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Abstract—In this study will be discussed how the influence of human resource audit and human resource competency on
employee performance through their work motivation. Human resource competency is one of the abilities that must be possessed by
Public Fuel Filling Station (SPBU) operator staff such as general knowledge and current news or issues, skills, and behavioral
attitudes or attitudes. This is important and is the main basic standard in the recruitment of staff employees at the beginning. This
research method uses descriptive quantitative with smartPLS. The sample used was 302 people. Based on the results of the study
shows that Human Resource Audit has a negative and insignificant effect on Employee Performance, Human Resource
Competence has a positive and significant effect on Employee Performance, Human Resource Audit has a positive and significant
effect on work motivation, Human Resource Competence has a positive and significant effect on work motivation, Human
Resource Audit has a positive and significant effect on Employee Performance through work motivation, Human Resource
Competence has a positive and significant effect on Employee Performance through work motivation and Work motivation has a
positive and significant effect on Employee Performance.
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INTRODUCTION

The provision of fuel oil (BBM) to meet the basic needs of the community is closely related to the quality of service
provided to consumers and the operational efficiency of Public Fuel Filling Stations (SPBU). To produce maximum service to
consumers, it is necessary to improve the quality of human resources owned by the company. The human resource audit
conducted at Public Fuel Filling Stations (SPBU) involved an external party, namely an audit company named PT. TUV
Rheiland. The audit process is related to the service provided by staff to consumers of Public Fuel Filling Stations (SPBU).

Human resource competency is one of the abilities that must be possessed by Public Fuel Filling Station (SPBU)
operator staff such as general knowledge and current news or issues, skills, and behavioral attitudes or attitudes. This is important
and is the main basic standard in recruiting staff employees at the beginning. According to Diana et al (2024) Quality HR
Management is a resource that has good competence, both from physical and intellectual aspects. Those who are competent can
certainly manage their business well. Thus, the business being run will grow further. Human resource competency at Public Fuel
Filling Station (SPBU) operators in Jember Regency is implemented with an initial stage of on-the-job training which contains
basic training according to the job description of the Public Fuel Filling Station (SPBU) operator in Jember Regency, which will
also be carried out competency tests once a year so that the SPBU operators in Jember Regency can get motivation in the hope of
producing good performance.

Through human resource audits, companies can analyze areas for improvement to enhance employee effectiveness across all
levels of the company. Based on the aforementioned background, this study aims to further examine the influence of human
resource audits and human resource competencies on employee performance through work motivation among gas station
operators in Jember Regency.

LITERATURE REVIEW

Human Resources Audit
According to Bringiwatty et al (2025) Human Resource Audit is also a systematic formal process, designed to review

strategies, policies, procedures, documentation, structures, systems, and practices related to the organization's human resource

management. According to Bringiwatty et al (2025) Human Resource audit indicators consist of 7 indicators, namely:

a. Recruitment and Selection: Evaluating recruitment policies and procedures to ensure that the company obtains, workforce
that matches the qualifications and needs of the organization.

b. Training and Development: Assess the effectiveness of employee training and development programs in improving their
skills and productivity.

c. Performance Appraisal: Checking whether the performance appraisal system is running objectively and fairly, and ensuring
that there is follow-up to improve employee performance.

d. Compensation and Benefits: Review salary, incentive, and benefit policies to see if they are competitive, fair, and motivating
to employees.

e. Compliance with Employment Laws: Evaluate the company's compliance with applicable labor regulations, such as the
Employment Act, social security, and employee rights.

f. Employee Relations: Assesses the relationship between management and employees, including conflict resolution
mechanisms and organizational communication methods.
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g. Career Development and Transfer: Evaluate the career development and job rotation system, whether it supports employee
professional growth and organizational goals.

Human Resources Competence

Nawawi (2020) divides the definition of human resources into two: macro and micro. The macro definition of human
resources refers to all individuals, residents or citizens of a country or within a specific territorial boundary, who have entered the
workforce, whether or not they have found employment. Patehurohmah et al. (2024) state that competency standards encompass
three aspects, which then become competency indicators:
a. Knowledge is the information that an employee has to carry out his duties and responsibilities according to his (certain) field.
b. Skills are an effort to carry out the tasks and responsibilities given by the company to an employee well and optimally.
c. Attitude is the behavior pattern or individual behavior of an employee in carrying out his duties and responsibilities in

accordance with company regulations.

Work motivation
According to Ai Nurhayati (2024), work motivation is the drive that drives someone to perform their work with

enthusiasm, diligence, and maximum effort. According to Ai Nurhayati (2024), work motivation indicators are divided into 10

indicators, as follows:

a.  Goals Every individual has goals they want to achieve in their work, whether short-term or long-term goals.

b. Rewards, both material and non-material, are an important element in work motivation. These rewards act as motivators to
achieve desired results.

c. Job Satisfaction Job satisfaction includes feelings of satisfaction with the tasks performed, relationships with coworkers, and
the overall work environment.

d. Personal Needs Personal needs, such as financial needs, social needs, and the need to be appreciated, often become a
person's driving force in working.

e. Self-development The opportunity to learn, develop, and improve skills at work greatly influences work motivation.

f.  Social Influence The social environment in the workplace, such as relationships with coworkers, superiors, and teams, can
be a motivating factor.

g. Challenges (Challenges) Challenging but realistic work can motivate someone to give their best.

h.  Self-confidence Self-confidence in one's ability to complete tasks or achieve goals is also an important element in work
motivation.

i.  Fairness and Honesty The feeling of being treated fairly in the workplace, whether in terms of assignments, rewards, or other
decisions.

j. Supportive Work Environment A conducive, safe, and enjoyable work environment.

Employee performance
According to Nurfitriani (2022), employee performance is the result of a complex process, originating from the

employee's personal factors (internal factors), the company's environmental conditions (external factors), and the company's

strategic efforts.According to Thamrin (2022), there are six criteria for assessing employee performance:

1) Quality, namely the level at which the process or adjustment to the ideal way of carrying out activities or fulfilling activities
according to expectations.

2)  Quantity, namely the amount generated is realized through currency value, number of units, or number of completed activity
cycles.

3) Timeliness, namely the level at which activities have been completed in a time faster than specified and maximizing the time
available for other activities.

4)  Cost effectiveness, namely the level at which the use of company resources in the form of human, financial and technological
resources is maximized to obtain the highest results or reduce losses from each unit.

5)  Need for supervision, namely the degree to which a worker can carry out a job function without requiring the supervision of
a supervisor to prevent undesirable actions.

6) Interpersonal impact, namely the extent to which employees maintain self-esteem, good name, and cooperation among
colleagues and subordinates without distinguishing between social statuses.

Research Conceptual Framework
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HYPOTHESIS

The Influence of Human Resource Audits on Employee Performance at Gas Station Operators in Jember Regency
According to Bringiwatty et al. (2025), a Human Resource Audit is also a systematic, formal process designed to review

strategies, policies, procedures, documentation, structures, systems, and practices related to an organization's human resource

management. Research by Prianka et al. (2024) shows that human resource audits significantly impact employee performance.

These results suggest that the greater the frequency of human resource audits in a job, the higher the employee's performance.

H1: Human resource audit has a positive and significant effect on employee performance.

The Influence of Human Resource Competence on Employee Performance at Gas Station Operators in Jember Regency
According to | Made et al. (2025), human resource competence is the primary foundation for organizational success.

With competent human resources, organizations will be able to improve performance, face evolving challenges, and innovate.

Research by Fitria (2024) shows that human resource competence significantly influences employee performance. These results

indicate that greater human resource competence in their work will improve employee performance.

H2: Human resource competency has a positive and significant effect on employee performance.

