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ABSTRACT 

This study aims to examine the effect of work experience, motivation, and culture on auditor performance by mediating self 

efficacy. This study uses a quantitative approach. This research was conducted at the Inspectorate of Maros Regency and the 

Inspectorate of Makassar City. Data obtained using the survey instrument method used in the form of a questionnaire. The 

research sample of 60 respondents who in the sample using a purposive sampling method. Data were analyzed using multiple 

regression methods. The results showed that (1) work experience influenced auditor performance; (2) motivation affects the 

auditor's performance; (3) culture influences auditor performance; and (4) work experience, motivation, and culture influence the 

auditor's performance which is mediated by self efficacy. 
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1 Introduction 

The Government Internal Supervisory 

Apparatus or Internal Auditor is an apparatus that 

conducts Internal Supervision covering the entire 

process of audit, review, evaluation, monitoring, 

and other supervision activities in the form of 

assistance, outreach and consultancy on the 

implementation of tasks and functions of the 

organization in order to provide adequate 

assurance that the activities has been  carried out 

in accordance with the benchmarks that have been 

set effectively and efficiently for the interests of 

the leadership in realizing good governance. 

In the audit standard where audit quality is 

influenced by expertise which states that the 

auditor must have the knowledge, skills and other 

competencies needed to carry out his 

responsibilities with the auditor's criteria must 

have a minimum education level of Starata one 

(S1), have competence in auditing, accounting, 

government administration, communicates and 

already has an auditor functional position 

certificate and follows continuing professional 

education and training. Auditing standards require 

an auditor to use his professional skills carefully 

and thoroughly, have the expertise and 

educational background of formal auditing and 

sufficient work experience in the profession.  

Work experience is the level of mastery of 

knowledge and skills possessed by employees in 

work that can be measured from the period of 

work 1 and the type of work that the employee 

has done in a certain period. This is in line with 

the theory stated by Robbins and Timothy (2008) 

that work experience is based on employees' 

knowledge and skills. Martoyo (2007) and Alwi 

(2001) state that work experience is based on the 

length of work or the length of time an employee 

has worked. Syukur (2001) and Hariandja (2002) 

state that work experience is based on the type of 

work that has been done during a certain period. 

Innovative behavior can improve employee 

performance, the influence will be stronger when 

employees have high work experience. Patterson 

(2014) innovative behavior is the process by 

which individuals are able to work with strong 
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innovation power. By communicating one's 

intellectual capital to others. Innovative behavior 

can be interpreted as the degree to which a person 

actually conducts innovation behavior, it can also 

be understood as a behavior where someone 

voluntarily provides access to others about 

innovation and experience. 

Lukito et.al (2016) found work experience to 

influence performance. In line with previous 

research conducted by Poh and Zi 

(2001), Michael et.al (2011), and Labre nz (2014) 

which states that work experience can improve 

performance. Kotter and Heskett (1992) 

state culture in organizations can have a 

significant impact on long-term economic 

performance. Organizations with a culture that 

emphasizes every major component of managerial 

and managerial leadership at all levels performing 

mel ebihi organizations that do not have these 

characteristics with a big difference.  

A strong culture helps business performance 

because it creates an extraordinary level of 

motivation in employees. Values and behaviors 

shared together make people feel comfortable 

working for an organization. Robbins and Judge 

(2011) state that culture is a system that is owned 

by members of the organization that makes the 

organization different from other 

organizations. Kwan JG and Eddy MS (2013) 

found that culture influences performance. This 

result is in line with CM Sibuea Agnesi and 

Anthon Rustono (2015), Tri Mardiana and 

Sucahyo Heriningsih (2016). In addition Nur 

Chasanah (2008) states culture is very important 

to empower staff or employees, an increasing 

strength is the need to instill in each and every 

person is very necessary for those who understand 

the true meaning of culture. 

Mangkunegara (2000) states that 

performance is the result of work achieved by 

someone in carrying out tasks in accordance with 

the responsibilities given to him. Factors affecting 

performance is the ability (ability) and motivation 

factors. Wood and Bailey, (2001) conducted 

research and the results support the theory of goal 

setting Goal Setting Theory). 

Lukito et.al (2016) found that motivation has 

a positive effect on employee performance. This 

means that when motivation is increased, 

employee performance increases. This supports 

previous research by Galia (2007), Cheng (2011), 

Patterson (2014) which states that intrinsic 

motivation can improve performance. Based on 

some of the research above explains that the 

higher the motivation of individuals will have an 

impact on performance this is in line with 

Hezerbeg's motivation theory (1987). Kwan JG 

and Eddy MS (2013) suggested that culture 

and self- efficacy influence employee 

performance, as well as cultural influence on 

employee performance through self-efficacy as an 

intervening variable. The results of this study 

explain the motivation theory and goal setting 

theory where individuals with good culture self-

efficacy will make individual motivation increase 

and lead to performance due to the target to be 

achieved (Goal Setting Theory). 

Bandura (2000) suggested that the 

importance of self-efficacy will affect the effort 

required and ultimately seen from performance. In 

addition, research conducted by Nur Chasanah 

(2008) found that self-efficacy influences 

performance. 

This study is a replication of research from 

Mardiana and Sucahyo (2016), where there are 

differences and renewal with this study, namely 

the addition of work experience variables. 

Based on the description on the background 

of the problem, the problem formulation in this 

study is as follows: 

1. Does work experience affect the 

Auditor's performance? 

2.  Does motivation affect the 

Auditor's performance? 

3. Does culture influence Auditor 

performance? 

4. Does work experience, motivation, 

culture influence performance?  

 

2 Research Methodology 

This research is an explanatory research 

explaining the relationship between 
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variables through hypothesis testing conducted at 

the Maros Regency Inspectorate and Makassar 

City Inspectorate. Data obtained using the survey 

instrument method used in the form of a 

questionnaire. The research sample of 60 

respondents who in the sample using a purposive 

sampling method. Data were analyzed using 

multiple regression methods.   

Sources of data in this study are primary data 

and secondary data. Primary data in this study 

were obtained directly from individual 

respondents, namely internal auditors at the 

Makassar City and Maros Regency 

Inspectorates. While the secondary data in this 

study in the form of information obtained through 

supporting documents regarding the object under 

study. 

Hypothesis testing is done by multiple 

regression analysis methods (multiple regression 

analysis) which is used to determine the effect of 

the dependent variable with several independent 

variables. This test is used to determine the effect 

of work experience variables (WE), motivation 

(MV), culture (CL) on auditor performance (K) 

mediated by Self Efficasy (SE). The linear 

regression equation is as follows: 

Y = βo + β1X1 + β2X2 + β3X3 + β4X4 + 

e 

Description:                            

Y = APIP performance                            

β0 = constant                            

β1, β2, β3, β4 = Constants              

X1 = work experience                            

X2 = Motivation                            

X3 = Organizational Culture                       

     

X4 = Self Efficacy                            

e = error                            

  

3 Results and Discussion 

The populations in this study were internal 

auditors in Maros Regency and Makassar 

City. The samples in this study are civil servants 

(PNS) who work in the scope of the Regional 

Government of Maros Regency and Makassar 

City. Researchers submit questionnaires and take 

back the questionnaire. The questionnaires 

distributed totaled 80, with details of 40 copies for 

Maros Regency internal auditors and 40 copies of 

Makassar City internal auditors. 

 

Table 1. Questionnaire 

No Information amount % 

1 Total questionnaires distributed 80 100% 

2 Questionnaire that is incomplete data or 

filling 

15 19% 

3 Questionnaire that is not filled out or not 

returned 

5 6% 

4 Total processed questionnaire 60 75% 

Source: Data Processed, 2018 

 

The Internal Auditor gender with the male sex 

is 37 people (62%), and women are 23 people 

(38%). This shows that the auditor is dominated 

by men, this condition can be a consideration that 

if it is open, the addition of new auditors should 

prioritize and prioritize the gender of women with 

the condition that they must meet the specified 

qualifications.  

Age 

The age of Internal Auditors is based on table 

5.2 where the age of 20 to 30 years is 6 people 

(10%), auditors aged 31 to 40 years are 29 people 

(48%), Internal Auditors with ages 41 to 50 years 

are 17 people (28%), and Internal Auditors who 

are more than 50 years old amounted to 8 people 

(14%). This shows that Internal Auditors with the 

most dominant age ranged from 31 to 40 years. At 

this age is a productive age as an auditor so that 
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working hours in carrying out audits must be 

given more opportunities so that the experience 

and problems in carrying out work as an auditor is 

getting better.  

Last education  

The level of education of the Internal Auditor 

in this study consisted of strata 1 (S1) totaling 34 

people (56%). Whereas Internal Auditors with 

postgraduate education (S2) numbered 26 people 

(44%). Table 5.2 indicates that the level of 

knowledge and ability of Internal Auditors with 

an S1 degree is more dominant so that in carrying 

out professional and responsive supervision and 

examinations to encourage the realization of good 

financial governance.  

Years of service  

Internal auditors who have work experience 

between 0 - 5 years totaling 12 people (20%), 

Internal Auditors who have work experience of 

between 6-10 years totaling 25 people 

(42%). Furthermore, the work experience of 

Internal Auditors between 11-15 years totals 15 

people (25%) and Internal Auditors who have 

work experience of more than 16 years totaling 8 

people (13%). It shows that work experience 

between 6 years and 10 years, 42% of which are 

owned by Internal Auditors have enough 

experience in conducting audits and supervision in 

regional financial management. A summary 

explanation of the description above can be seen 

in table 5.2 following. 

 

Table 2. Gender, Age, Education, and Years of Research Respondents 

No. Characteristics Criteria 
Frequency 

(person) 

Percentage 

(%) 

1 Gender Male 37 62 

    Girl 23 38 

    Total 60 100 

2 Age 20 to 30 years 6 10 

    31 to 40 years 29 48 

    41 to 50 years 17 28 

    More than 50 

years 

8 14 

    Total 60 100 

3 Education Bachelor degree) 34 56 

    Masters (S2) 26 44 

    Doctorate (S3) - - 

    Total 60 100 

4 Years of service 0 to 5 years 12 20 

    6 to 10 years 25 42 

    11 to 15 years 15 25 

    More than 16 

years 

8 13 

    Total 60 100 

Source: Data Processed, 2018 

 

Descriptive statistics of this research variable 

are seen from the minimum (Min), maximum 

( Max ) and average ( Mean ) values . The sample 

data used in this study were 60 

respondents. Based on the data collected, the 

results of the respondents' answers are shown in 

table 3 below. 
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Table 3. Descriptive Statistics 

Variable 

Theoretical 

Range 

The Real Range 

Average 

Min Max Min Max 

WE (Work 

Experience) 

7 35 15 35 22.43 

Motivation (MV) 8 40 10 32 20.95 

Culture (CL) 6 30 6 28 12.60 

Self Efficacy (SE) 7 35 7 30 14.50 

Auditor 

Performance (K) 

6 30 18 30 32.10 

Source: Data Processed, 2018 

  

Work experience is according to Foster 

(2001) there are several indicators to determine an 

employee's work experience, namely: the length 

of time or work period, which means a measure of 

the length of time or years of work a person has 

taken, better in understanding the tasks to be done 

and work well done. And work experience (WE) 

has 3 indicators: (1.) Length of time or work 

period, (2.) Level of knowledge and skills 

possessed, (3.) Mastery of work. 

Work motivation is a psychological force in a 

person that determines the direction of one's 

behavior in the organization, the level of effort, 

and persistence in the face of obstacles. And 

Motivation has 2 indicators: (1.) Insterensic, (2.) 

Esterensic. 

Culture is a system or patterns of values, 

symbols, rituals, myths, and practices that 

continue; directing people to behave quickly in an 

effort to solve the problem Robbins and Judge 

(2008). Culture has 3 indicators, namely: (1.) 

Innovation and courage to make decisions, (2.) 

Team orientation, (3.) Aggressiveness. 

Self-efficacy is a person's self-confidence to 

carry out tasks at a certain level that affects 

personal activity towards the achievement of 

Jones's (1986) task. Self Efficacy has 4 indicators, 

namely: (1.) Feeling able to do work, (2.) Better 

ability, (3.) Happy with challenging work, (4.) 

Satisfaction with work. 

Performance is the result of work achieved by 

a person in carrying out the tasks assigned to him 

based on skill, experience, resilience and 

time. Fisher and Richard T (2001) suggested that 

Performance has 4 indicators, namely: (1.) 

Quality of work, (2.) Quantity of work, (3.) 

Responsibility for work, (4.) Standards of Work 

results. 

  

Testing the Validity and Reliability of 

Instruments  

Validity and Reliability Tests of the instruments 

have been carried out and all data are valid and 

reliable. In determining the feasibility of an item 

to be used, a significance coefficient correlation 

test is usually performed at the 0.05 significance 

level, meaning that an item is considered valid if it 

has a significant correlation to the total score. The 

results of the calculation of each indicator have a 

significant value of all variables. 

  

Reliability test is used to measure the consistency 

of statements from time to time. In this study the 

reliability test uses the Cronbach value. Alpha A 

variable is said to be reliable if it gives a 

Cronbach Alpha value> 0.60. All variables have 

Cronbach Alpha> 0.60 so that all of them are 

declared reliable. 

Classic assumption test 

Before the regression analysis can be interpreted, 

it is first tested classical assumptions which 

include the assumption of normality, 

heterokedastisitas, and multicollinearity. 

Normality test 
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Normality test uses histogram chart analysis and 

normal probability plot and One Sample 

Kolmogrof-Smirnov statistical analysis. The test 

results show that evenly distributed and clustered 

in the middle of this case means that the 

distribution data is normal. 

   

Multicollinearity Test 

Multicollinearity test to test whether the 

regression model found a correlation between 

independent variables. A good regression model 

where there should be no correlation between 

independent variables. Multicollinearity test uses 

VIF value and tolerance value. The existence of 

multicollinearity indicated tolerance value <0.1, 

and VIF value> 10. The results of the calculation 

of tolerance and VIF values showed a tolerance 

value greater than 0.1, and a VIF value less than 

10 indicates that this regression model had no 

multicollinearity problem. 

   

  

Heterokedasticity Test 

Heteroscedasticity testing uses a plot graph 

between the predicted value of the dependent 

variable (dependent) internal audit performance, 

namely ZPRED with the residual SRESID. The 

results showed that there were no clear patterns 

and points spread above and below the number 0 

on the y axis and concluded heteroscedasticity did 

not occur.  

 

Hypothesis test  

Effect of Work Experience on Auditor 

Performance 

Table 7 regression analysis using the SPSS 

program produces a summary model showing that 

the magnitude of adjusted R² is 0.525, this means 

that 52.5% of the variation in Auditor 

Performance can be explained by variations of the 

independent variables of work experience, while 

47.5% is explained by other causes outside 

model.  

Table 7. Summary Model 

Model R R Square 
Adjusted R. 

Square 

Std. Error of the 

Estimate 

1 .730 
a
  .533 .525 2,188 

a. Predictors: (Constant), WE 

 Source: Data Processed, 2018 

  

Table8 the results where the constants of 

11.113 and a regression coefficient of 

experience  working the 0447 audit performance 

variables influenced by the work experience with 

the mathematical equation: Performance = 11.113 

+0447 Auditor Work Experience. 

 

Table 8. Coefficients 

 Model 
Unstandardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

  B Std. Error Beta     

(Constant) 
1
 11,113 1,420   7,828 .000 

WE .447 .055 .730 8,137 .000 

a. Dependent Variable: K 

 Source: Data Processed, 2018 

  

Based on table 7 and table 8 where the results 

show that audit performance is influenced by 

work experience. 

Effect of 

Motivationon Auditor Performance               
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Table 9 regression analysis of the summary 

model shows that the magnitude of adjusted R² is 

0.326, this means that 32.6% of the variation in 

Auditor Performance can be explained by 

variations of the independent motivational 

variables, while 67.4% is explained by other 

causes outside the model. 

 

Table 9. Summary Model 

Model R R Square 
Adjusted R. 

Square 

Std. Error of the 

Estimate 

1 . 581 
a
 338 .326 2,606 

a. Predictors: (Constant), MV 

 Source: Data Processed, 2018 

  

Table 10 results where the constant is 15.529 

and the regression coefficient of motivation is 

0.330, the auditor performance variable is 

influenced by motivation with mathematical 

equations: Auditor Performance = 15,529 + 

03,330 Motivation 

 

Table 10. Coefficients 

 Model 
Unstandardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

  B Std. Error Beta     

(Constant) 
1
 15,529 1,314   11,822 .000 

MV .330 .061 .581 5,437 .000 

a. Dependent Variable: K 

 Source: Data Processed, 2018 

  

Based on table 9 and table 10 where the 

results indicate that the auditor's performance is 

influenced by motivation. 

  

Cultural Influences on Auditor performance 

Table 11 of the model summary regression 

analysis shows that the magnitude of adjusted R² 

is 0.228, this means that 22.8% of Auditor 

Performance variation can be explained by 

variations of cultural independent variables, while 

77.2% is explained by other causes outside the 

model. 

 

Table 11. Summary Model 

Model R R Square 
Adjusted R. 

Square 

Std. Error of the 

Estimate 

1 .491 
a
  .241 .228 2,790 

a. Predictors: (Constant), CL 

Source: Data Processed, 2018 

  

Table 12 results where the constant is 19.046 

and the culture regression coefficient is 0.269, the 

audit performance variable is influenced by 

culture with a mathematical equation: Auditor's 

Performance = 19,046 + 0,269 Culture. 
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Table 12. Coefficients 

 Model 
Unstandardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

  B Std. Error Beta     

(Constant) 
1
 19,046,867   21,959 .000 

CL 269 .063 .491 4,292 .000 

                              a.Dependent Variable: K 

Source: Data Processed, 2018 

  

Based on table 11 and table 12 where the 

results indicate that auditor performance is 

influenced by culture. 

  

Effect of Work Experience, Motivation, 

Culture on Auditor Performance mediated 

by Self-efficacy  

Table 5.13 summary regression models 

showed that the adjusted R ² is 0.697 this means 

that 69.7% of the variation Self-efficacy can be 

explained by the variation of the independent 

variables work experience, motivation and 

culture, while 30.3% is explained by other 

causes outer model. 

 

Table 13. Summary Model 

Model R R Square 
Adjusted R. 

Square 

Std. Error of the 

Estimate 

1 .844 
a 
 .713 .697 3,071 

a. Predictors: (Constant), CL, WE, MV 

Source: Data Processed, 2018 

  

The results in table 14 which provide 

unstandardized beta values for work 

experience variables are 0.406, motivation 

variables are 0.243 and cultural variables are 

0.817 and significant are, among others, work 

experience variables (0.001), motivation (0.038) 

and culture (0.000). 

 

Table 14. Coefficients 

 Model 
Unstandardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

  B Std. Error Beta     

(Constant) 
1
   9,406 2,205   4,266 .000 

WE    .406 .121 .378 3,348 .001 

MV    .243 .115 .244 2,122 .038 

CL    .817,072 .849 11,370 .000 

                              a.Dependent Variable: SE 

Source: Data Processed, 2018 

  

Whereas in table 15 regression analysis 

where the influence of work experience, 

motivation, culture and self-efficacy shows that 

the amount of adjusted R2 of 0.850 this means 

that 85% variation in Auditor Performance can be 

explained by variations of the independent 

variables work experience, motivation, culture 

and self-efficacy while 15% is explained  by other 

reasons outside the model.              
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Table 15. Summary Model 

 Model R R Square 
Adjusted R. 

Square 

Std. Error of the 

Estimate 

1 .927 
a
 .860 .850 1,230 

a. Predictors: (Constant), SE, CL, WE, MV 

Source: Data Processed, 2018 

  

The results in table 16 which provide 

unstandardized beta values for work experience 

variables are 0.395, motivation variables are 

0.122, cultural variables are 0.137, and self-

efficacy variables are 0.207 and significant are, 

among others, work experience variables (0,000), 

motivation (0.014) , culture (0.012), and self-

efficacy (0,000)              

 

Table 16. Coefficients 

 Model 
Unstandardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

  B Std. Error Beta     

(Constant) 
1
   5,140 1,017   5,055 .000 

WE    .395 .053 646 7,426 .000 

MV    .122 .048 .214 2,547 .014 

CL    .137,052 .250 2,611 .012 

SE   .207 .054 .364   3,868 .000 

a. Dependent Variable: K 

Source: Data Processed, 2018 

  

Baron and Kenny (1986) state that for the 

mediation test it is necessary to estimate three 

regression tests, namely (1) the regression test of 

the independent variable to the mediator, (2) 

independent of the dependent, and (3) the 

mediator of the dependent.  

 

 
Fig 3. Mediation  

  

Direct Influence   

                 To calculate the direct effect, the 

following formula is used: 

a. Equation 1 

1. Effect of work experience on self-

efficacy = 0.406 

2. Effect of motivation on self-efficacy = 

0.243 

 

                                                      P2                P3 

    

                                                                             P1                                                     

  

 

Mediated Self 

Efficacy 

Indenpendent Variable 

1. Work Experience 

2. Motivation 

3. Culture 

Dependent Variable . 

Auditor Performance 

Kinerja Audit 
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3. Cultural influences on self efficacy = 

0.817 

b. Equation 2 

1. Effect of work experience on auditor 

performance = 0.395 

2. The influence of motivation on auditor 

performance = 0.122 

3. Cultural influences on auditor performance 

= 0.137 

4. The effect of self efficacy on auditor 

performance = 0.207 

The path analysis results show that work 

experience, motivation and culture directly 

influence the auditor's performance and also 

indirectly influence self-efficacy (as an 

intervening) then to the auditor's performance. 

   

Indirect Effect (p2 x p3) 

a. Effect of work experience on auditor 

performance mediated by self efficacy = (0.406 

x 0.207) = 0.084 

b. The influence of motivation on auditor 

performance is mediated by self efficacy = 

(0.243 x 0.207) = 0.050 

c. Cultural influences on auditor performance 

mediated by self efficacy = (0.817 x 0.207) = 

0.169 

   

Total direct effect (p1 + (p2 x p3) 

a. Effect of work experience on auditor 

performance mediated by self efficacy = 0.395 

+ 0.084 = 0.479. 

b. The influence of motivation on auditor 

performance is mediated by self efficacy = 

0.122 + 0.050 = 0.172 

c. Cultural influences on auditor performance 

mediated by self efficacy = 0.137 + 0.169 = 

0.306 

Based on calculations using Baron and Kenny 

the total direct effect of work experience on 

auditor performance mediated by self-efficacy 

is 0.479 compared to the indirect effect of work 

experience on auditor performance mediated 

by self-efficacy of 0.084. While total direct effect 

of motivation on the performance of auditors 

mediated by self-efficacy of 0172 compared to the 

indirect influence of motivation on the 

performance of auditors mediated by self-

efficacy by 0050, and total direct influence of 

culture on the performance of auditors mediated 

by self-efficacy se great 0306 and compared with 

the indirect effect of culture on auditor 

performance mediated by self-efficacy by 0.169 

Seeing the results of the total direct relationship of 

all variables and compared with the indirect effect 

is interpreted that the self-efficacy variable is a 

mediating variable that strengthens the 

relationship of work experience, motivation and 

culture towards auditor 

performance.                                           

  

Calculate the standard error of the indirect 

effect coefficient using the sobel test as follows 

a. