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Abstract. This study is aimed at analyzing the effect of expertise on employee performance
in PT Dinamika Abadi Medan with work motivation as an intervening variable. This research
involved 124 company employees. Data analysis tools used in hypothesis testing were validity,
reliability and path analysis. The research results showed that expertise had a significant effect on
employee performance in PT Dinamika Abadi Medan. It means that the higher the expertise
provided, the higher the employee performance in PT Dinamika Abadi Medan. Expertise
significantly impacted the work motivation of employees in PT Dinamika Abadi Medan. It means
that the higher the expertise provided, the higher the work motivation of employees in PT Dinamika
Abadi Medan. Work motivation had a significant effect on employee performance in PT Dinamika
Abadi Medan. This case means that the higher the employee work motivation, the higher the
employee performance in PT Dinamika Abadi Medan. The empirical test resulted in Z count (36.0)
> Z table (1.96) so that work motivation could mediate the relationship between expertise and
employee performance. Therefore, H4 was accepted. This case means that the higher the expertise
provided, the higher the employee work motivation so that employee performance increased as
well.

Keywords: expertise, work motivation, employee performance, company bussiness, human
resources.
JEL Classification: 015, M51, M54.

INTRODUCTION

The entrepreneurship world is now required to create high employee performance for
developing companies. Companies must be able to build and improve performance in their
environment. Several factors influence the success of the company. One significant factor is human
resources because human resources are actors of all levels, from planning to evaluation; they can
take advantage of other resources owned by the organization or company (Dito, 2010). The human
resources of a company play an essential role. The workforce has excellent potential to carry out
company activities. The potential of every human resource in the company must be utilized as well
as possible to provide optimal output.
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The achievement of company goals does not only depend on modern equipment, complete
facilities, and infrastructure but rather depends more on the people carrying out the work. Employee
performance strongly influences the success of an organization. Every organization and company
will always try to improve employee performance to achieve the company goals. Therefore, the
company must improve its performance so that all agreed goals can be achieved.

The success or failure of the company to achieve the agreed goals or targets significantly
requires employees who support all the vision and mission of the company. Efendi (2002) argued
that performance is the result of work produced by employees or actual behavior performed
according to their roles in the organization or company. The formation of excellent employee
performance is expected to compete with other companies so that the company can be recognized as
a quality company (Damayanti et al., 2013). The progress of a company can be seen from the
comparison of targets set by the company with the realization of the performance achieved.

Apart from employee performance, work expertise is one of the main elements in
employment because a person can complete the work according to the duties and responsibilities of
the organization. Hence, organizational goals can be achieved effectively and efficiently
(Simamora, 2004, p. 337). The effectiveness of management within an organization will succeed if
the organization can recognize individual differences. Gibson stated that to understand individual
differences, leaders must be able to: 1). Observe and recognize differences; 2). Study the behaviors
affecting the individual; 3). Finding the relationship between these variables. Many people
understand each employee must own a valuable asset, namely, expertise. Basically, the employee
expertise will be beneficial in completing tasks and work provided by the company. However, some
people could not understand this case well. They work with not optimal expertise so that
automatically, they have reduced their performance in doing the tasks and work given. Along with
that, Efendi (2002) argued that motivation is the factor that directs and encourages someone's
behavior or desire to carry out an activity expressed in the form of hard or weak work.
Understanding of employee motivation will be very crucial concerning achieving goals, namely,
maximum organizational performance. Therefore, one of the best ways to increase employee
performance capacity is by connecting expertise to work motivation.

Companies really need to maintain and motivate employees to improve their performance
further to enhance the company's performance. In the end, the company is not only superior in
competition but also able to maintain its survival, even increase profitability and develop its
business (Nugroho, 2009). Hasibuan (2002) said that one of the goals of providing expertise is
motivation. If the services provided are large enough, the manager will easily motivate his
subordinates. According to Robbins (2007), motivation is a process that plays a role in the intensity,
direction, and duration of individual efforts towards achieving goals. If an employee considers that
the expertise provided by the company is in accordance with employees’ expectations, then they
will be motivated to improve their performance. The results of interviews with several employees
revealed that the performance of PT Dinamika Abadi's employees decreased significantly due to the
decline in the expertise of PT Dinamika Abadi's employees. Each employee’s expertise was not in
line with company expectations. Based on research gaps and phenomena that occur in PT Dinamika
Abadi, this study was conducted by re-testing and conducting a scientific study entitled Effect of
Expertise on Employee Performance with Work Motivation as Intervening Variables in PT
Dinamika Abadi Medan.

