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Abstract: This study aims to understand and analyze the significance of competencies from competencies (technical competencies,
managerial competencies and cultural social competencies) to employee performance in KSOP Bima. In its objective framework, the
research respondents are not only KSOP internal employees, but also users in providing employee competency and performance. The
total respondents were 44 KSOP Bima employees and 15 users. The validity test of the questionnaire was carried out on relatively
similar organizations, namely KSOP Badas, consisting of 30 KSOP Badas employees and 5 users. The analysis tool uses multiple linear
regression analysis. Obtained from technical, managerial and social competencies, as well as significant and simultaneous on the
performance of KSOP Bima employees. Management of these permits together or in part can improve employee performance.
Management focus can be made on managerial competencies, because it provides a dominant influence, amounting to 17.31%. The
influence of the competencies of the three competencies is quite large (46.30%) on performance. KSOP Bima management needs to
develop competencies throughout the year, both through formal and informal training by managing internal organizations. It can also
be done by gap performance analysis with competencies, so as to improve competencies according to the needs of the organization and

employees.
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1. Introduction

The direction of development in Indonesia still requires an
orientation that is in harmony with its potential, so that it can
accelerate the function of the state in realizing public welfare.
The focus of development has been oriented on land, in all
aspects, both concerning the construction of facilities and
infrastructure and the exploration of their potential.
Empirical facts Indonesia is an archipelagic country with a
greater quantity and potential of marine resources than the
land sector. Indonesia consists of 17,508 islands, a coastline
of 81,290 km with an area of 5.8 million km2. Development
on land must be oriented to support the existence of
Indonesia as an archipelagic country, not merely by land
orientation. Attention needs to be paid to port development,
excavation of economic resources in the sea, including the
development of a marine tourism economy based on
creativity and raising awareness of the apparatus and the
community in using it.

The government in utilizing marine potential is not only from
the physical aspect, the availability of natural resources, but
also non-physical. The existence of Indonesia which is
flanked by two continents (the Continent of Asia and the
Continent of Australia) and also two oceans (Indian Ocean
and Pacific Ocean) must be utilized and create profits, so it is
not just a slogan. Sustainable development of each regime
also needs to be a concern, not development that is
independent in nature, so that there is strengthening in
development based on the potential of the nation. This is

confirmed, because the development platform oriented to say
maritime has been carried out, at least in legislation since
1996 with the issuance of Law No. 6 of 1996 and its
operationalization through Government Regulation No. 37 of
2002. In the legislation, Indonesia was divided into three
Indonesian  Archipelago Sea Grooves (ALKI). The
Indonesian Archipelago Sea Channel (ALKI) is a "sea
channel that is passed by a foreign ship or aircraft above the
sea channel, to carry out shipping and flights in the normal
way solely for continuous transit, directly and as quickly as
possible and not blocked through or above the archipelagic
waters and adjacent territorial seas between one part of the
high seas or the Indonesian Exclusive Economic Zone and
other parts of the high seas or Indonesian Exclusive
Economic Zones.

NTB Province is in ALKI Il (paragraph 3 article 11 of PP
No. 37 of 2002 concerning the Rights and Obligations of
Foreign Aircraft Vessels in Implementing the Rights of the
Archipelago Sea Groove Through the Islands Sea Lines
Defined by the President of the Republic of Indonesia).
ALKI 11 is used for shipping from the Sulawesi Sea across
the Makassar Strait, Flores Sea and Alas Strait to the Indian
Ocean and vice versa. The existence of the NTB Province
through the ALKI Il Indonesia route will create a lot of
transfortasi sea with various destinations and needs to cross
or come to NTB Province, because with the ALKI I1 this will
provide access to facilities and smoothness and security of
shipping on the route. In the context of regional autonomy,
the NTB Province government must be optimal in directing
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development that is oriented to the utilization of the intended
marine potential. In the tourism sector, NTB Province is
located in three international tourist destinations, namely
Bali, Komodo Island and Toraja (BAPPEDA NTB, 2014).
NTB Province has the same superiority in the marine sector
nationally, so its role is to strengthen national economic
policies for accelerating development in the NTB region.

Conscious of these marine potentials, the existence of public
organizations that manage marine affairs is very important to
pay attention to their performance. One of them is the
performance of KSOP (Office of the Port Authority and Port
Authority) of Bima, through the improvement of individual
employee performance. The existence of Bima KSOP is very
important to support the economic development of Bima
Regency and NTB Province on a regional scale and
contribute to the national economy. This position can be seen
from the existence of the NTB Province as the National Gate
in the Corridor V (Master Plan for the Acceleration and
Expansion of Indonesian Economic  Development)
(BAPPEDA NTB, 2014).

Performance is the achievement of results, the final goal is
directed by activities (means) that are useful "(Sofo, 2003:
278). Optimal performance shows the results of human
expertise, knowledge and competence (Rothwell and
Kazanas, 1992 in Sofo, 2003: 278). In line with Robbins's
statement (2003: 232) that performance is a function of
ability, motivation and opportunity [P = f (A, M, O)].
Competency is relevant to ability, that the development of
performance is a manifestation of employee competency
development (Sofo, 2003: 285). Competence is "tools and
resources belonging to workers that can be used to create
value" (Hartanto, 2009: 427). In the context of legislation
(article 69 of Law No. 5 of 2014) that competencies must be
possessed by state apparatus in the form of technical
competencies, managerial competencies and cultural social
competencies.

Sarwoko, et al (2013) also found that competence had a
significant and positive effect on organizational performance.
Gabriela (2014) also found that competence has a significant
effect on organizational performance. The results of the study
regarding the influence of competency on performance are
still gaps. Osei and Ackah (2015) found that social
competence and training results did not significantly
influence organizational performance. This research gap is
the basis for conducting further research on the effect of
competency on performance. This research is also needed,
because there is still an empirical gap that the KSOP Bima
still has not been able to realize high performance. It is
proven by the fact that there are still many people who
choose land routes in transportation to support the economic
sector of the community and have not been optimal in
exploring other sectors, such as creative maritime tourism.

The formulation of the problem in this study is "is there a
significant effect of competencies (technical competence,
managerial competence and cultural social competence) on
employee performance on KSOP Bima"?

2. Literature Review
2.1. Competencies

Klemp in Hartanto (2009: 429) defines competence as "a
person's characteristics that produce effective or superior
performance at the time of carrying out a job". Competence
is not limited to being able to complete work in accordance
with the field of work, but is able to exceed the task burden,
thus getting superior criteria in completing work.
Competence as an inherent in individuals as a resource.
Existing components include 1) knowledge, skills and
abilities; 2) personal characteristics, 3) roles (role identity,
role perception and role expectations); 4) norms; 5)
suitability (Robbins, 2003: 303).

Competence in this study refers to the dimensions stipulated
in article 69 of Law No. 5 of 2014, consisting of 1) technical
competence; measured by the level and specialization of
education, functional technical training, and experience
working technically; 2) managerial competence; measured
from the level of education, structural or management
training, and leadership experience; and 3) cultural social
competencies; measured from work experience related to
plural societies in terms of religion, ethnicity, and culture so
that they have national insight. The items or indicators of the
three dimensions of competency will be adjusted, because
competencies related to proof of work are not merely formal
and conceptual from knowledge alone. This has become a
problem of measuring competency in public organizations so
far, because it is only formal and structural. Absolute
competency is related to the ability to create value, by doing
the best work and tasks (Hartanto, 2009: 455). Based on this,
the measurement of competency should be based on the
outcome of the work, including the party giving the
assessment is the party who feels the results of his work. In
this study the management of the company became KSOP
Bima's partner.

Sedarmayanti  (2014: 133) states the importance of
competence for employees and at the same time as an
important aspect that is explored in developing competence
is 1) flexibility; employees can get to know, predict change,
both appear as opportunities or threats (challenges); 2)
opportunities to expand information, motivation and work
ability; opportunity to learn skills in supporting the
implementation of his current work or preparation for
carrying out his next assignment; 3) the desire to improve
results; individual competencies will direct them to achieve
results that are always increasing; 4) able to work in stressful
situations; 5) cooperation capabilities and 6) able to work
oriented on the parties served; strive to provide the best
service and solve customer problems (community / partners
who need service).