The Influence of Human Resource Audits on Work Motivation of Gas Station Operators in Jember Regency

According to Bringiwatty et al (2025) Human Resource Audit is also a systematic formal process, designed to review
strategies, policies, procedures, documentation, structures, systems, and practices related to human resource management
organizations. Motivation is one of the things that influences human behavior, motivation is also called a driver, desire, supporter
or needs that can make someone enthusiastic and motivated to reduce and fulfill self-drive. The results of Jesica's research (2024)
show that human resource audits have a significant effect on work motivation. These results indicate that the greater the
operational audit in the work, the greater the work motivation itself.
H3: Human resource audit has a positive and significant effect on work motivation.

The Influence of Human Resource Competence on Work Motivation of Gas Station Operators in Jember Regency
According to | Made et al. (2025), human resource competence is the primary foundation for organizational success.

With competent human resources, organizations will be able to improve performance, face evolving challenges, and innovate.

Research by Prambadi (2023) shows that human resource competence significantly influences work motivation. These results

indicate that greater human resource competence in their work will increase work motivation.

H4: Human resource competency has a positive and significant effect on work motivation.

The Influence of Human Resource Audit on Employee Performance at Gas Station Operators in Jember Regency
Through Work Motivation

Prianka’s (2025) research concluded that the mediating role of work motivation variables is able to drive the strength of
employee performance variables. This shows the large influence of human resource audits on work motivation, so there is an
indirect influence between human resource audit variables on employee performance through work motivation which is in the
strong category or in other words, work motivation is able to mediate human resource audits on employee performance.
H5: Work motivation positively and significantly strengthens the relationship between human resource audits and employee
performance.

The Influence of Human Resource Competence on Employee Performance at Gas Station Operators in Jember Regency
Through Work Motivation

Prambadi's (2023) research concluded that the mediating role of work motivation variables can boost the strength of
employee performance variables. This demonstrates the significant influence of human resource competency on work motivation,
indicating an indirect effect between human resource competency variables and employee performance through work motivation,
which is in the strong category. In other words, work motivation can mediate human resource competency on employee
performance.
H6: Work motivation positively and significantly strengthens the relationship between human resource competency and employee
performance.

The Influence of Work Motivation on Employee Performance at Gas Station Operators in Jember Regency

Achmad's (2023) research states that work motivation can influence employee performance. Work motivation
significantly influences employee performance. The results show a positive and significant relationship, meaning that any
increase or improvement in work motivation will improve employee performance. Work motivation is a beneficial form of work
motivation behavior towards employees, especially in the form of mutual motivation. Performance is a process, outcome, or
behavior that leads to the achievement of organizational goals.
H7: Work motivation has a positive and significant effect on employee performance.

RESEARCH METHODS

Research plan

This research is designed to provide an explanation of the cause and effect relationship between variables through hypothesis
testing, thus the research approach is a descriptive method in the form of an explanation using a quantitative approach. This type of
research is exploratory research, which is a type of research that seeks to find new ideas or relationships. Meanwhile, descriptive
research is research that aims to describe the nature or characteristics of a particular phenomenon.
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Population and sample

The population in this study was 302 gas station operator employees in Jember Regency. The sampling method used was a
saturated sampling method or non-probability sampling, where the entire population was sampled.

Data source

The data sources in this study use primary data and secondary data. According to Silalahi (2012: 289), data sources are
divided into two sources, namely primary data.Data taken directly from respondents, including teacher and employee identity
data and questionnaires. Secondary data is data obtained from other sources related to this research. Secondary data sources can
include articles, the internet, journals, and so on.

DATA ANALYSIS METHOD
Outer Model Analysis

1.