LITERATURE REVIEW
Employee Performance
Employee performance is the work of quality and quantity achieved by an employee in

carrying out their duties based on the responsibilities given to him (Mangkunegara, 2009). The level
of success performance includes quantitative and qualitative aspects. Meanwhile, according to
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(Siswanto in Sandy, 2015, p. 11), performance is an achievement of someone in carrying out the
tasks and jobs given to him. Understanding of performance, according to Moeheriono (2012, p. 95),
namely performance, or performance is a picture of the achievement level of the implementation of
activities or policies in realizing the goals, objectives, vision, and mission of the organization as
outlined through the strategic planning of an organization. Employee performance indicator,
according to Edison, et al. (2017, p. 193) is to achieve or assess performance; some dimensions
serve as benchmarks, namely targets, quality, time of completion, compliance with principles.

Expertise

Expertise is an interest or talent that must be possessed by someone. Expertise enables people
to carry out and complete tasks correctly with maximum results. People's expertise can be obtained
from formal or non-formal education, which later must be continuously improved. One source of
increased expertise can come from experiences in a particular field (Wardani, 2010). Robbins
(2006, p. 46) defined that expertise is the capacity of individuals to carry out various tasks in certain
jobs. An Individual's abilities are basically composed of two sets of factors, namely intellectual and
physical abilities. Hasibuan (2003) revealed that expertise includes three indicators, namely: 1.
Technical skills include the ability to apply specific knowledge or expertise. All jobs require a
number of specific skills, and many individuals develop their technical expertise at work. 2. Human
skills (ability) consisting of the ability to work together, understand, and motivate others, both
individually and in groups. 3. Conceptual skills are mental ability to analyze and diagnose
complicated situations.

Work Motivation

Pamela and Oloko (2015) stated that motivation is the key to a successful organization in
maintaining the continuity of work in the organization with a strong way and assistance to survive.
Chukwuma and Obiefuna (2014) addressed that motivation is the process of arousing behavior,
maintaining behavioral progress, and channeling specific behavioral actions. Thus, motives (needs
and desires) encourage employees to act. Steers and Porter (in Miftahun and Sugiyanto 2010) stated
that work motivation is an effort that can create behavior, direct behavior, and maintain behavior
appropriate to the work environment in the organization. Work motivation is a basic human need
derived from expertise, expected to meet the desired basic needs. Those needs impact on the
success of an activity. Employees with high work motivation will try to get their work done as well
as possible. Indicators of work motivation, according to Maslow in Sofyandi and Garniwa (2007,
p. 102), are namely physiological, security, needs, appreciation, and self-actualization needs.

PAPER OBJECTIVE

This study is aimed at analyzing the effect of expertise on employee performance in PT
Dinamika Abadi Medan with work motivation as an intervening variable.
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Figure 1. The Effect of Expertise on Employee Performance in PT Dinamika Abadi Medan
with Work Motivation as Intervening Variable

Source: Own compilation

METHODOLOGY

Population
Populations in the research were 124 employees of PT Dinamika Abadi.

Sample
There were 124 employees in this study counted since the observation until questionnaire

distribution.

Data Collection Methods

Data collection methods are observation. interview. literary study. questionnaire. This study
used a Likert scale consisting of strongly disagree. disagree. quite disagree. agree. strongly agree.
Every answer was given value with the following scales:Strongly agree= 5.Agree= 4.Quite agree=
3.Disagree= 2.Strongly disagree= 1 (Sugiyono, 2009, p. 172).

Data Analysis Technique

Descriptive Statistical Analysis

The descriptive statistical analysis focuses on collecting, processing, presenting, and
analyzing data (Wahyuni, 2011, p. 12).

Statistical T-Test

Criteria of test with a significance level of 0.05 were determined as follow:

If the significance t > 0.05, the hypothesis is refused (regression coefficient is not significant)
If the significance t < 0.05, the hypothesis is accepted (regression coefficient is significant).
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Path Analysis
This research employed path analysis. The following is the similarity:

Work <+
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Expertise \ [ Performance
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Te
Figure 2. Model Analisis Jalur (Path Analysis)

Source: Own compilation

The structural equation is the multiple of the regression test as follow:

M=B1X+e.....evnnnnnn. (Model 1)

Y =B X+ pB.M+e......Model 2)

Notes:

Y: Dependent variable. namely employee performance in PT Dinamika Abadi
M : Mediation variable. namely motivation in PT Dinamika Abadi.

X: Independent variable. namely Expertise

Bi2:  Regression coefficient

e: Error

Path Analysis
The regression analysis was done using SPSS 22.0 with the following results to predict

parameter. Substructure 1: M=p; X +e
The results of data analysis calculation are as follow:

Tablel
Coefficients of Substructure 1 (Model 1)

Coefficients?