In this study, employee competencies are directed at
improving individual performance, which has implications
for organizational performance. performance, namely "the
work that can be achieved by a person or group of people in
an organization, in accordance with their respective authority
and responsibility, in order to achieve the objectives of the
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organization in question legally, not violating the law and in
accordance with morals and ethics" (Sedarmayanti, 2007 :
260). Hewitt Assosiates in Sofo (2003: 271) gives a
statement of performance, namely "the function of work is
producing results. If people know what needs to be done, get
feedback related to success or failure and get an award for
doing something that should have been done, the
organization will tend to get more output and expected
results ".

The dimensions of PNS performance can be seen from the
definitions given in PP No. 46 of 2011 concerning the
Assessment of Civil Servants' Work Performance, namely
"the work achieved by each civil servant in an organizational
unit in accordance with the employee's work goals and work
behavior (paragraph 3 article 1 PP No. 46 of 2011).
Employee work targets (SKP) have items / measurements in
the form of 1) quantity; 2) quality; 3) time and 4) costs
(article 7 PP No. 46 of 2011). The indicators of PNS work
behavior in the form of 1) service orientation; 2) integrity; 3)
commitment; 4) discipline; 5) cooperation and 6) leadership
(article 12 PP No. 46 of 2011).

2.2. Framework

The existence of Bima KSOP is very important in supporting
the district's regional economy, especially in sectors that have
a comparative advantage (the agricultural sector with shallot
products and the livestock sector with cattle products and the
possibility of developing the tourism sector). The existence
of Bima KSOP is not limited to the economy of Bima
Regency, but also in the regional economic scale (NTB
Province) and the scale of the national economy. This
comparative advantage requires efficient and effective
distribution, so sea transportation is needed to reach several
islands in Indonesia. The existence of Bima KSOP is not
limited to products that come out, but also products that enter
Bima Regency, so that the trade and tourism sector can
develop. More details can be seen in the following
framework.

Employee Competencies

Technical
a) ™

Employee
Performance
(Y)

Managerial
Xz2)

\/

Socio-Cultural

(Xs)

Figure 1: Research Framework

The competency of Bima KSOP employees is needed to
improve employee performance, both now and for
adjustments to the port expansion plan. Other external sectors
will also experience changes, so that the ability to adapt from
employees is needed. In order to be more oriented towards
managing the competency dimension on the basis of the ASN

Law, it is necessary to conduct an in-depth study of the
dimensions of competence towards the performance of KSOP
Bima employees.

The significance of the influence of the dimensions of
competence on the performance of KSOP Bima employees is
carried out partially and simultaneously (simultaneously).
This study also seeks to find the dimensions of competence
that have a dominant influence on the performance of KSOP
Bima employees.

3. Research Method

The type of research used is associative research. The results
of this study were directed to produce associative equations
from the dimensions of competency (technical competence,
managerial competence and cultural social competence to the
performance of Bima KSOP employees. Observation data to
form the model in the form of all the number of Bima KSOP
employees as many as 44 people and added with KSOP Bima
users as much as 15 people, so that the total observation data
(research subjects) were 59. Data collection tools used
questionnaires containing indicators / items from each
variable.The test of validity was carried out on a level
organization, namely KSOP Badas.

The variables of this study are performance as dependent
variables and dimensions of competence (technical
competence, managerial competence and cultural social
competence) as independent variables. Measuring the
performance of KSOP Bima employees using the guidelines
stipulated in PP No. 46 of 2011 in the form of work
completion quantity (Y1.1), work quality (Y1.2), work
completion time (Y1.3), cost savings (Y1.4), service oriented
(Y1.5), integrity (Y1 .6), commitment to work (Y1.7),
discipline (Y1.8), cooperation (Y1.9) and leadership (Y1.10).
Technical competence is measured by knowing and
recognizing and completing work including changing
conditions (X1.1), the ability to use available resources,
including combining (X1.2), increasing potential in line with
experience (X1.3), ability work under stressful conditions
(X1.4) and work ability with new concepts (X1.5).
Managerial competence is measured by the concern to do
something good for the organization (X2.1), using various
ways that are effective in influencing others (X2.2), the
ability to provide feedback to coworkers (X2.3), the ability to
express positive trust to others (X2.4) and use their duties in
fostering relationships and cooperation with other parties
(X2.5). Cultural social competence is measured by its ability
to provide oral presentations effectively to others (X3.1), its
ability to organize events in a causal sequence (X3.2), the
ability and courage to attach bodies to joint interests and
organizations (X3 .3); the ability to use new concepts in
changing conditions (X3.4) and the ability to maintain
objectivity in various situations (X3.5).