Convergent Validity

Convergent validityis an indicator assessed based on the correlation between item scores/component scores and construct
scores, which can be seen from the standardized loading factor, which describes the magnitude of the correlation between
each measurement item (indicator) and its construct. An individual's reflexive measure is considered high if it correlates >0.7
with the construct being measured, while an outer loading value between 0.5 and 0.6 is considered sufficient.
Discriminant Validity

Discriminant validityis a measurement model with reflexive indicators assessed based on the cross-loading of the
measurement with the construct. If the correlation of a construct with a measurement item is greater than the other construct
measures, it indicates that their block measures are better than the other blocks. Another method for assessing discriminant
validity is by comparing the square root of average variance extracted (AVE) values.
Composite reliabilityis an indicator for measuring a construct, which can be seen in the latent variable coefficients view. Two
measuring tools are used to evaluate composite reliability: internal consistency and Cronbach's alpha. In this measurement, if
the value achieved is >0.70, the construct can be said to have high reliability.
Cronbach's Alpha

Cronbach's alphaThis is a reliability test conducted to strengthen the results of composite reliability. A variable can be
declared reliable if it has a Cronbach's alpha value > 0.7.
Multicollinearity Test

Multicollinearity tests are conducted to determine the relationship between indicators. To determine whether formative
indicators experience multicollinearity, the variance inflation factor (VIF) value is measured. A VIF value between 5 and 10
indicates multicollinearity.

RESEARCH RESULTS AND DISCUSSION

1.

Convergent Validity

Variables Indicator Outer Loading
X1.1 0.853
X1.2 0.879
X1.3 0.831
X1.4 0.819
X1.5 0.869
X1.6 0.882
Human Resources Audit (X1) X1.7 0.811
X2.1 0.911
X2.2 0.927
X2.3 0.932
Human Resources Competence (X2) X2.4 0.902
X2.5 0.893
Z1 0.889
Z2 0.761
Z3 0.885
Z4 0.808
Work Motivation (Z) Z5 0.877
Z6 0.867
z7 0.856
Z8 0.847
Z9 0.850
Z10 0.864
Y1 0.876
Y2 0.812
Y3 0.911
Employee Performance (Y) Y4 0.873
Y5 0.743
Y6 0.898
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Convergent validity This means that a set of indicators represents a single latent variable and underlies that latent variable. To
test convergent validity, the outer loading or loading factor value is used. An indicator is considered to meet convergent validity
in the good category if the outer loading value is > 0.7.

2. Discriminant Validity
Table 1. Discriminant validity
Cross Loading

Variables Value Rtable Information
Human Resources Audit (X1) 0.679 0.1284 Valid
Human Resources Competence (X2) 0.536 0. 1284 Valid
Work Motivation (2) 0.534 0. 1284 Valid
Employee Performance (Y) 0.639 0. 1284 Valid

Based on the data presented in Table 1 above, it can be seen that each indicator in the research variable has a cross-loading
value > R table. Based on these results, it can be stated that the variables used in this study have good discriminant validity in
compiling their respective variables.

3. Composite Reliability
Table 2 Composite Reliability

Variables CR Results

Human Resources Audit (X1) 0.948 Reliable
Human Resources Competence (X2) 0.962 Reliable
Work Moativation (Z) 0.942 Reliable
Employee Performance () 0.963 Reliable

Based on the data displayed in Table 2 above, it can be seen that the composite reliability value for all research variables is >
0.7. This result indicates that each variable has met the composite reliability requirement, thus concluding that all variables have a
high level of reliability.

4. Cronbach Alpha
Table 3. Cronbach Alpha

Variables CA Results

Human Resources Audit (X1) 0.935 Reliable
Human Resources Competence (X2) 0.950 Reliable
Work Motivation (Z) 0.925 Reliable
Employee Performance (Y) 0.958 Reliable

Based on the data displayed above in Table 3, it can be seen that the Cronbach's alpha value for each research variable is >0.6-
0.7, indicating reliability. Therefore, these results indicate that each study has met the Cronbach's alpha requirements, thus
concluding that each variable has a high level of reliability.

5. Multicollinearity
Table 5. Multicollinearity

Variables VIF

Human Resources Audit (X1) 1,742
Human Resources Competence (X2) 2,080
Work Motivation (Z) 2,825

Based on the results of the multicollinearity test, it shows that the VIF (Variance Inflation Factors) value is below 5, so it
can be said that multicollinearity does not occur in each of the research variables.

