is to determine the effect of these two variables 

(competence and motivation) on manager performance. In addition, this study aims to determine the 

extent to which competence can increase the level of motivation of managers, so as to improve their 

performance.  

LITERATURE REVIEW 

Performance  

Managerial performance is defined as the performance of individual members of the organization in 

managerial activities, including planning, investigation, coordination, supervision, staffing, negotiation 

and representation (Wibowo, 2013). Meanwhile Umar (2005) defines managerial performance as the 

work that can be achieved by a leader in an organization. Individual members of the organization who 
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play a role in carrying out managerial functions, one of which is the manager, this is based on the fact 

that the nature of the work of managers is often uncertain and unclear which demands managers to 

improvise to set goals in achieving organizational goals. In order to carry out managerial activities, 

managers must carry out managerial activities, including: planning, investigation, coordination, 

supervision, staffing, negotiation and representation (Gomez-Mejia & Cardy, 2011). 

The task of evaluating managerial performance is an important function in an organization. 

Programming and developing a budget system are critical steps in planning organizational activities, 

be it corporate, social, governmental organizations or on an individual scale (Zainal et al., 2014). 

According to Vroom in Greene (2003), the extent to which a person's success in completing his job is 

called the "level of performance". Usually, people with a high level of performance are called 

productive people, and on the other hand, people with levels that do not reach the standard are said to 

be unproductive or underperforming. 

Performance can also be interpreted as the extent to which a person carries out his responsibilities and 

work duties (Singh & Loncar, 2010). Job performance is a record of the results or outputs (outcomes) 

resulting from a specific job function or activity within a certain period of time. Meanwhile, 

performance measurement according to is a way to measure the level of individual contribution to the 

organization (Gomez-Mejia & Cardy, 2011). 

Performance is measured by instruments developed in studies that are incorporated into general 

performance measures, which are then translated into basic behavioural assessments, including: 

quantity of work, quality of work, knowledge of work, opinions or statements expressed, work 

planning (Gibson & Donnely, 1995). According to Robbins (2012), namely: quantity of work, quality 

of work, efficiency and professionalism. 

Competence 

Competence or ability is defined as an inherent characteristic of a person related to the implementation 

of a job effectively or very successfully (and underlying characteristics: of individual which is casually 

related to effective or superior performance in job) (Gilboa et al., 2008). It is this inequality in these 

competencies that distinguishes a superior actor from the behaviour of an average achiever. To 

achieve moderate or average performance requires threshold competencies or essential competencies. 

Boundary competencies or special competencies for a particular job are patterns or guidelines in 

employee selection (personnel selection), task transfer planning (succession planning), performance 

appraisal (performance appraisal), and development (development). 

Competence is defined Zainal et al. (2014) as the underlying characteristics of an individual which is 

causally related to criterion-referenced effective and or superior performance in a job or situation. Or 

characteristics that underlie a person and are related to the effectiveness of individual performance in 

their work. 

Based on this understanding, the competence of an individual is something inherent in him that can be 

used to predict his level of performance. Something that is meant can be related to motives, self-

concept, characteristics, knowledge and abilities/ expertise. Individual competences in the form of 

abilities and knowledge can be developed through education and training. While the competence 

motive can be obtained during the selection process. 

Competence is divided into two categories, namely "threshold competencies" and "differentiating 

competencies". Threshold competencies are the main characteristics a person must have in order to 

carry out his job. But not to distinguish a high performer and an average person. Meanwhile 

"differentiating competencies" are the factors that differentiate high and low performers (Zainal et al., 

2014). 

Competence can be in the form of goals, temperament, self-concept, attitudes or values, problem 

mastery, or cognitive skills or behavioural skills. Each individual trait that can be measured or 

calculated clearly and can be shown to clearly distinguish between people behaving superiorly and 
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people behaving on average, or people behaving effectively and people behaving ineffectively 

(Handoko, 2010). 

Robert & Jackson (2001) illustrated that competence is visible and there is hidden. Knowledge is more 

visible, recognizable by companies to match people to jobs. Although some of the skills can be seen, 

some are less identified. However, hidden competencies in the form of skills that may be more 

valuable can improve performance. 

Organizations must pay attention to the competencies of their employees to achieve their goals 

(Priyono et al., 2016). Competencies can be identified by the existence of three types of basic skills, 

namely Katz (2009): 1) Technical skills, namely, the human ability to use procedures, techniques and 

knowledge of special fields; 2) Human skills, namely, the ability to work together, understand and 

motivate others as individuals or groups; 3) Conceptual skills, namely the ability to coordinate and 

integrate all the interests and activities of the organization, including seeing the organization as a 

whole, understanding how the parts are interdependent, and anticipating how changes in a part will 

affect the entire organization. 

The HR competencies is needed to face new challenges and the types of organizations in the 

workplace can be obtained by understanding the characteristics we are looking for in the people who 

work in these organizations. The basic concept of competence standards in terms of etymology, 

competence standards are open to two vocabularies, namely standards and competencies. Standard is 

defined as an agreed measure or standard, while competence is defined as the ability to carry out tasks 

in the workplace which includes applying skills which are supported by knowledge (cognitive) and 

abilities (abilities) in accordance with the conditions required. Thus, the competence standard can be 

assumed as a formulation of what abilities and skills the workforce (HR) must have in carrying out 

work in accordance with the stipulated / agreed requirements. 

Competence is closely related to performance, both individual performance and organizational 

performance (company). According to ArmstrongKogan (2001) a person’s performance is based on 

understanding the knowledge, skills, skills and behaviours needed to do a job well. While the 

performance of the organization (company) is based on how the company's management responds to 

external and internal conditions, with certain benchmarks it will be possible to know the level of 

turbulence and the level of ability to anticipate. 

HR competence analysis is intended to produce a profile or model that is used to: 1) Individual 

performance management; 2) Acceptance or placement; 3) Career development. Some of the criteria 

that can be analysed include: individual drive (motivation to succeed), impact and results, analytical 

power, strategic thinking, creative thinking (ability to innovate), assertiveness in making decisions, 

commercial assessment, management and leadership teams, interpersonal relationships. 

communication skills, ability to adapt and cope with changes and pressures, ability to plan and control 

projects. 

Competence analysis can also describe a person's nature by assessing knowledge, specific skills 

required, education, training and experience. There are several competence analysis techniques that 

can be used, among others Kadarisman (2011): 1) Critical incident (critical incident), which is used to 

collect and obtain data about effective or less effective behaviour, then linked to actual critical events; 

2) Repertory grid analysis, is used to identify dimensions that differentiate people who have good 

performance from people who have less / standard performance; 3) Job competence assessment (job 

competence assessment). 

Several studies have shown the influence of competency on performance. There is a positive 

relationship between competencies and individual performance (Zaim et al., 2013). Improving 

employee performance can be done through individual competence and achievement motivation 

(Subari & Riady, 2015). The higher the employees competence with more real results on improving 

the performance of employees (Renyut et al., 2017). The ability gives indirect influence on 

competence variables to employee performance and motivation variables to employee performance 
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(Kurniawan et al., 2018). Competency is able to improve the performance (Irvan & Heryanto, 2019). 

The ability of employees will create superior performance (Zafar et al., 2020). 

H1: Competence has influence on motivation 

H2: Competence has influence on job performance 

Work Motivation 

Motivation refers to the forces either within or external to a person that arouse enthusiasm and 

persistence to pursue a certain course of action. The importance of motivation is that it can lead to 

behaviours that reflect high performance within organizations. Managers can use motivation theory to 

help satisfy employees’ needs and simultaneously encourage high work performance (Daft, 2008). 

Motivation is a complex problem in organizations, because the needs and desires of each member of 

the organization are different from one another. This is different because each member of an 

organization is biologically and psychologically unique, and develops on the basis of different learning 

processes. 

Motivation is also defined as a set of forces that cause people to behave in certain ways (Griffin, 

2012). To find out more about the problem of motivation, here are some definitions of motivation. 

Motivation can be interpreted and interpreted differently by each person according to the place and 

situation of each person and adapted to the development of human civilization. Thus, etymologically, 

motivation is related to the things that encourage or move someone to do something. Steers & Porter 

(1998) in Mangkunegara (2015) expressed the following opinion about motivation: Motivation is a 

general term applying to the entire class of drives, desire, needs, wishes and similar forces. To say that 

managers motivate their subordinates is to say that they do those things which they hope will satisfy 

these drives and desires and induce the subordinates to act in a desired manner (Motivation is a 

general definition that uses the whole class of motivation, wants, needs, expectations and similar 

forces. To say that managers motivate their subordinates is to say that they do the things they hope 

will satisfy these urges and desires and encourage subordinates to act in a desired way). 

Abraham Sperling (1987) in Mangkunegara (2015) argues that motive is defined as a tendency to do 

activity, starting from a drive in oneself (drive) and ending with adjustment. Meanwhile, Stanton in 

Mangkunegara (2015) defined that motive is a stimulated need that is oriented towards individual 

goals in achieving satisfaction. Motivation is defined by Stanford in Mangkunegara (2015) that 

motivation is a condition that moves humans towards a specific goal. 

Based on the opinions of the experts above, it can be concluded that the motive is an impetus for the 

needs of employees that need to be met so that the employee can adapt to his environment, while 

motivation is a condition that moves employees to be able to achieve the goals of their motives. 

Meanwhile, motivation is said to be the energy to generate drive arousal. In relation to the work 

environment, Abraham Sperling (1987) in Mangkunegara (2015) argued that work motivation is 

defined as a condition that influences to generate, direct and maintain behaviour related to the work 

environment. 

The main benefit of motivation is to create work passion, so that work productivity increases. 

Meanwhile, the benefit that comes from working with motivated people is that the job gets done 

properly. This means that work is completed according to the correct standards and within a 

predetermined time scale, and people like to do their work. Something that is done because there is 

motivation that drives it will make people happy to do it. People will feel appreciated / recognized, 

this happens because their work is truly valuable for motivated people, so that person will work hard. 

This is understandable because the motivation is so high to produce according to the targets they set. 

Its performance will be monitored by the individual concerned and will not require too much 

supervision and morale will be high (Arep & Tanjung, 2003). 

Herzberg (1966) in Arep & Tanjung (2003) developed Maslow's hierarchy of needs theory into a two-

factor theory of motivation. These two factors are called the motivation factor which is called intrinsic 

motivation and the maintenance factor which is called extrinsic motivation. 
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Satisfaction factors which are also called motivators, which are the driving factors for a person to 

achieve that originates from within a person (intrinsic condition), among others: achievement; 

recognition of others (recognition); responsibility; opportunities for advancement; possible career 

development (the possibility of growth). 

Meanwhile, the maintenance factor, also known as the hygiene factor, is a factor related to fulfilling 

the need to maintain the existence of employees as human beings, maintaining peace and health. This 

factor is also called a dissatisfier (source of dissatisfaction) which is where the fulfilment of low-level 

needs that qualify into extrinsic factors, including: compensation; work security and safety; working 

conditions; status; company procedures; the quality of technical supervision of interpersonal 

relationships among peers, with superiors, and with subordinates. 

Several studies have shown the influence of motivation on performance. Human performance in any 

form is enhanced by increased motivation (Muogbo, 2013). Likewise, motivation and its factors have 

a significant influence on employee performance (Azar & Shafighi, 2013). Motivation plays a vital 

role toward the performance of employees (Zameer et al., 2014). The positive influence of motivation 

on employee performance is also shown by research (Dharma, 2017). When employees are motivated, 

they will improve their performance standards (Nabi et al., 2017). Another study show that the better 

the motivation possessed by employees, the more performance increases (Adam & Kamase, 2019). 

The higher the level of work motivation possessed by the employees, the higher the level of employee 

performance (Suryani et al., 2020). To increase job performance it is important for policymakers to 

increase employees’ work motivation (Susilo, 2020). The direct effect of the competency variable on 

employee performance shows smaller results than the indirect effect through the motivation variable, 

meaning that motivation is not an intervening variable (Parashakti et al., 2020). 

H3: Motivation has influence on job performance 

H4: Motivation as an intervening variabel influences the competence on performance 

METHODS 

Based on the literature review, a theoretical framework is prepared which diagrammatically describes 

the flow of thought developed in this study. The theoretical framework in this study explained the 

direct relationship between the independent variables of competence and work motivation on manager 

performance as the dependent variable and manager performance on cooperative performance.  

This type of research was descriptive analysis, which was a study of problems in the form of current 

facts in cooperatives in Jepara Regency. This study tests hypotheses or answers questions related to 

the current status of the object under study related to opinions, events or procedures in the form of 

relationships between competence variables, work motivation, and performance of cooperative 

managers in Jepara Regency. 

This study used primary data derived from questionnaires distributed to cooperative managers in 

Jepara Regency to answer the formulation of research problems. Apart from primary data, secondary 

data was also needed which are obtained from the Cooperative Office of Jepara Regency in order to 

determine the sample area, sample size and work address of the respondent (cooperative manager). 

The population chosen was the cooperative manager as the unit of analysis covering all cooperatives 

in Jepara Regency. Jepara Regency has 723 cooperatives spread across 16 (sixteen) districts. 

In determining the sample, an appropriate sampling method was needed in order to obtain a 

representative sample and can describe the situation of the population optimally. Sampling using 

proportional sampling technique. Based on the calculation, the number of samples used was 88 

cooperative managers. 

Data analysis in this study was carried out using a structural equation model of Partial Least Square 

(PLS) 3.2.6. Partial Least Square (PLS) is a powerful analytical method because it does not assume 

that data must be measured in a specific way, can be applied to all data scales, does not require many 

assumptions and sample sizes (Ghozali & Latan, 2015). 
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FINDING 

The validity test is carried out based on "Table 1. Loading Factors of Construct" which shows that all 

questionnaire items from all constructs were declared valid except for the Comp-1 item which has a 

value of 0.427. In data processing, the indicator item was dropped because it has a low value which 

indicates that the item question was invalid. 

Table 1. Loading Factors of Construct 

Latent variable Indicator 

Loading 

Factors 

> 0.5 

Mean 

Competence 

I have good skills in doing my job 0.427 4.40 

I can develop and use deep technical knowledge run my job 0.660 4.28 

I can absorb all the information related to organizational development 0.757 4.30 

I have enough abilities to take the initiative in organizational progress 0.752 4.25 

I am ready to carry out my duties in a timely manner and if I fail to accept 

sanctions 

0.779 4.35 

Motivation 

I always improve my past performance to achieve better current performance 0.642 4.16 

I always enjoy the difficult challenges of getting work done 0.671 4.30 

I enjoy being responsible for the job at hand 0.751 4.11 

I always try to build close relationships with my colleagues at work 0.678 4.20 

I always enjoy working with other people to get things done 0.752 4.00 

Performance 

I was able to complete all work items (work quantity) as targeted 0.507 4.41 

The results of my work are in accordance with the established quality 

standards 

0.780 4.34 

My work has met the criteria for efficiency 0.647 4.02 

I try to work professionally in accordance with what this organization 

stipulates 

0.726 3.98 

Source: Primary data processed 

"Table 2. Reliability and Convergent Validity" showed that all the constructs used in this study were 

valid and reliable.  

Table 2. Reliability and Convergent Validity 

 
Cronbach’s 

Alpha 

Composite 

Reliability 

Average Variance 

Extracted (AVE) 

Competence 0.723 0.827 0.546 

Motivation 0.743 0.827 0.490 

Performance 0.591 0.764 0.452 
Source: Primary data processed 

The validity test was carried out based on "Table 3. Discriminant Validity" showed that the model 

used was categorized as valid. 

Table 3. Discriminant Validity 
  Competence Motivation Performance 

Competence 0.739   
Motivation 0.607 0.700  
Performance 0.486 0.563 0.673 

Source: Primary data processed 

Furthermore, based on "Table 4. Regression and Data Analysis" showed that all independent variables 

have a direct effect influence on manager performance with P-Values <0.05.  
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Table 4. Path Coefficients 
  Original Sample T Statistics  P Values 

Competence -> Motivation 0.607 11.508 0.000 

Competence -> Performance 0.229 2.001 0.046 

Motivation -> Performance 0.424 3.941 0.000 

R² 0.368 5.675 0.000 

Adjusted R² 0.350 4.446 0.000 
Source: Primary data processed 

 

 
 

Figure 1. Output Result of Structural Model 

Based on "Table 4. Path Coefficients" and "Table 5. Indirect Effects" showed that the indirect effect of 

competence on performance (3.624) was greater than the direct effect (2.001), so it can be interpreted 

that motivation was an intervening variable that influences competence on performance. 

Table 5. Indirect Effects 

  Original Sample T Statistics  P Values 

Competence -> Motivation    

Competence -> Performance 0.257 3.624 0.000 

Motivation -> Performance    

Source: Primary data processed 

Hypothesis Test Analysis 

The first hypothesis of this study was "Competence has significant effect on motivation". Based on the 

Path Coefficient table, it was known that the t-statistic value of 11.508 was greater than the t-table 

value of 1.988 (Sig 0.000 < 0.05). These results prove that the first hypothesis of this study was 

accepted. This means that competence has a significant effect on motivation. 

The second hypothesis of this study was "Competence has significant effect on performance". Based 

on the Path Coefficient table, it was known that the t-statistic value of 2.001 was greater than the t-

table value of 1.988 (Sig 0.049 < 0.05). These results proved that the first hypothesis of this study was 

accepted. This means that competence has a significant effect on performance. 

The third hypothesis of this study was "Motivation has significant effect on performance". Based on 

the Path Coefficient table, it was known that the t-statistic value of 3.941 was greater than the t-table 

value of 1.988 (Sig 0.000 < 0.05). These results proved that the first hypothesis of this study is 

accepted. This means that motivation has a significant effect on performance. 

The fourth hypothesis of this study was "Motivation as an intervening variable influences the 

competence on performance". Based on the Path Coefficient and Indirect Effects table, it was known 

that the indirect effect of competence on performance (3.624) was greater than the its direct effect 
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(2.001). These results proved that the fourth hypothesis of this study was accepted. It means that 

motivation as intervening variable influences the competence on performance. 

DISCUSSION 

Competence has a significant effect on motivation to be accepted as shown by the value of the t-

statistic 11.508. The findings of this study support the results of the study which states that 

competence has a significant effect on motivation (Irvan & Heryanto, 2019); (Parashakti et al., 2020). 

Competence is shown by always using and developing technicalities in carrying out work, trying to 

absorb all information related to organizational development, having the initiative to advance the 

organization, carrying out tasks in a timely manner, and readiness to receive sanctions if they fail to 

carry out tasks. If this is done continuously, especially competence in carrying out tasks on time and 

the consequences of receiving sanctions in the event of failure, then efforts to improve better 

performance by enjoying job responsibilities and challenges, as well as establishing cooperation by 

building relationships among colleagues in completing work to be better. 

The second hypothesis of this study was accepted, as indicated by the t-table value of 2.001,that is 

competence has a significant effect on manager performance. The results of this study contradicted 

research findings Adam & Kamase (2019) which state that competence does not have a significant 

effect on performance. However, the findings of this study support the statement that competence has 

a significant effect on performance (Zaim et al., 2013); (Renyut et al., 2017); (Kurniawan et al., 2018); 

(Zafar et al., 2020). Managers who have the competence shown by always using and developing 

technicalities in carrying out work, trying to absorb all information related to organizational 

development, have the initiative to advance the organization, carry out tasks in a timely manner, and 

readiness to receive sanctions if they fail to carry out their duties. The competence possessed by 

managers is not always related to capable skills in completing work, but competence in carrying out 

tasks on time. In addition, there are consequences of receiving sanctions in the event of failure, then 

these two things will be able to improve manager performance. Improved manager performance is 

indicated by the completion of all work items in the predetermined quality and quantity aspects. In 

addition, competent managers can work professionally and meet efficiency standards so that it has a 

good impact on cooperative institutions. 

Motivation has a significant effect on accepted performance, as shown by the t-statistic value of 3.941. 

The findings of this study are different from the results of research (Muchtar, 2016) which stated that 

there is no significant effect between motivation and performance. However, the results of this study 

support the research conducted by Azar & Shafighi (2013); Muogbo (2013); Zameer et al. (2014); 

Dharma (2017); Nabi et al. (2017); Kurniawan et al. (2018); Adam & Kamase (2019); Parashakti et al. 

(2020); Suryani et al. (2020); Susilo (2020) which stated that motivation has a significant effect on 

performance. There is an increase in motivation, which is indicated by the desire to improve better 

performance by enjoying job responsibilities and challenges. Work motivation can also arise if there is 

cooperation by building relationships with colleagues in completing work for the better. All of this 

will have an impact on the increase in manager's performance which is indicated by the completion of 

all work items in the predetermined quality and quantity aspects. In addition, managers who have high 

motivation will be able to work professionally and meet efficiency standards so that cooperative 

institutions will benefit. 

The fourth hypothesis of this study was also accepted, motivation as an intervening variable of the 

influence of competence on performance, as shown in the indirect effect of competence on 

performance (3.624) was greater than the direct effect of competence on performance (2.001). The 

findings of this study support the results of the study of Irvan & Heryanto (2019) which stated that 

motivation as an intervening variable has a significant influence between competence and 

performance. These findings can be interpreted that the higher the competence of a manager can 

improve performance if they have high work motivation. Managers who have high competence are 

managers who are ready to carry out their duties in a timely manner and accept the consequences of 

sanctions in case of failure, therefore all work can be completed while still paying attention to the 
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suitability of the quality and quantity that has been determined if the manager can enjoy the 

responsibilities and challenges of the work carried out. 

CONCLUSION  

Based on the analysis and discussion, it can be concluded that partially each independent variable are 

competence and motivation, has a significant effect on the performance of cooperative managers. 

Then from the results of the analysis it can also be proven that the motivation as an intervening 

variable, the motivation variable has an indirect effect on the competency variable on manager 

performance. This statement can be proven by the magnitude of the indirect effect (competence on 

performance) through motivation, which is identified as an intervening variable when compared to the 

direct effect of competence on manager performance. 

These empirical findings provide evidence that the competence and work motivation of managers need 

to be improved by management or administrators to support the performance of cooperative managers. 

The practical impact of this study encourages managers to always complete tasks on time and be ready 

to accept sanctions in case of failure, managers can work professionally and meet efficiency standards 

so that it has a good impact on cooperatives. In addition, management or administrators must 

encourage managers to always improve past performance for the better, and accustom them to accept 

challenges that can spur managers to complete each job. The important point of this empirical finding 

is that managers’ efforts to complete tasks on time will have an impact on improving performance 

even better if they always improve past performance. 
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