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Abstract 

This study aims to analyze the influence of Organizational Climate on Employee 
Performance with Work Motivation as a mediating variable at UPT PLN 
Malang. The main hypothesis states that Organizational Climate has a positive 
direct and indirect effect through Work Motivation on Employee Performance. 
The study used a quantitative design with the SEM-PLS approach that is able 
to handle latent variables and data that are not necessarily normally distributed. 
A sample of 98 employees was randomly selected stratified by division and 
position. Data were collected through a structured questionnaire that has been 
tested for validity and reliability. The analysis focused on evaluating the 
measurement model and the structural model using bootstrapping to test the 
significance of the paths. The results indicate that Organizational Climate has a 
significant positive effect on Work Motivation and Employee Performance, with 
Work Motivation partially mediating the relationship. The findings emphasize 
the importance of creating a conducive organizational climate and increasing 
motivation for optimizing employee performance. Practical implications include the 
development of motivational training, effective communication, and a trust-based 
management system at UPT PLN Malang. Further studies are recommended 
using longitudinal data to strengthen causal findings. 
 

 

INTRODUCTION 

 This issue suggests that psychological and social factors such as perceptions of the work 

environment may be more influential than the technological infrastructure itself. Therefore, it is 

important to understand how digital competence and organizational climate interact to influence 

employee performance, as well as the crucial role of work motivation in this process. This study 

tests the hypothesis that organizational climate positively influences work motivation, and in turn, 

work motivation significantly improves employee performance (Octavia & W.P.T, 2022). Thus, 

this study seeks to elucidate the mediating mechanism of work motivation in the relationship 

between organizational climate and employee performance, particularly in the context of adapting 

to digital transformation. Previous research has confirmed that work motivation and 

organizational climate are simultaneously significant predictors of employee performance, with 

high motivation positively correlated with increased work performance (Sazly et al., 2024; 

Wulandari & Aprianti, 2023). This aligns with the finding that a positive work environment directly 

and significantly influences employee work motivation (Efendi & Hardiyanto, 2021)and suggests 

that employee motivation plays a significant role as a mediating variable that enhances employee 

performance, driven by the desire to achieve high standards of success (Putra & Surya, 2023). 

Furthermore, HR digital competence is a fundamental factor in ensuring organizations remain 

competitive and adaptive in the face of increasingly complex market dynamics (Fajriyani et al., 
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2023). Previous research has also highlighted that digital transformation and an optimal work 

environment significantly impact employee motivation and performance, which are often 

hampered by data disparities and digital suboptimality (Jia et al., 2025). Therefore, innovative 

human resource management strategies are needed to empower employees and drive optimal 

performance amidst these challenges (Jahroni & Darmawan, 2022). 

Recent research shows that digital competency has a direct impact on employee productivity and 

innovation, especially in technology-intensive sectors (Renaldi, 2022; Syahrani et al., 2025). 

Furthermore, an organizational culture that supports digital transformation also plays a crucial role 

in enhancing human resource competency to ensure the smooth running of institutional activities 

(Mulianto et al., 2024). This study will further analyze how digital competency, organizational 

climate, and work motivation collectively impact employee performance, taking into account the 

ongoing dynamics of digital transformation. In this context, digital leaders play a crucial role in 

shaping a conducive work environment through their digital citizenship practices, which in turn 

boost employee motivation and organizational performance (Mamdouh et al., 2025). 

 However, there is a research gap regarding how the specific interactions between digital 

competency, organizational climate, and work motivation mediate employee performance in the 

evolving digital environment (Elisnawati et al., 2023; Qiao et al., 2024). Therefore, this study seeks 

to fill this gap by deeply exploring the mediating role of work motivation in the relationship 

between organizational climate and employee performance, particularly considering the 

dimensions of digital competency. This study aims to empirically analyze how the synergy between 

digital competency and organizational climate can facilitate increased work motivation, which then 

significantly contributes to employee performance in this digital era (Dharmawan et al., 2024). In 

facing this complexity, a deep understanding of adaptive human resource management is essential 

to optimize employee potential in the context of dynamic digital transformation (Gadzali et al., 

2023). Continuous development of digital competency and the creation of an organizational 

culture that encourages innovation and collaboration are crucial to ensure employees are motivated 

and adaptive to technological changes (“International Journal of Evaluation and Research in 

Education (IJERE),” 2025; Sulistiarini et al., 2025). 

 A key gap emerging from the literature review is the lack of research integrating digital 

competence and organizational climate as dual independent variables that influence employee 

performance through work motivation as a mediator. This study will address this gap by 

developing a conceptual model that examines the simultaneous influence of digital competence 

and organizational climate on employee performance, with work motivation as a mediating 

variable (Al-kharabsheh et al., 2022; Septa & Erdiansyah, 2024). This is particularly relevant given 

that digital transformation has fundamentally altered the operational landscape of organizations, 

necessitating adjustments to human resource strategies to optimize employee potential in an 

increasingly complex environment (Handayani et al., 2026). 

METHODS 

This study used a quantitative approach with a survey design to examine the relationship 

between digital competence, organizational climate, work motivation, and employee performance. 

Subjects were employees in service sector organizations who actively use digital technology and 

have at least one year of work experience. The sample was drawn purposively to ensure the data's 

relevance to the research objectives at the PLN Malang Technical Implementation Unit (UPT 

PLN Malang). 
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Data were collected through a questionnaire consisting of standardized instruments that 

had been previously tested for validity and reliability. The instruments were adapted to the research 

context and pre-tested to ensure clarity and consistency of measurement. Data collection 

procedures were conducted systematically, adhering to research ethics. 

Data analysis used Partial Least Squares Structural Equation Modeling (PLS-SEM) to 

examine the relationships between variables and the mediating role of work motivation. The 

analysis process included sequential validity and reliability tests, as well as structural model testing, 

to ensure reliable results and a good representation of the research's conceptual relationships. 

RESULTS AND DISCUSSION. 

The data processing technique in this study uses the Partial Least Squares Structural Equation 

Modeling (PLS-SEM) approach, which is carried out through two main testing stages: outer 

model testing and inner model testing. Outer Model. 