HYPOTHESIS TESTING

Hypothesis testing in this study was conducted by examining the T-statistics and P-values. The research hypothesis can
be declared accepted if the P-value is <0.05. The following are the results of the hypothesis test obtained in this study using the
inner model:
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The results of testing the direct influence of the relationship between variables using SmartPLS 3.1 can be seen in the
following table:
Table 6 Influence Between Variables

Variables Path Coefficients P-Value Results
X1-Y -0.103 0.800 Not Significant
X1-Z 0.291 0.005 Significant
X2-Y 0.292 0.000 Significant
X2-Z 0.638 0.000 Significant

7Y 0.680 0.000 Significant

Source: Appendix 1

Based on the direct influence test from Figure 4.1 and Table 4.14 above, it can be seen that:

1. Path coefficient values ofHuman Resources Audit(X1) on Employee Performance (Y) is p = -0.103, which is negative. The p-
value is 0.800, this result is not significant because the p-value is less than 0.05. Based on the calculated path coefficients and
p-values on the influence between variables, thenHuman Resources Audit(X1) was proven to have a negative and insignificant
effect on Employee Performance (Y).

2. Path coefficient values ofHuman Resources Audit(X1) on work motivation (Z) is B = 0.291, which is positive. The p-value is
0.005, this result is significant because the p-value is less than 0.05. Based on the calculated path coefficients and p-values on
the influence between variables, thenHuman Resources Audit(X1) is proven to have a positive and significant influence on
work motivation (2).

3. Path coefficient values ofHuman Resources Competence(X2) on Employee Performance (Y) is f = 0.292, which is positive.
The p-value is 0.000, this result is significant because the p-value is more than 0.05. Based on the calculated path coefficients
and p-values on the influence between variables, thenHuman Resources Competence(X2) is proven to have a positive and
significant influence on Employee Performance ().

4. Path coefficient values ofHuman Resources Competence(X2) on work motivation (Z) is p = 0.638, which is positive. The p-
value is 0.000, this result is significant because the p-value is less than 0.05. Therefore, based on the calculated path
coefficients and p-values on the influence between variables,Human Resources Competence(X2) is proven to have a positive
and significant influence on work motivation (2).

5. The path coefficient value of work motivation (Z) on Employee Performance (Y) is p = 0.680, which is positive. The p-value
is 0.000, this result is significant because the p-value is more than 0.05. Therefore, based on the calculated values of the path
coefficients and p-values on the influence between variables, work motivation (Z) is proven to have a positive and significant
effect on Employee Performance (Y).

Table 7 Effect of Mediation

Variables Path Coefficients P-Value Results
X1-ZY 0.198 0.004 Significant
X2-Z2Y 0.434 0.000 Significant

Source: Appendix 1

6. Path coefficient values ofHuman Resources Audit(X1) on employee performance (Y) through work motivation (Z) is p =
0.198, which is positive. The p-value is 0.004, this result is significant because the p-value is less than 0.05. So, based on the
calculated path coefficients and p-values on the influence between variables, thenHuman Resources Audit(X1) is proven to
have a positive and significant influence on employee performance (Y) through work motivation (Z).

7. Path coefficient values ofHuman Resources Competence(X2) on employee performance (Y) through work motivation (Z) is
= 0.434, which is positive. The p-value is 0.000, this result is significant because the p-value is less than 0.05. Therefore,
based on the calculated path coefficients and p-values on the influence between variables,Human Resources Competence(X2)
is proven to have a positive and significant influence on employee performance () through work motivation (2).
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DISCUSSION
The Impact of Human Resource Audits on Employee Performance

An HR audit that addresses aspects of performance assessment, workload appropriateness, competency evaluation, and
welfare management will foster positive perceptions of the organization. As a result, employees are more motivated to work with
enthusiasm, loyalty, and a strong sense of responsibility, as they perceive a fair system that is open to input and improvement.
This finding is consistent with Herzberg's two-factor theory of motivation, which states that contextual factors such as
organizational policies, interpersonal relationships, and effective supervision can increase job satisfaction and motivation. In this
context, an HR audit plays a role in continuously improving these elements.

The Influence of Human Resource Audit on Work Motivation

The significance of this influence indicates that HR audits serve not only as an administrative evaluation instrument but
also as a strategic tool for creating transparency, fairness, and continuous improvement in human resource management. When
audits are conducted systematically and the results are responded to through accountable policies, employees tend to feel valued,
involved, and assured of their contributions to the organization. This psychologically strengthens both intrinsic and extrinsic
employee motivation.

The Influence of Human Resource Competence on Employee Performance

In the operational context of gas stations, competency is crucial because it impacts safety, customer service, system
management, and fuel handling accuracy. Skilled employees who thoroughly understand work procedures are better able to
maintain service quality, avoid technical errors, and positively contribute to the company's image.

The Influence of Human Resource Competence on Work Motivation

The competencies referred to in this context encompass dimensions of job knowledge, technical skills, and professional
attitudes that align with the demands of the role of a gas station operator. Adequate competencies enable employees to perform
tasks efficiently, better understand their responsibilities, and be able to address operational challenges independently. This
psychologically fosters self-confidence, a sense of belonging, and job satisfaction, ultimately enhancing both intrinsic and
extrinsic employee motivation.

The Influence of Human Resource Audit on Employee Performance Through Work Motivation

The results of the mediation test in this study indicate that work motivation significantly mediates the effect of human
resource (HR) audits on employee performance, particularly among gas station employees in Jember Regency. This means that
HR audits do not directly impact performance, but through increased work motivation, HR audits can contribute to improved
employee performance.

The Influence of Human Resource Competence on Employee Performance Through Work Motivation

Good HR competency, demonstrated through technical knowledge, practical skills, and a positive work attitude, can
foster self-confidence, self-control, and confidence in one's ability to perform tasks. This aligns with self-efficacy theory, where
individuals who feel competent are more motivated to complete work well, persist in facing challenges, and have high work
motivation (Deci & Ryan, 2020). In an operational work context such as a gas station, work motivation is a crucial driver of
competence and work outcomes. Employees with high competence are more likely to understand work standards, resolve
technical issues, and provide quality service. However, without strong motivation, this competence may not be optimally realized
in the form of performance.

The Influence of Employee Performance Through Work Motivation

Work motivation is one of the main psychological factors that drives employees to work optimally, consistently, and
productively. Motivation can be intrinsic, such as satisfaction in completing tasks, a sense of responsibility, and pride in work
results; or extrinsic, such as incentives, recognition, and promotion opportunities. When work motivation is high, employees tend
to have a stronger commitment, are able to withstand pressure, and demonstrate high dedication to achieving work goals.

CONCLUSION

Based on the research results and analysis that have been discussed by the researcher, several things can be concluded as

follows:

1. Based on the research results, it shows that Human Resource Audit has a negative and insignificant effect on Employee
Performance at Jember Gas Station Employees.

2. Based on the research results, it shows that Human Resource Competence has a positive and significant effect on Employee
Performance at Jember Gas Station Employees.

3. Based on the research results, it shows that Human Resource Audit has a positive and significant effect on work motivation of
Jember Gas Station employees.

4. Based on the research results, it shows that Human Resource Competence has a positive and significant effect on work
motivation of Jember Gas Station Employees.

5. Based on the research results, it shows that Human Resource Audit has a positive and significant effect on Employee
Performance through work motivation in Jember Gas Station Employees.

6. Based on the research results, it shows that Human Resource Competence has a positive and significant effect on Employee
Performance through work motivation in Jember Gas Station Employees.

7. Based on the research results, it shows that work motivation has a positive and significant effect on employee performance at
Jember gas station employees.
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