. Unstandardized Coefficients Sézzgf?g?;ig
B Std. Error Beta T Sig.
1 (Constant) 23.363 2.060 11.342 .000
X 625 .064 .338 3.972 .000

a. Dependent Variable: M

Substructure 2 : Y =1 X+ B M +e
The results of data analysis calculation are as follow.
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Table 2

Coefficients of Substructure 2 (Model 2)
Coefficients®

Model Unstandardized Coefficients %32?:;2?;?3 - Sig.
B Std. Error Beta
1 (Constant) 15.017 3.356 4.475 .000
X .638 .078 220 2.420 017
M 719 103 193 2.125 .036

a. Dependent Variable: Y

Based on calculations on substructures 1 and 2, the direct and indirect effects, as well as the
total effect between variables, could be identified. The following is the calculation of the effect
between variables.

Table 3

Direct Effect, Indirect Effect and Total Effect of Expertise.
Work Motivation and Employee Performance

Direct Indirect Effect Total
Variable through Work
Effect e Effect
Motivation

Expertise Employee 0.188 0.056 0.244
Performance

Expertise Work Motivation 0.255 - 0.255

Work Motivation | EMployee 0.219 ; 0.219
Performance

Source: Managed Data, 2019

The structural equations for this research model are:
Substructure 1:

M= le +eq

M= 0.255 X + 0.734

Pei = V1-0.457 = 0.734

Substructure 2:

Y=PB X+P2M + e

Y =0.188 X + 0.219 M +0.734

Pei = V1-0.457 = 0.734

Checking model validity

There are two indicators to check model validity. namely the total determination coefficient
and trimming theory as follows. The results of total determination coefficient:
2n=1-(1-0.457) (1-0.457)
2n=0.705
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It means that the diverse data that can be explained by the model was 70.5 percent or in other
words, the information contained in the data of 70.5 percent could be explained by the model, while
the remaining 29.5 percent was explained by other variables (not contained in the model) and error.

Trimming Theory

The validity test on each path for direct effect was the same as the regression, using the p-
value of the t-test, namely testing the variable regression coefficient partially standardized with
expertise (X) to work motivation (M) was 3.972 sig 0.000, with expertise (X) to employee
performance (Y) was 2.420 with sig 0.017, with work motivation variable (M) to employee
performance (Y) was 2.125 with sig 0.036.

Regression Analysis of Mediation Variable Using Sobell Test Method

The test of mediation variable mediating the relationship between dependent and independent
variables consisted of the following stages: Indirect effect of expertise to employee performance
through work motivation:

a=0.255
sa=0.064
b=0.219
sb =0.103

Counting the Sy,

Sab = +/b2sa’® + a%sb? + sa’sh?

Sab = \/(0,048*0,004) +(0,065*0,011) + (0,004 *0,011)
Sab =0.001

Counting the ab
ab =0.255 x 0.219

ab =0.036
Counting Z
_ab
Sab
7 = 0,036
0,001
Z=36.0

Determining Z-table with significance level of 0.05 was 1.96. Comparing Z-count (36.0) to Z-
table (1.96). The conclusion is work motivation could mediate the relationship between expertise
and employee performance.

Model Interpretation

The Effect of Expertise on Employee Performance

Based on the calculation results, the research significance level showed that the expertise
variable significantly influenced employee performance by 0.017 <0.05, so H1 was accepted. In
other words, the first hypothesis that expertise had a positive and significant effect on the employee
performance in PT Dinamika Abadi Medan could be accepted.

The Effect of Expertise on Work Motivation

Based on the calculation results, the research significance level of expertise variable to work
motivation was 0.000 <0.05, so H2 was accepted. In other words, the second hypothesis that
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expertise had a positive and significant effect on work motivation in PT Dinamika Abadi Medan
could be accepted.

The Effect of Work Motivation on Employee Performance

Based on the calculation results. the research significance level for the work motivation
variable to employee performance was 0.036 < 0.05, so H3 was accepted. In other words, the third
hypothesis that work motivation had a positive and significant effect on the employee performance
in PT Dinamika Abadi Medan could be accepted.

The Effect of Expertise on Employee Performance through Work Motivation Mediation

With the following criteria:
The calculation resulted in Zcount (36.0) > Z apie (1.96). It means that work motivation could
mediate the relationship between expertise and employee performance.

RESULTS AND DISCUSSION

The Effect of Expertise on Employee Performance

Based on the empirical test results, the research significance level for the expertise variable
had a significant effect on employee performance by 0.017 <0.05. Therefore, H1 was accepted. In
other words, expertise had a significant effect on employee performance in PT Dinamika Abadi
Medan.

The Effect of Expertise on Work Motivation

Based on the empirical test results, the research significance level for the expertise variable to
work motivation was 0.000 <0.05. Hence, H2 was accepted. In other words, expertise had a
significant effect on work motivation in PT Dinamika Abadi Medan.

The Effect of Work Motivation on Employee Performance

Based on the empirical test results, the research significance level for the work motivation
variable to employee performance was 0.036 <0.05, so HO was rejected, and H3 was accepted. In
other words, work motivation had a significant effect on employee performance in PT Dinamika
Abadi Medan.

The Effect of Expertise on Employee Performance through Work Motivation Mediation

Based on the empirical test resulted in Z count (36.0) > Z table (1.96). It means that work
motivation could mediate the correlation between expertise and employee performance.

CONCLUSION

The conclusions of this study are as follows:

Based on the empirical test results, the research significance level showed that the expertise
variable significantly influenced employee performance with a correlation value of 0.188 and a
significant value of 0.017 <0.05, so H1 was accepted. In other words, expertise had a significant
effect on employee performance in PT Dinamika Abadi Medan. This case means that the higher the
expertise provided, the higher the employee performance in PT Dinamika Abadi Medan. Based on
the empirical test results, the research significance level was obtained for expertise variable to work
motivation with a correlation value of 0.255 and a significant value of 0.000 <0.05, so H2 was
accepted. In other words, expertise had a significant effect on work motivation in PT Dinamika
Abadi Medan. This case means that the higher the expertise provided, the higher the work
motivation of employees in PT Dinamika Abadi Medan. Based on the empirical test results, the
research significance level was attained for work motivation variables to employee performance
with a correlation value of 0.219 and a significant value of 0.036 <0.05, so H3 was accepted. In
other words, work motivation had a significant effect on the employee performance in PT Dinamika
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Abadi Medan. This case means that the higher the employees’ work motivation, the higher the
employee performance in PT Dinamika Abadi Medan. The empirical test resulted in Z count
(36.0)> Z table (1.96) so that work motivation could mediate the relationship between expertise and
employee performance. Therefore, H4 was accepted. This case means that the higher the expertise
provided, the higher the employee work motivation so that employee performance increased as
well.
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BIIVIMB EKCITEPTHU3U HA EOEKTHBHICTD ITPALNIBHUKIB
3 YPAXYBAHHAM MOTHUBAIII AK ITPOMI’KHOI 3MIHHOI

Syawaluddin Erwin Joni
STIE Professional Manajemen STIE Mikroskil STMIK TIME
College Indonesia Meoan, Inoonesis Meoan, [noonesis

Meoan, [nOonesia

Jlane mOCHiKEHHS CIpsIMOBaHE HA aHali3 BIUIMBY EKCHEPTH3W Ha MPOAYKTHBHICTH
cmiBpobitHukiB B PT Dinamika Abadi Medan 3 ypaxyBanHsM MOTHBaIii B SKOCTI MPOMIKHOI
3MiHHOI. B maHoMy nocmimkeHH1 B3 ydacTh 124 criiBpoOiTHHKA KoMMaHii. [HCTpyMeHTH aHami3zy
JAHUX, 10 BUKOPUCTOBYIOThCS IPH IMEPEBIPI TiMOTE3. BAJIAHICTh, HAAIMHICTh 1 aHai3 IIIAXY.
Pesynmprati AOCHI[UKEHHS TIOKa3alM, MI0 EKCIepTH3a Maja 3HAaYHWKd BIUIMB Ha poboTy
cniBpoOiTHuKiB B PT Dinamika Abadi Medan. Ile o3nauae, mo 4uMm BUIlE piBeHb MPOBEIACHOI
eKCIepTU3U, TUM Bulle e(peKTUBHICTb poboTH chiBpoOiTHUKa B PT Dinamika Abadi Medan.
Excneprtu3za icTOTHO BIUIMHYJAa Ha TpyAOBY MoTuBaito cniBpoOiTHUKIB B 1T «/lunamika Abani
Menan». B xoai nocnigxeHHs: Oyino BUSBIEHO, IO UMM BHILE PIBEHb MIPOBEAEHOI €KCIIEPTU3H, THM
BUIlle W TpyaoBa motuBaiis criBpoOiTHUKiB B PT Dinamika Abadi Medan. TpynoBa motuBarrist
Maja 3HAaYHUM BIUIMB Ha e(eKTUBHICTb poOoTu cmiBpoOiTHUKIB B PT Dinamika Abadi Medan.
BiamogsiaHo, 4nM BHIle MOTHBALliS MpAI[iBHUKA, TUM BHIIE Horo mpoayktuBHicts B PT Dinamika
Abadi Medan. EmmipuyHuii TecT mMokas3aB, IO TpPyJOoBa MOTHBAILil MOXE OINOCEPEIKOBYBAaTU
B3a€MO3B'SI30K MK JOCBIZIOM 1 €(DEKTUBHICTIO CIIBPOOITHUKIB 1 MPUBIB 10 BUCHOBKY, 1110 YUM BUILE
piBEHb MPOBEACHOI €KCHEePTU3U, TUM BUIIE MOTHBAILllSl MpalliBHUKA, TOMY MPOJYKTUBHICTH Ipalli
CHMIBPOOITHUKA TaK0XK 301IbIITYETHCS.

Kurouosi cioBa: excrieprusa, MOTHBAIlis palli, pe3yJbTaTUBHICTh CIIBPOOITHUKIB, O13HEC
KOMIIaHii, JIF0JICEKi pecypcH.
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BJIUAHUE S5KCHEPTU3bI HA ITPOU3BOAUTE/IBHOCTb PABOTHUKOB
C YYETOM MOTHUBALIMU KAK TIPOMEKYTOUYHOM MEPEMEHHOM

Syawaluddin Erwin Joni
STIE Professional Manajemen STIE Mikroskil STMIK TIME
College Indonesia Meoan, Hnoonesus Meoan, Hnoonesus

Meoawn, Hnoonesus

JlaHHO€ MCClieIOBaHNE HAIIPABJICHO HA aHAJIN3 BIMSHUSA YKCIIEPTH3bI HA POU3BOAUTEIBHOCTD
corpyauukoB B PT Dinamika Abadi Medan ¢ y4érom MOTHBallid B KadeCTBE MPOMEKYTOUHOMN
IepeMeHHON. B 1aHHOM wMccinenoBaHuMM MpUHSUIM  ydactue 124 coTpyIHUKAa KOMIIAHMU.
WHcTpyMeHTHI aHamu3a TaHHBIX, UCIIOJIb3yEeMbIe IIPU MPOBEPKE TMIOTE3: BAIUIHOCTD, HAJICKHOCTh
W aHajuu3 MyTH. Pe3ynbTaThl MCCIIEAOBAaHUS IOKA3alM, YTO SKCIEPTH3a OKas3aja 3HAYUTEIbHOE
BIIMsHKE Ha paboTry coTpyaHukoB B PT Dinamika Abadi Medan. DT1o o3HayaeT, 4TO 4eM BEHIIIEC
YPOBEHb MTPOBOIUMOMN IKCIEPTH3BI, TEM BhIIIE 3 (HEeKTUBHOCTH paboThl coTpyanuka B PT Dinamika
Abadi Medan. DkcniepTusa CyIIeCTBEHHO MMOBIUSUIA HA TPYAOBYIO MOTHUBALIUIO COTPYAHUKOB B [1T
«/lunamuka AGanu Menan». B xoxe mccnenoBanus ObUTO BBISBICHO, YTO YE€M BBIIIE YPOBEHb
MIPOBOAMMOMN SKCHEPTU3bI, TEM BBILIE TpyaoBas MoTHBanus coTpyaHukoB B PT Dinamika Abadi
Medan. TpynoBas MoTHBamusi OKaszaja 3HAYUTEIbHOE BIHUSHHE Ha 3()()EKTUBHOCTH pPabOTHI
corpynuukoB B PT Dinamika Abadi Medan. CooTBeTcTBEHHO, YeM BBIILIE MOTHUBALIUS PAOOTHHKA,
TeM BbIIIEe ero npousBoauTeabHOCTh B PT Dinamika Abadi Medan. Dmnupuueckuii Tect mokasadn,
YTO TPYyJIOBasi MOTUBAIIMS MOXKET OMOCPENI0BATh B3aUMOCBS3b MKy OMBITOM U 3(P(HEKTUBHOCTHIO
COTPYZHUKOB M TIPUBEI K BBIBOJY, YTO Y€M BBINIE YPOBEHb MPOBOAMMOI 3KCIIEPTU3I, TEM BBIIIE
MOTHBAIIHS paOOTHUKA, TOSTOMY MPOU3BOJUTEILHOCTD TPYa COTPYAHHUKA TAKXKE YBEIMUYNBACTCS.

KiroueBble ci10Ba: SKcriepTr3a, MOTUBALMS TPy, Pe3yIbTaTUBHOCTh COTPYAHUKOB, OM3HEC
KOMITIAaHUH, YEIOBEYECKUE PECYPCHI.
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