1. Outer Model 

The outer model focuses on the relationship between latent variables and their measurement 

indicators. Testing the outer model aims to ensure that the instruments used to measure the latent 

variables meet adequate validity and reliability standards. Specifically, there are three main tests 

in the outer model: convergent validity, discriminant validity, and construct reliability. 

a. Convergent Validity 

Table 1: Loading Factor Values 

  

Digital 

Competence 

Organizational 

Climate 

Work 

motivation 

Employee 

performance 

X1.1 0.854       

X1.2 0.895       

X1.3 0,898    
X1.4 0,851       

X1.5 0.894    
X3.1   0,854     

X3.2  0,864   
X3.3   0.895     

X3.4  0,900   
X3.5   0,871     

Z1.1   0,879  
Z1.2     0,873   

Z1.3   0,869  
Z1.4     0,878   

Z1.5   0,930  
Y1.1       0,894 

Y1.2    0,940 

Y1.3       0,941 

Y1.4    0,865 

Y1.5       0.927 

Data source  processed SEM-PLS, 202 6 
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Based on the data in the table above, all indicators show values that exceed the 

significance threshold (0.7), so that the construct is declared valid and meets the 

established validity requirements. 

b. Average Variance Extracted 

The output results from Average Variance Extracted (AVE) can be seen in the following 

table: 

Table 2: Results of Average Variance Extracted (AVE) 

Variables Average variance extracted (AVE) Information 

Organizational 

Climate 0.769 Valid 

Employee 

performance 0.835 Valid 

Digital 

Competence 0.772 Valid 

Work motivation 0.785 Valid 

Data source  processed SEM-PLS, 202 6 
Based on the data analysis in the table above, the Average Variance Extracted (AVE) 

values for all constructs in the model are above the threshold of 0.7. This finding indicates 

that each construct is capable of capturing most of the variance contained in its indicators, 

thus meeting the established convergent validity criteria. This indicates that the 

measurement of the latent variables in this study is construct-reliable. 

c. Test Discriminant Validity 

Discriminant validity ensures that each construct measures a distinct phenomenon 

without overlapping with other constructs. In this study, discriminant validity was tested 

using cross-loading, which involves comparing the indicator loadings on the relevant 

construct with those on other constructs. If the indicator loadings are higher on the 

relevant construct, the construct is considered discriminantly valid. 

Table 3: Cross Loading Results 

  

Digital 

Competence 

Organizational 

Climate 

Work 

motivation 

Employee 

performance Information 

X1.1 0.854 0.732 0.681 0.506 Valid 

X1.2 0.895 0.802 0,755 0,527 Valid 

X1.3 0,898 0,802 0,805 0,580 Valid 

X1.4 0,851 0,731 0,695 0,491 Valid 

X1.5 0,894 0,802 0,785 0,542 Valid 

X3.1 0,728 0,854 0,788 0,562 Valid 

X3.2 0,788 0,864 0,726 0,543 Valid 

X3.3 0,823 0,895 0,782 0,551 Valid 

X3.4 0,765 0,900 0,781 0,619 Valid 

X3.5 0,765 0,871 0,752 0,627 Valid 

Z1.1 0,745 0,733 0,879 0,485 Valid 

Z1.2 0,753 0,755 0,873 0,541 Valid 

Z1.3 0,721 0,806 0,869 0,512 Valid 

Z1.4 0,731 0,756 0,878 0,486 Valid 
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Z1.5 0,809 0,818 0,930 0,592 Valid 

Y1.1 0,615 0,675 0,545 0,894 Valid 

Y1.2 0,506 0,579 0,484 0,940 Valid 

Y1.3 0,524 0,577 0.534 0.941 Valid 

Y1.4 0.553 0.575 0.549 0.865 Valid 

Y1.5 0.548 0.608 0.588 0.927 Valid 

Source  : Data processed by SEM-PLS, 202 6 

The cross-loading values of all indicators indicate that each indicator has the highest 

correlation with its corresponding construct compared to other constructs. This indicates 

that each indicator specifically represents the intended construct, supporting the existence 

of discriminant validity in the research model. 

d. Cronbach's alpha and Composite Reliability 

According to Hair (2014), the Composite Reliability (CR) and Cronbach's alpha values 

accepted in research are usually in the range of 0.70 to 0.80, which indicates an adequate 

level of reliability of the measurement construct. 

Table 4: Cronbach's alpha and Composite reliability results 

Variables 

Cronbach's 

alpha 

Composite 

reliability 

(rho_a) 

Composite 

reliability 

(rho_c) Information 

Organizational 

Climate 0.925 0.925 0.943 Reliable 

Employee 

performance 0.950 0.953 0.962 Reliable 

Digital Competence 0.926 0.929 0.944 Reliable 

Work motivation 0.931 0.933 0.948 Reliable 

Source  : Data processed by SEM-PLS, 202 6 
Based on the data in the table above, the Cronbach's Alpha and Composite Reliability 

values for all constructs or variables reached a value of ≥ 0.70. This indicates that all 

constructs in the study have adequate reliability according to applicable standards in 

quantitative research, thus supporting the reliability of the measurement instruments for 

the variables studied. 

2. Structural Model Testing (Inner Model) 

Within the PLS-SEM framework, the Internal Model describes the relationship between latent 

variables with an assessment aimed at empirically measuring the strength and significance of the 

relationship. Evaluation is carried out through three main aspects: (1) statistical significance 

through hypothesis testing, (2) model exploratory power (R-squared), and (3) effect size that 

reflects the practical relevance of the relationship in the research context. 

a. R Square (R²) 

Table 5: R-Square 

Variables R-square R-square adjusted 

Employee performance 0.441 0.441 

Work motivation 0.791 0.791 

Source  : Data processed by SEM-PLS, 202 6 

Based on the table above, the Employee Performance Variable shows an R-square and 
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adjusted R-square value of 0.441, indicating that approximately 44.1% of the variation in 

employee performance can be explained by the independent variables in the model with 

consistent estimates. Meanwhile, the Work Motivation variable has an R-square and 

adjusted R-square value of 0.791, which means the model is able to explain approximately 

79.1% of the variation in work motivation, indicating a higher level of explanation and a 

very good and stable model. 

 
Figure 1: PLS SEM Alogarithm Model Output 

b. Significance (Hypothesis Testing) 

Table 6: Bootstrapping results of direct effects 

Variables 

Original 

sample 

(O) 

Sample 

mean 

(M) 

Standard 

deviation 

(STDEV

) 

T statistics 

(|O/STDEV|

) 

P values 

Organizational 

Climate -> 

Employee 

Performance 0.569 0.570 0.022 26,266 0,000 

Organizational 

Climate -> Work 

Motivation 0.560 0.560 0.010 56,463 0,000 

Digital 

Competence -> 

Employee 

Performance 0.074 0.074 0.019 3,878 0,000 

Digital 

Competence -> 

Work 

Motivation 0.356 0.356 0.011 31,480 0,000 
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Work 

Motivation -> 

Employee 

Performance 0.032 0.032 0.014 2,246 0.012 

Source  : Data processed by SEM-PLS, 202 6 
The table above shows that each relationship in the model shows a significant 

positive coefficient with a p-value of 0.000 or 0.012, indicating that all relationships are 

statistically significant. The relationship between Organizational Climate and Employee 

Performance has a coefficient of 0.569 and a t-statistic of 26.266, indicating a strong and 

significant influence. Similarly, the relationship between Organizational Climate and 

Work Motivation shows a coefficient of 0.560 and a t-statistic of 56.463, indicating a very 

strong and significant influence. Digital Competence also has a positive influence on 

Employee Performance with a coefficient of 0.074 and a t-statistic of 3.878, as well as a 

greater influence on Work Motivation with a coefficient of 0.356 and a t-statistic of 

31.480, both of which are significant. Finally, Work Motivation makes a small but 

significant contribution to Employee Performance, with a coefficient of 0.032 and a t-

statistic of 2.246. 