Research procedures by first testing the validity and
reliability. Furthermore, only using valid indicators as the
basis for measuring variables. The analysis tool uses multiple
linear regression analysis, by first performing a classic
assumption test (normality test, multicollinearity test and
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heteroscedasticity test). Then test the significance and
utilization of parameters produced by the printout regression
through the SPSS program.

4. Research Findings and Discussion
4.1. Research Findings

It was found that KSOP Bima employees from the age aspect
were classified as productive, with an average age of 41.18
years. Percentage of retirement age (age interval 50-59 years)
31.82%, expected in the remaining working period to be used
to provide learning on the basis of experience and knowledge
possessed by young employees, as much as 22.73%
(intervbal age 20-19 years ) The employee is predominantly
male, 81.82%. The level of education is still dominated by
high school education as much as 50.00% and undergraduate
degree as much as 40.91%. Managerial proportions with
operations are expected to be balanced, then it is very
important to provide increased knowledge and skills through
formal training from the organization.

The number of employees of KSOP Bima is above 44
people. The users are 15 people, on average 41.60 years with
the specification of equivalent high school education, more
STM. The number of employees of KSOP Bima and users of
15 people is the subject (observation data / n = 59).

The validity of the items from the variables in this study was
tested in KSOP Badas, consisting of 30 employees and 5
users. The results of the validity test with the SPSS program
through the bivariate correlation tool found that all items
from each variable had a calculated r value greater than r
table (0.334) or alpha the resulting significance was smaller
than alpha testing (0.05). The items arranged for each
variable also meet the consistency requirements, the test
results are as follows.

Table 1. Reliability Test Criteria Indicators of Competence
and Employee Performance in KSOP Badas

No. Variable Reliability | Standard | Criteria
Coefficient

1. | Technical 0,686 0,60 Reliable

2. | Managerial 0,603 0,60 Reliable

3. | Socio-cultural 0,732 0,60 Reliable

4. | Performance 0,769 0,60 Reliable

The items of each variable can be used as explanations of the
related variables. The condition of each variable was
informed of the results of data collection from KSOP Bima
employees as follows.

Table 2. Criteria for Technical Competence, Managerial
Competence, Cultural Social Competency and
KSOP Bima Performance in 2019

No. Variable Mean Criteria

1. | Technical 3,41 High

2. | Managerial 3,44 High

3. | Socio-cultural 3,24 High Enough
4. | Performance 3,43 High

Technical competencies (X1) of Bima KSOP employees
were found at high criteria, but still at the lower edge of the
interval class (high criteria in the interval 3.40- <4.20). There
is potential that has emerged from the technical competence
of employees, although there are still as many as 9.83% in
the low criteria and 45.08% in the criteria are quite high.
Managerial competency (X2) is also at high criteria, but still
in the form of potential that has just emerged in the
employee. Socio-cultural performance (X3) was found to be
still in the quite high criteria. The results of individual
assessments found that 17.29% of the employees were still in
the low criteria.

Employee performance is assessed with ten items as a
translation of the dimensions of employee work goals (SKP)
and work behavior of employees found in high criteria. The
average score of 3.43 shows that the criteria are still at the
lower edge of the class interval 3.40- <4.20. This gives an
indication that the performance of Bima KSOP employees
still needs attention. In this study the focus is on competency
management, by paying attention to the dimensions of
competence that have a significant and dominant influence.

The data above is used as input in the regression analysis.
The first step is to test the classic assumption. Normality test
as an important condition for the operation of parameteric
statistics The normality test using the Kolmogorov-Smirnov
test (KS test), shows that alpha values of significance of each
variable are greater than 0.05 (X1 =0.331; X2 =0.344; X3 =
0.222 and Y = 0.894). The testing criteria accepted are HO,
indicating that the residuals of each variable form a normal
distribution. This test shows that it is quite appropriate to use
regression analysis as one of the analytical tools in
parameteric statistics.

Multicollinearity test with VIF test shows that VIF value is
less than 10 (VIF value for X1 = 1,269; X2 = 1,072 and X3 =
1,324) shows that between independent variables
(competency dimensions) there is no strong relationship, so
management of competency dimensions can be done partially
to improve the performance of KSOP Bima employees. This
finding proves that the resulting model and its parameters
have a low variation, so that it can be used as the basis for
making appropriate decisions, including for estimation
purposes. Model efficiency requirements are met through
multicollinearity tests. This requirement is reinforced by the
fulfillment of the model consistency criteria, because the
resulting model meets the requirements of heteroscedastity.
Testing through scatter diagram of Y predictive values ()
with residual values (e) forming irregular patterns. The
fulfillment of the conditions set out in the classical
assumption test, the resulting model can be expressed as the
best linear unbias estimation model.

The model produced is:
Y =5.296 + 0.568X1 + 0.680X2 + 0.469X3
Information:
Y = Employee performance
X1 = Technical competency
X2 = Managerial competency
X3 = Cultural social competency
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Based on the F test for the simultaneous test it was found that
the F value was 15.785, while the F table was 2.76, meaning
that the Fh> F5% (3) (59), so the testing criteria received
were Ha. This means that there are simultaneous significant
effects of the dimensions of competency (technical
competence, managerial competence and cultural social
competence) on the performance of employees of KSOP
Bima.

Partial significance test with t test found that the value of t
count (th (X1) = 2,921; th (X2) = 3,389 and th (X3) = 2,377)
of each variable is greater than t table (1, 96). The testing
criteria received are Ha, meaning that the dimensions of
competency (technical competence, managerial competence
and cultural social competence) have a partially significant
effect on the performance of KSOP Bima employees. The
hypothesis in this study was that all of them proved correct or
accepted.

The coefficient of partial determination (r2XiY) gives the
level of influence of each variable partially on the
performance of KSOP Bima employees. The value of r2X1Y
= 13.41%, r2X2Y = 17.30%; and r2X3Y = 9.30%, indicating
that the dimensions of employee competency that provide the
dominant influence in the form of managerial competence.
The level of influence of the three competency dimensions is
46.30% (simultaneous determination coefficient / R2).

4.2. Discussion

Management of the competency dimensions of employees of
KSOP Bima can be a concern, because it is able to provide
variations in performance changes of 46.30% (R2 value;
coefficient of simultaneous determination). This shows that
the level of influence given is quite high. The orientation in
improving the competency dimension starts from managerial
competence, technical competence and cultural social
competence, in accordance with the level of influence given
partially to the performance of KSOP Bima employees.

The findings of the level of influence of the competency
(technical, managerial and social cultural) dimensions of
Bima KSOP employees on their performance of 46.30%
indicate that there are influences from other factors of
53.70%. Referring to the number of factors that influence
performance, for example from the Robbins model (2003), it
means there are motivations and opportunities. Based on the
Gibson et al model. (1997) that competence is a small part of
the individual dimension, including the dimensions of the
work and non-work environment.

The existence of random variables (other variables) that
affect the performance of employees with a considerable
amount, the ability of the competency dimensions (technical,
managerial and social culture) in influencing the performance
of Bima KSOP employees by 46.30% is very important to be
considered by management. Employee development is
carried out continuously every year according to performance
planning, determining the performance gap is done
simultaneously with the performance evaluation, so that
employee competency development programs can be carried
out.

The implementation of the results of this study is that the
management of Bima KSOP must implement an employee
competency development policy. The development of these
competencies is carried out continuously, not an insedental
one. This is important to do, not limited to improving the
technical, managerial and socio-cultural capabilities of
employees, but it has implications for the performance of
employees who will contribute to organizational
performance. The further implication is that organizations
can develop in utilizing every opportunity.

KSOP Bima in the practice of carrying out duties is not only
for the security and smooth transportation of agricultural,
plantation and livestock commodities from Bima Regency.
KSOP Bima must position itself as part of the formation of
the economy on a broader scale, both in the context of the
region or field. KSOP Bima must emerge as a party capable
of taking part in introducing tourism potential in NTB
Province, especially marine tourism potential. In this context,
employee competencies must be developed in line with the
fields to be strengthened. There is a lot of potential for the
marine sector that can be introduced by Bima KSOP which
contributes to increasing income directly, creating jobs, so
that regional economic growth increases. The development of
technical, managerial and socio-cultural competencies of
Bima KSOP employees will be able to benefit from the
existence of NTB province as part of ALKI I, its existence
in three world tourism routes (Bali, Komodo and Toraja), so
that every tourist who needs to be introduced should not less
attractive than other tourist destinations. There are also
marine tourism destinations, cultural values and others that
are well known and will be introduced at the world level,
such as moyo tourism in Sumbawa, Lake and others.

Employee competencies (technical, managerial and social
cultural) are not only used to obtain economic opportunities
in the real sector and tourism, but also absolutely necessary
to minimize the wvarious negative impacts that exist.
Managerial competencies related to the ability to use all
potential employees, work together to support each other in
identifying possible negative behaviors of users (smuggling,
human tracking and others). Technical capability is
continuously improved in a variety of technical expertise, so
that it quickly identifies possible negative aspects of the
security and smoothness of shipping, the other side is the
security of the general public for the activities of the users.
The ability to work in a pluralistic cultural environment must
always be embedded in a national attitude, objective in
meaning in favor of the state's goals in carrying out their
duties, so that individuals, who find it difficult to manipulate
their decision to check, allow shipping and other port
activities.

Employee KSOP Bima's competency development is very
possible, because the process is carried out in stages and
there is strong potential from the employees. Preliminary
findings have shown that technical competence, managerial
competence and cultural social competencies of Bima KSOP
employees are high, although they are still in the early stages
of these criteria. The right and continuous competency
development policy is not only limited to improving
performance, but also increasing organizational contributions
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(KSOP Bima) in its presence in ALKI Il or its role in
economic development in accordance with the existence of
NTB Province in the National Gate in MP3EI (Master Plan
for Acceleration and Expansion of Indonesian Economic
Development) Corridor V.

5. Conclusions and Suggestions
5.1. Conclusions

The conclusions in this study are, it is proven that technical
competence, managerial competence and cultural social
competence have a significant and positive effect on the
performance of KSOP Bima employees. The significance of
the effect is proven through the t test, where the criteria
received are Ha. Positive influences are seen from the
regression coefficients generated in the equation or the
performance model is positive. Management of the
competency dimensions that will improve / improve them
will have an impact on improving the performance of KSOP
Bima employees.

The competency of employees of Bima KSOP gives a high
level of performance, at 46.30% (R2). Per dimension of
employee competency which gives the highest influence in
the form of managerial competence of 17.31% (r2X2Y
value), technical competence of 13.40% (r2X1Y value) and
cultural social competence of 9.30% (r2X3Y-).

5.2. Suggestions

In accordance with these conclusions, the suggestions in this
study are the performance of Bima KSOP employees can be
improved through continuous development of employee
competencies, both formally and informally within the
organization. Formally done through formal training by
analyzing the needs of the organization and individual
employees. Creating environmental conditions that support
managerial and social cultural competencies, so that all
potential human resources in the organization can be
maximized in realizing organizational goals, including
maximizing relationships with external parties. The
management conducts a performance gap analysis associated
with competency gaps, so that targeted competency
development can be applied in supporting the performance of
KSOP Bima. For the next researcher can focus on examining
the dimensions or antecedents of competence. In this study, it
has been proven that competence has a significant effect on
performance, so research that is focused on developing
employee competencies is needed.
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