Table 7: Results of Path Coefficient Bootstrapping Indirect Effect 

Variables 

Original 

sample 

(O) 

Sample 

mean 

(M) 

Standard 

deviation 

(STDEV) 

T statistics 

(|O/STDEV|) 
P values 

Organizational 

Climate -> Work 

Motivation -> 

Employee 

Performance 0.018 0.018 0.008 2,257 0.012 

Digital Competence 

-> Work Motivation 

-> Employee 

Performance 0.011 0.011 0.005 2,218 0.013 

Source  : Data processed by SEM-PLS, 202 6 

The mediation path model shows that the indirect effect of Organizational Climate on Employee 

Performance through Work Motivation is recorded as having a coefficient (Original Sample) of 

0.018 with a t-statistic of 2.257 and a p-value of 0.012. This indicates that the mediation effect is 

statistically significant although relatively small. Similarly, the indirect effect of Digital 

Competence on Employee Performance through Work Motivation has a coefficient of 0.011 

with a t-statistic of 2.218 and a p-value of 0.013, which is also significant, strengthening the role 

of Work Motivation as an important mediator in this relationship. 

DISCUSSION 

The Influence of Digital Competence on Employee Performance 

Based on the results of the analysis, Digital Competence has a direct, positive, and significant 

influence on Employee Performance. This indicates that increasing employee digital competence 

directly contributes to improving their overall performance. This finding is consistent with the 

literature that emphasizes the importance of adopting digital technology and skills in the context 

of modern work for optimizing productivity and operational efficiency (Susilo et al., 2023). 
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Furthermore, this result is in line with previous research showing that digital competence is 

positively correlated with employee performance, often even mediating the relationship between 

other variables and performance (Zaeni et al., 2023). The results of this study confirm that 

employee digital competence that is aligned with job demands and responsibilities will 

significantly improve performance. Conversely, deficiencies in digital competence can result in 

decreased performance due to the inability to adapt to an increasingly digitalized work 

environment (Masruroh & Fatimah, 2023). 

This demonstrates that employees' digital skills enable them to manage technology, applications, 

and information systems with greater efficiency and accuracy. With these capabilities, employees 

can complete technical or digital-based tasks more quickly, reduce the risk of errors, and produce 

quality output. In a work era increasingly dependent on digitalization, the ability to operate 

effectively in a digital environment is key to increasing productivity, thus directly impacting 

overall performance. The importance of employee mastery of digital technology has become a 

key foundation in increasing work effectiveness and productivity across various industrial sectors 

(Larasshati & Priyastiwi, 2024). Employee empowerment and organizational commitment, driven 

by supportive leadership, are also crucial factors that positively influence employee performance 

(Samuel & Ramli, 2024). 

Thus, digital competence is not merely a technical skill, but also a fundamental driver for holistic 

and sustainable work performance improvement. Organizations must actively encourage the 

development of their employees' digital competence, given that digital literacy and intensive 

communication skills contribute significantly to individual performance, particularly within 

teamwork (Handayani et al., 2024). 

The Influence of Digital Competence on Work Motivation 

Digital Competence has a direct, positive and significant influence on Work Motivation because 

employees' digital skills play a crucial role in increasing self-confidence ( self-efficacy ), which is the 

primary basis of intrinsic motivation. Based on Bandura's information processing theory and self-

efficacy theory, individuals who feel capable of handling digital-based tasks tend to be more 

confident in facing work challenges, thus they are more motivated to be actively involved and 

achieve optimal work results. Mastery of digital competencies enables employees to adapt to 

technological innovations and new work processes, thus encouraging a desire to continue 

learning and developing (Mamdouh et al., 2025). This is in line with findings that training 

programs designed to improve digital competencies can significantly increase employee 

productivity (Widihartono & Ahmadi, 2024). Employees with high digital skills feel more 

empowered and independent in carrying out their tasks, which is positively correlated with 

innovative work behavior and improved performance (Huu, 2023). 

Furthermore, the availability of digital competencies provides employees with access to self-

development, the use of digital collaboration tools, and real-time feedback from work systems, 

all of which can enhance a sense of control and engagement with their work. This aligns with the 

need-based motivation theory, which states that fulfilling the need for competence and autonomy 

through mastery of digital technology contributes to increased intrinsic motivation (Ramadhani 

& Habibi, 2025). 

Therefore, when employees feel digitally prepared, they are not only more technically proficient, 

but also gain satisfaction and meaning in their work, which ultimately leads to higher work 

motivation. Thus, the direct influence of Digital Competence on Work Motivation is the result 

of psychological and cognitive processes grounded in a strong theoretical framework in 
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organizational psychology and management. This is in line with the view that digital self-efficacy, 

as a manifestation of the basic psychological need for competence, is a crucial element in driving 

intrinsic motivation and more independent behavior in the digital environment (Sun & Yoon, 

2025). 

The Influence of Organizational Climate on Work Motivation 

Organizational climate has a significant direct influence on work motivation because the work 

atmosphere and culture formed within the organization provide a strong psychological 

foundation for employees to feel valued, supported, and actively involved in their work. A 

positive organizational climate, characterized by open communication, performance recognition, 

and career development opportunities, significantly contributes to increasing employee work 

motivation (Qorzhah & Fauziah, 2025). Conversely, a negative organizational climate, 

characterized by a lack of support, role ambiguity, or internal conflict, can drastically reduce 

employee intrinsic and extrinsic motivation, hinder productivity, and increase employee turnover 

rates (Darni & Febriansyah, 2024; Geopani et al., 2024). In line with research results showing that 

the non-physical work environment has a positive and significant influence on work motivation 

(Putri, 2022). This indicates that an adequate work environment, including the availability of 

technology, superior guidance, and supportive relationships, directly increases employee work 

motivation (Fajriyanti et al., 2023). 

Based on work motivation theory, a conducive work environment such as a positive 

organizational climate can fulfill employees' basic needs for recognition, security, and social 

connectedness, which are crucial in triggering intrinsic motivation. When employees perceive that 

the organization provides adequate support and a pleasant work atmosphere, they typically 

demonstrate higher commitment and increased motivation to achieve work targets. In this 

context, Self-Determination Theory suggests that an organizational climate that supports 

autonomy, competence, and connectedness directly fosters employees' intrinsic motivation, 

encouraging them to engage in work due to inherent satisfaction, not just external incentives 

(Lase et al., 2025; Roth‐Rawald et al., 2023). Thus, a conducive work environment with a healthy 

organizational climate and high employee work motivation can facilitate the achievement of 

overall organizational goals (Susilo et al., 2023). 

This aligns with the theoretical framework of basic psychological needs proposed by Deci and 

Ryan, which emphasizes the importance of supporting autonomy, competence, and relatedness 

as the foundation of intrinsic motivation (Sinambela, 2021). Therefore, organizations that are 

able to create a harmonious communication climate as well as physical and psychological safety 

for their employees tend to increase motivation and work engagement (Nurwanto & Soeling, 

2026; Putra, 2023). 

The Influence of Organizational Climate on Employee Performance 

Organizational Climate shows a significant direct influence on Employee Performance because a 

conducive work environment provides a psychological and social foundation that supports 

increased productivity and work effectiveness. Research has shown that a positive organizational 

climate is strongly correlated with increased employee performance, through a conducive work 

atmosphere that encourages well-being and strengthens the performance of organizational units 

(Wulandari & Aprianti, 2023). Conversely, a dysfunctional organizational climate can cause stress, 

lower morale, and ultimately hinder the achievement of individual and organizational goals 

(Destian et al., 2025). In line with previous research which states that a positive organizational 

communication climate significantly affects employee performance by increasing motivation, 
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commitment, and coordination between teams (Randi, 2023). In addition, an organizational 

climate that supports innovation and open communication tends to increase employee 

productivity and loyalty, while an authoritarian climate can hinder creativity and work enthusiasm 

(Rosvita et al., 2023). In accordance with Self-Determination Theory, the fulfillment of basic 

psychological needs for autonomy, competence, and relatedness in a positive organizational 

climate will encourage intrinsic motivation and increase job satisfaction, which in turn contributes 

to increased employee performance (Guo, 2023; Ye et al., 2025). Companies with advanced and 

well-controlled organizational cultures, characterized by a conducive climate, are inherently able 

to maintain a high level of comfort in the workplace, which directly impacts productivity (Rosvita 

et al., 2023). 

Thus, the direct influence of organizational climate on employee performance is the result of 

systemic interactions between work environment conditions and individual psychological factors 

that encourage optimal performance. 

The Influence of Work Motivation on Employee Performance 

Work Motivation has a direct and significant influence on Employee Performance because it is 

the main psychological factor that drives proactive behavior, optimal contribution, and 

commitment to achieving organizational goals. Motivated employees will show high work 

enthusiasm, strive to achieve maximum results, and have a strong drive to do their jobs well (Rada 

et al., 2024). This is supported by research findings that show that work motivation positively 

and significantly affects employee performance, with a t-value of 6.723 and a significance level of 

0.000 (<0.05) (Nasrul et al., 2021). Furthermore, the results of this study are consistent with 

existing literature, indicating that high levels of motivation are directly correlated with increased 

efficiency and effectiveness in task execution, which in turn leads to increased individual and 

collective performance (Muzaki et al., 2023). Other studies also confirm that motivation 

significantly affects employee performance, indicating that superiors who are effective in 

motivating employees can realize organizational success through good teamwork (Nasrul et al., 

2021). Thus, strong motivation, characterized by intensity, meaning, and persistence, is essential 

for achieving superior performance (Fenny & Setyawan, 2024). Various studies have confirmed 

that motivation significantly impacts employee performance, where employees with high intrinsic 

motivation tend to enjoy their work, feel challenged, have curiosity, and are committed to goals, 

which ultimately leads to superior performance (Darmayanti & Firdaus, 2024; Miswanto et al., 

2021; Palupi & Zulfa, 2024). A supportive and comfortable work environment is also an 

important factor that directly contributes to employee motivation, as a positive work 

environment can increase comfort and productivity (Samudra et al., 2023). 

In an organizational context, individuals who have high levels of motivation generally 

demonstrate adaptive, innovative behavior, and high levels of dedication—phenomena that 

significantly improve the quality, efficiency, and effectiveness of performance. 

Therefore, the direct relationship between work motivation and performance is not merely a 

correlational association, but rather the result of a structured psychological process, 

encompassing cognitive, emotional, and behavioral dimensions. Enhancing employee motivation 

through the implementation of appropriate incentives, formal recognition, and the creation of a 

supportive work environment is a key strategy in ensuring continuous improvement in 

organizational performance. Similarly, research shows that work motivation positively and 

significantly influences employee performance, in line with findings indicating a direct correlation 

between motivation levels and work effectiveness (Arjun et al., 2022; Shobirin & Siharis, 2022). 
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The Influence of Digital Competence on Employee Performance Through Work 

Motivation 

The Influence of Digital Competence on Employee Performance through Work Motivation can 

be explained as a process in which employees' ability to effectively master digital technology 

encourages increased passion and desire to work, which ultimately contributes to improved work 

performance. Relevant digital skills not only facilitate operational efficiency but also foster self-

confidence and independence, which are crucial components in triggering intrinsic motivation 

(Djaya, 2021). High motivation, both internal and external to employees, significantly improves 

performance through involvement in the management process and the perception that the 

company cares about their well-being (Mardiana et al., 2021). Therefore, increasing digital 

competence in employees can directly increase their work motivation, which in turn will lead to 

improved individual and organizational performance as a whole (Esisuarni et al., 2024). This is 

in line with research showing that competence positively and significantly influences motivation, 

which in turn impacts employee performance (Masruroh & Fatimah, 2023). In addition, work 

motivation, as an internal drive, plays a crucial role in improving employee performance by 

encouraging them to work better and harder, in line with company goals (Setyowati et al., 2023; 

Widodo & Yandi, 2022). Motivational factors, which function to activate employee representative 

capacity, have been proven to produce superior work output (Shafira et al., 2024). Thus, a 

systematic strategy that includes consistent rewards and professional development will strengthen 

employee motivation, encouraging them to work with passion (Rismawati et al., 2021). Therefore, 

integrating digital competencies into an employee motivation framework creates essential 

synergies to drive sustainable and adaptive organizational performance in this digital age 

(Anggraini, 2022). 

This is in line with the finding that intrinsic motivation has a significant positive impact on 

employee performance, where increased internal motivation is directly correlated with increased 

performance capabilities (Setyowati et al., 2023). 

Thus, the influence of Digital Competence on Employee Performance through Work Motivation 

is a complementary cause-and-effect relationship, where increased digital competence triggers 

stronger motivation and subsequently contributes to improved overall organizational 

performance. Through the continuous development and utilization of E-HRM, organizations 

can strengthen employee motivation by providing measurable and transparent recognition, 

reward, and incentive programs, which will ultimately improve their performance significantly 

(Firjatullah & Ahmadi, 2024; Purnomo, 2024). 

The Influence of Organizational Climate on Employee Performance Through Work 

Motivation 

Organizational climate, as employees' subjective perceptions of their work environment, acts as 

a key psychological driver that significantly influences work motivation, which in turn becomes 

a key factor in improving employee performance. A supportive and conducive organizational 

climate facilitates both intrinsic and extrinsic motivation, thus stimulating employees to achieve 

their maximum potential in a dynamic work environment. 

Based on the Organizational Climate theoretical framework by Cameron & Quinn (2011), a 

conducive, inclusive, and supportive work environment will build a strong sense of trust, 

engagement, and belonging to the organization. This directly contributes to increased work 

motivation, which then manifests itself in overall employee performance (Mirdhatillah et al., 

2025). Conversely, a dysfunctional organizational climate, characterized by role ambiguity or lack 
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of recognition, tends to decrease motivation, resulting in decreased productivity and job 

satisfaction. 

Work motivation serves as a mediator variable that links the influence of organizational climate 

on employee performance. Employees who perceive a supportive work environment tend to feel 

valued, have freedom in decision-making, and are aligned with the organization's vision and 

values. This alignment strengthens their commitment, drives higher motivation and, in turn, 

results in better performance (Purnomo, 2024). Previous research indicates that a positive 

organizational climate can directly improve work ethic, which then acts as a mediator of improved 

employee performance (Andi, 2024). This is in line with the finding that a conducive 

organizational climate, characterized by flexibility in self-adjustment and rewards for good 

performance, positively and significantly influences improved employee performance (Susilo et 

al., 2023). 

This aligns with Self-Determination Theory, which emphasizes the importance of autonomy, 

competence, and connectedness in fostering intrinsic motivation. An organizational climate that 

supports these three aspects will significantly enhance employees' internal drive to achieve (Andi, 

2024; Rosvita et al., 2023). Therefore, organizations that are able to create a supportive and 

inclusive work climate will significantly strengthen employee motivation, thereby encouraging 

continuous performance improvement (Nasrul et al., 2021; Susilo et al., 2023). 

Empirical evidence suggests that increased motivation resulting from a positive organizational 

climate has been shown to contribute to improved work quality and quantity, reduced turnover 

rates, and increased operational efficiency (Andi, 2024; Susilo et al., 2023). This is because a more 

democratic and humane work environment can substantially improve employee morale and work 

ethic, creating a greater desire to perform, and ultimately, driving tangible attitudinal changes that 

lead to improved performance. 

Thus, the influence of organizational climate on employee performance is not only direct, but 

occurs through a complex intermediary mechanism, with work motivation as the primary channel 

for this influence. Therefore, creating a supportive, harmonious, and humane organizational 

climate is a crucial strategy for building a work team that excels not only in terms of productivity 

but is also sustainable and adaptable to the dynamics of organizational change. 

 

 

CONCLUSION 

Based on the discussion above, it can be concluded that Organizational Climate plays a 

central role in shaping employee performance, not only through direct influence, but also 

significantly through a crucial intermediary mechanism, namely Work Motivation. A conducive, 

transparent, and supportive work environment can create positive perceptions among employees, 

which in turn fulfills basic psychological needs such as autonomy, competence, and social 

connectedness as explained in Self-Determination Theory. The existence of these conditions 

naturally encourages the growth of intrinsic motivation, which ultimately has an impact on 

improving the quality and quantity of work results, a high level of commitment, and an increased 

innovative spirit in completing tasks. Therefore, strengthening the organizational climate is not 

merely a managerial policy, but a fundamental strategy for developing human resources that are 

not only productive and adaptive to change, but also sustainable in the long term. Thus, a healthy 
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organizational climate is the main foundation in realizing overall organizational excellence in terms 

of performance, innovation, and sustainability. 

 

REFERENCE 

  Al-kharabsheh, S.A., Attiany, M.S., Alshawabkeh, R., Hamadneh, S., & Alshurideh, M.T. (2022). 
The impact of digital HRM on employee performance through employee motivation. 
International Journal of Data and Network Science , 7 (1), 275. 
https://doi.org/10.5267/j.ijdns.2022.10.006 

Alwy, MA (2022). HUMAN RESOURCE MANAGEMENT IN THE DIGITAL ERA 
THROUGH THE LENS OF THE NEXT GENERATION HUMAN RESOURCE 
MANAGER. SIBATIK JOURNAL Scientific Journal of Socio-Economic Culture Technology and 
Education , 1 (10), 2265. https://doi.org/10.54443/sibatik.v1i10.334 

Andi, AZAP (2024). The Influence of Organizational Climate on Employee Performance Through 
Work Ethic as a Mediating Variable. Antropocene Journal of Social Studies and Humanities , 3 
(1), 59. https://doi.org/10.33830/antroposen.v3i1.7114 

Anggraini, N. (2022). The Effect of Information Technology Use and Competence on Employee 
Performance with Work Motivation as an Intervening Variable (Case Study at the 
Department of Agriculture and Food, Demak Regency). Formosa Journal of Applied Sciences , 
1 (4), 315. https://doi.org/10.55927/fjas.v1i4.1189 

Arjun, IK, Pradana, GYK, & Suarmana, IWR (2022). The influence of work environment and 
motivation on employee performance. Scientific Journal of Tourism and Business , 1 (12), 3656. 
https://doi.org/10.22334/paris.v1i12.268 

Darmayanti, LA, & Firdaus, V. (2024). Improving Employee Performance through Discipline, 
Motivation, and Satisfaction in Indonesia. Journal of Management Accounting and Policy Planning 
, 1 (4), 1. https://doi.org/10.47134/jampk.v1i4.245 

Darni, S., & Febriansyah, S. (2024). The Effect of Work Quality and Work Effectiveness on Work 
Productivity Moderated by Work Motivation at the Department of Industry, Trade, 
Cooperatives, and Small Businesses in Lhokseumawe City. EMT KITA Journal , 8 (2), 548. 
https://doi.org/10.35870/emt.v8i2.1558 

Destian, R., Nugraha, AT, Permata, NS, & Islami, MSN (2025). The Role of Work Motivation in 
Linking Organizational Support and Work Environment to Employee Performance at PT 
RST. PERFORMANCE , 29 (2), 216. https://doi.org/10.24002/kinerja.v29i2.11623 

Dharmawan, DD, Rawanggalih, KS, Andriani, A., Basri, S., & Hidayati, T. (2024). The 
Relationship Between Motivation, Organizational Change, Human Resource Management 
Strategy and Organizational Performance: A Literature Review. INOBIS Indonesian Journal 
of Business and Management Innovation , 8 (1), 9. 
https://doi.org/10.31842/jurnalinobis.v8i1.348 

Djaya, S. (2021). THE EFFECT OF WORK MOTIVATION AND COMPETENCE ON 
EMPLOYEE PERFORMANCE IN COMPENSATION MODERATION. Bulletin of 
Economic Studies , 72. https://doi.org/10.24843/bse.2021.v26.i01.p06 

Efendi, S., & Hardiyanto, EH (2021). Analysis of the Influence of Leadership Style, Work 
Discipline, and Work Environment on Employee Performance through Motivation as an 
Intervening Variable. FOCUS , 2 (1), 15. https://doi.org/10.37010/fcs.v2i1.291 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj


Marli, et al 

The Impact of Digital Competence and Organizational Climate on Employee Performance... 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj                                       4443 

   

Elisnawati, E., Mas'ud, M., & Selong, A. (2023). The Influence of Digital Competence, Work 
Motivation, and Work Discipline on Employee Performance at the Human Resources 
Development Agency (Bpsdm) of South Sulawesi Province. Journal on Education , 5 (3), 
8308. https://doi.org/10.31004/joe.v5i3.1619 

Esisuarni, Alkadri, H., & Nellitawati, N. (2024). The Importance of Work Motivation in Improving 
Employee Performance. Niara Journal , 17 (2), 478. 
https://doi.org/10.31849/niara.v17i2.23149 

Fajriyani, D., Fauzi, A., Kurniawati, MD, Dewo, AYP, Baihaqi, AF, & Nasution, Z. (2023). 
Challenges of Human Resource Competence in Facing the Digital Era (Literature Review). 
Journal of Information Systems Management Economics , 4 (6), 1004. 
https://doi.org/10.31933/jemsi.v4i6.1631 

Fajriyanti, Y., Rahmah, AH, & Hadiyanti, SUE (2023). Analysis of Generation Z Work Motivation 
Influenced by Work Environment and Work Commitment. Journal of Trends Economics and 
Accounting Research , 4 (1), 107. https://doi.org/10.47065/jtear.v4i1.808 

Fenny, F., & Setyawan, A. (2024). THE ROLE OF JOB SATISFACTION IN THE 
INFLUENCE OF LEADERSHIP STYLE AND WORK MOTIVATION ON 
EMPLOYEE PERFORMANCE OF BATAM MSMES. Scientific Journal of Management, 
Economics & Accounting (MEA) , 8 (1), 372. https://doi.org/10.31955/mea.v8i1.3688 

Firjatullah, B., & Ahmadi, MA (2024). The Important Role of Employee Development in 
Improving Performance in the Digital Era: Literature Review. Scientific Journal of Economics, 
Management and Business , 3 (2), 74. https://doi.org/10.60023/e5aybt70 

Gadzali, SS, Gazalin, J., Sutrisno, S., Prasetya, YB, & Ausat, AMA (2023). Human Resource 
Management Strategy in Organizational Digital Transformation. Jurnal Minfo Polgan , 12 (1), 
760. https://doi.org/10.33395/jmp.v12i1.12508 

Geopani, T., Suherman, AR, Adang, A., Jannah, A., & Suswanto, D. (2024). Influence of 
Motivation and Work Competence on Employee Performance. Business & Science and 
Technology Magazine , 17 (1), 39. https://doi.org/10.55208/bistek.v17i1.556 

Guo, M. (2023). Motivation at work: An analysis from the self-determination theory perspective. 
SHS Web of Conferences , 180 , 3017. https://doi.org/10.1051/shsconf/202318003017 

Handayani, K., Utaminingsih, A., & Santoso, D. (2024). The Effect of Digital Literacy Competence 
and Intensive Communication on Civil Servant Performance with Teamwork System as 
an Intervening Variable. Jurnal Syntax Admiration , 5 (4), 1163. 
https://doi.org/10.46799/jsa.v5i4.1086 

  Handayani, N., Febriyanti, S., & Pradana, M. S. (2026). Work Motivation and Employee 
Engagement in Digital Work Environments: A Systematic Literature Review. Jurnal Ilmiah 
Manajemen Kesatuan, 14(1), 141. https://doi.org/10.37641/jimkes.v14i1.4790  

  Huu, P. T. (2023). Impact of employee digital competence on the relationship between digital 
autonomy and innovative work behavior: a systematic review. Artificial Intelligence Review, 
56(12), 14193. https://doi.org/10.1007/s10462-023-10492-6  

  International Journal of Evaluation and Research in Education (IJERE). (2025). International 
Journal of Evaluation and Research in Education (IJERE). https://doi.org/10.11591/ijere  

Jahroni, J., & Darmawan, D. (2022). THE EFFECT OF MOTIVATION, DISCIPLINE, AND 
WORK ENVIRONMENT ON EMPLOYEE PERFORMANCE. Applied Journal of 
Management and Business Sciences , 5 (2), 95. https://doi.org/10.58303/jtimb.v5i2.2973 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj


Al- Kharaj : Journal of Islamic Economics and Business 
Volume 8 (2), 2026 

 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj                                       4444 

   

Jia, J., Zhang, YP, Bakar, LJA, & Ilyas, M. (2025). Transforming work in the digital era: AI-
enhanced leadership and its effect on IT professional burnout. Acta Psychologica , 260 , 
105537. https://doi.org/10.1016/j.actpsy.2025.105537 

Larasshati, K., & Priyastiwi, P. (2024). THE EFFECT OF DIGITAL COMPETENCY ON 
EMPLOYEE PERFORMANCE. Indonesian Journal of Accounting and Business Research , 4 (2). 
https://doi.org/10.32477/jrabi.v4i2.1026 

Lase, D., Absah, Y., Lumbanraja, P., Giawa, Y., & Gulo, Y. (2025). Hybrid Work Model: A 
Theoretical Study and Its Implications for Modern Work Dynamics. Tuhenori 
Multidisciplinary Scientific Journal , 3 (1), 55. https://doi.org/10.62138/tuhenori.v3i1.130 

Mamdouh, A., Adel, R., Khourshed, N., & Ragheb, M. A. (2025). Impact of Digital Leadership on 
Employee Performance with Mediating Roles of Digital Self-Efficacy and Employee 
Motivation. Business Ethics and Leadership , 9 (3), 109. 
https://doi.org/10.61093/bel.9(3).109-129.2025 

Mardiana, I., Kasmir, K., & Safuan, S. (2021). The Influence of Competence and Compensation 
on Performance through SIMPro Employee Motivation at PT. Solusi Inti Multiteknik. Jesya 
(Journal of Economics & Sharia Economics) , 4 (1), 588. 
https://doi.org/10.36778/jesya.v4i1.291 

Masruroh, R., & Fatimah, E. (2023). The Influence of Competence on Employee Performance 
Through Motivation as a Mediating Variable. Journal of Economics, Business, Management, and 
Accounting (JEBMA) , 3 (1), 100. https://doi.org/10.47709/jebma.v3i1.2814 

Mirdhatillah, M., Sebayang, S., & Wahyono, T. (2025). Analysis of Work Ability, Work Discipline, 
and Work Motivation on Employee Performance at the Bureau of Organization and 
Human Resources, National Research and Innovation Agency. Journal of Innovative Research 
, 5 (2), 2153. https://doi.org/10.54082/jupin.1425 

Miswanto, M., Tesa, ES, & Wibowo, BS (2021). The Influence of Organizational Commitment, 
Career Planning, and Motivation on Employee Performance. Business Review , 20 (2), 9. 
https://doi.org/10.35917/tb.v20i2.168 

  Mulianto, H., Maarif, M. S., Zulbainarni, N., & Hasanah, N. (2024). Development of digital 
competencies towards improving performance of ministry of agrarian and spatial planning: 
insight from Indonesia. JPPI (Jurnal Penelitian Pendidikan Indonesia), 10(2), 76. 
https://doi.org/10.29210/020243745  

  Muzaki, F. I., Sari, W. U., Putri, I. K., Arianto, R. S., & Putra, R. S. (2023). Factors Affecting 
Performance Employees: Motivation, Leadership, Environment Work, Organizational 
Culture, and Achievement Work. GREENOMIKA, 5(1), 52. 
https://doi.org/10.55732/unu.gnk.2022.05.1.5  

Nasrul, HW, Buulolo, M., & Ratnasari, SL (2021). THE EFFECT OF INDIVIDUAL 
CHARACTERISTICS, WORK ENVIRONMENT, ORGANIZATIONAL CLIMATE, 
MOTIVATION, AND COMPENSATION ON EMPLOYEE PERFORMANCE. 
DIMENSION JOURNAL , 10 (2), 317. https://doi.org/10.33373/dms.v10i2.3312 

Nurwanto, H., & Soeling, PD (2026). The Influence of Work Climate on Job Performance: A 
Literature Review Study. Journal of Information Systems Management Economics , 7 (3), 2360. 
https://doi.org/10.38035/jemsi.v7i3.7679 

Octavia, D., & WPT, AA (2022). THE EFFECT OF WORK ENVIRONMENT ON WORK 
PERFORMANCE MEDIATED BY MOTIVATION. SIBATIK JOURNAL Scientific 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj


Marli, et al 

The Impact of Digital Competence and Organizational Climate on Employee Performance... 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj                                       4445 

   

Journal of Socio-Economic Culture Technology and Education , 1 (12), 2849. 
https://doi.org/10.54443/sibatik.v1i12.460 

Palupi, ME, & Zulfa, M. (2024). Improving Sub-district Employee Performance through Altruistic 
Leadership, Intrinsic Motivation, and Organizational Culture. Solusi , 22 (3), 296. 
https://doi.org/10.26623/slsi.v22i3.9778 

Purnomo, J. (2024). E-HRM as a Mediator of the Relationship Between Work Competence and 
Work Motivation on Employee Performance. CENTRALIZATION , 13 (2), 112. 
https://doi.org/10.33506/sl.v13i2.3199 

Putra, GA (2023). Correlation of Organizational Communication Climate with Employee Work 
Motivation: An Analytical Study in Achieving Organizational Goals. INNOVATIVE 
Journal of Social Science Research , 3 (6), 4518. https://doi.org/10.31004/innovative.v3i6.6745 

Putra, IKAT, & Surya, IBK (2023). THE ROLE OF WORK MOTIVATION IN MEDIATING 
THE INFLUENCE OF ORGANIZATIONAL CULTURE ON EMPLOYEE 
PERFORMANCE. E-Journal of Management, Udayana University , 12 (5), 481. 
https://doi.org/10.24843/ejmunud.2023.v12.i05.p03 

Putri, NM (2022). THE EFFECT OF NON-PHYSICAL WORK ENVIRONMENT ON 
EMPLOYEE JOB SATISFACTION THROUGH WORK MOTIVATION AT PT. 
FUBORU INDONESIA. Journal of Management Science , 502. 
https://doi.org/10.26740/jim.v10n2.p502-509 

Putri, NR, Jarul, M., & Nugroho, CA (2025). THE MEDIATION ROLE OF MOTIVATION 
ON FACTORS INFLUENCING TURNOVER INTENTION. Journal of Economic and 
Business Research , 18 (2), 144. https://doi.org/10.26623/jreb.v18i2.12417 

Qiao, G., Li, Y., & Hong, A. (2024). The Strategic Role of Digital Transformation: Leveraging 
Digital Leadership to Enhance Employee Performance and Organizational Commitment 
in the Digital Era. Systems , 12 (11), 457. https://doi.org/10.3390/systems12110457 

Qorzhah, HF, & Fauziah, SP (2025). The Influence of Motivation Theory on Job Satisfaction in a 
Modern Work Environment. Karimah Tauhid. , 4 (9), 6992. 
https://doi.org/10.30997/karimahtauhid.v4i9.20815 

Rada, R., Widyakto, A., NSS, Rr. LP, & Triyani, D. (2024). DETERMINANTS OF EMPLOYEE 
PERFORMANCE WITH JOB SATISFACTION AS AN INTERVENING 
VARIABLE. Solusi , 22 (2), 163. https://doi.org/10.26623/slsi.v22i2.8979 

Ramadhani, AD, & Habibi, M. (2025). THE RELATIONSHIP BETWEEN SELF-EFFICACY 
AND DIGITAL LITERACY ON LEARNING MOTIVATION OF GRADE V 
ELEMENTARY SCHOOL STUDENTS. ELSE (Elementary School Education Journal) 
Journal of Elementary School Education and Learning , 8 (3). 
https://doi.org/10.30651/else.v8i3.24983 

Randi, RW (2023). The Influence of Organizational Communication Climate and Leadership 
Communication Style on Employee Performance. JIEM (Journal of Islamic Education 
Management) , 7 (1), 79. https://doi.org/10.24235/jiem.v7i1.14131 

Renaldi, A. (2022). DETERMINATION OF WORK CULTURE AND PERFORMANCE: 
MOTIVATION ANALYSIS AND INFORMATION TECHNOLOGY 
(LITERATURE REVIEW OF HUMAN RESOURCE MANAGEMENT). Dynasty 
International Journal of Digital Business Management , 3 (4), 532. 
https://doi.org/10.31933/dijdbm.v3i4.1255 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj


Al- Kharaj : Journal of Islamic Economics and Business 
Volume 8 (2), 2026 

 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj                                       4446 

   

Rismawati, D., Hadian, D., Manik, E., & Titi, T. (2021). THE EFFECT OF COMPENSATION 
AND WORK MOTIVATION ON EMPLOYEE PERFORMANCE. Business & Science 
& Technology Magazine , 14 (2), 83. https://doi.org/10.55208/bistek.v14i2.234 

Rosvita, V., Setyowati, E., & Fanani, Z. (2023). THE EFFECT OF ORGANIZATIONAL 
CULTURE ON EMPLOYEE PERFORMANCE. Indonesian Journal of Pharmacy , 2 (1), 46. 
https://doi.org/10.26751/ijf.v2i1.418 

Roth ‐ Rawald, J., Maaß, U., Mai, S., & Weck, F. (2023). Exposure therapy for health anxiety: 
Effectiveness and response rates in routine care of an outpatient clinic. Journal of Clinical 
Psychology , 79 (12), 2884. https://doi.org/10.1002/jclp.23587 

Safitri, MD, Abidin, AZ, & Afifuddin, A. (2024). Optimizing Employee Performance in Digital 
Media Management of Sekapuk Village-Owned Enterprises Through the Smart Goals 
Framework. JIAP (Journal of Public Administration Science) , 12 (1), 102. 
https://doi.org/10.31764/jiap.v12i1.22300 

Samudra, GW, Dwiatmadja, C., & Sugiarti, R. (2023). The influence of compensation and work 
environment on employee performance through motivation as an intervening variable 
(Study at BPR Weleri Makmur Gayamsari Head Office). Journal of Economic and Business 
Research , 16 (2), 176. https://doi.org/10.26623/jreb.v16i2.6433 

Samuel, L., & Ramli, A.H. (2024). The Effect of Digital Leadership and Employee Empowerment 
on Employee Performance Mediated by Organizational Commitment in the 
Manufacturing Industry. Journal of Economics and Business UBS , 13 (1), 282. 
https://doi.org/10.52644/joeb.v13i1.1501 

Sazly, S., Tambunan, D., Harun, M., & Saputra, SA (2024). COMPENSATION, MOTIVATION, 
PERFORMANCE AND WORK SPIRITUALITY OF LECTURERS: A STRATEGY 
MODEL FOR DEVELOPING HIGHER EDUCATION RESOURCES IN 
INDONESIA. Dynamic Management Journal , 8 (1), 195. 
https://doi.org/10.31000/dmj.v8i1.10600 

Septa, EE, & Erdiansyah, R. (2024). The influence of work culture and work motivation on 
employee performance with work discipline as a mediating variable. Journal of Business 
Management and Entrepreneurship , 8 (3), 657. https://doi.org/10.24912/jmbk.v8i3.30240 

Setyowati, A., Mukhsin, Moh., Suhendra, I., & Haryadi, D. (2023). Mediation of Work Motivation 
and Competence Relationships in Improving Employee Performance. Business Management 
Journal , 19 (1), 19. https://doi.org/10.30813/bmj.v19i1.3666 

Shafira, MA, Simanjuntak, R., & Gultom, P. (2024). Analysis of the Influence of Work 
Compensation, Work Motivation, and Job Satisfaction on Employee Performance at PT 
Lintas Buana Unggul with Length of Service as a Moderating Variable. INNOVATIVE 
Journal of Social Science Research , 4 (3), 10981. 
https://doi.org/10.31004/innovative.v4i3.10286 

Shobirin, A., & Siharis, AK (2022). THE EFFECT OF LEADERSHIP, WORK 
ENVIRONMENT, COMPENSATION, AND WORK MOTIVATION ON 
EMPLOYEE PERFORMANCE: A LITERATURE STUDY. Transekonomika Accounting, 
Business and Finance , 2 (5), 235. https://doi.org/10.55047/transekonomika.v2i5.188 

Sinambela, EA (2021). WORK MOTIVATION AND ORGANIZATIONAL SUPPORT AND 
THEIR INFLUENCE ON ORGANIZATIONAL COMMITMENT. Baruna Horizon 
Journal , 4 (1), 34. https://doi.org/10.52310/jbhorizon.v4i1.55 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj


Marli, et al 

The Impact of Digital Competence and Organizational Climate on Employee Performance... 

https://ejournal.iainpalopo.ac.id/index.php/alkharaj                                       4447 

   

Sulistiarini, I., Fatimah, & Wildan, MA (2025). THE ROLE OF DIGITAL 
TRANSFORMATION ON HUMAN RESOURCE COMPETENCY AND BUMDes 
INDEPENDENCE. E-Journal of Management, Udayana University , 14 (9), 741. 
https://doi.org/10.24843/ejmunud.2025.v14.i9.p05 

Sun, T., & Yoon, M. (2025). The impact of digital transformation on faculty performance in higher 
education: the mediating role of digital self-efficacy and the moderating role of task-
technology fit. Frontiers in Psychology , 16 . https://doi.org/10.3389/fpsyg.2025.1693375 

Susilo, MA, Jufrizen, J., & Khair, H. (2023). The Influence of Organizational Climate and 
Motivation on Employee Performance through Organizational Citizenship Behavior. Jesya 
(Journal of Economics & Sharia Economics) , 6 (1), 587. 
https://doi.org/10.36778/jesya.v6i1.976 

Syahrani, AI, Putri, AK, Sharon, A., Diani, VR, Cahyani, ZN, & Mangundjaya, WL (2025). Human 
Resource Management Strategies to Improve Employee Performance in the Digital Era. 
Journal of Digital Management and Marketing , 3 (2), 56. 
https://doi.org/10.38035/jmpd.v3i2.312 

Widihartono, RP, & Ahmadi, MA (2024). The Effect of Training on Employee Performance in 
the Digital Era. Scientific Journal of Economics, Management, and Business , 2 (4), 204. 
https://doi.org/10.60023/ye0a0g07 

Widodo, DS, & Yandi, A. (2022). Employee Performance Model: Competence, Compensation, 
and Motivation (HR Literature Review). Multidisciplinary Journal of Science , 1 (1), 1. 
https://doi.org/10.38035/jim.v1i1.1 

Wulandari, A., & Aprianti, K. (2023). THE EFFECT OF WORK MOTIVATION AND 
ORGANIZATIONAL CLIMATE ON EMPLOYEE PERFORMANCE AT THE 
DEPARTMENT OF COOPERATIVES, INDUSTRY, AND TRADE OF BIMA CITY. 
SHARING JOURNAL OF ISLAMIC ECONOMICS MANAGEMENT AND 
BUSINESS , 2 (1), 157. https://doi.org/10.31004/sharing.v2i1.15575 

  Ye, L., Li, Y., & Zhang, N. (2025). The impact of autonomy-supportive organizational 
environments on employees’ emotions and creative performance: A self-determination 
theory perspective. PLoS ONE, 20(5). https://doi.org/10.1371/journal.pone.0322184  

  Zaeni, N., Walda, W., & Ayu, M. (2023). The Impact of Motivation and Work Discipline on 
Employee Performance. Advances Jurnal Ekonomi & Bisnis, 1(2). 
https://doi.org/10.60079/ajeb.v1i2.93  

https://ejournal.iainpalopo.ac.id/index.php/alkharaj

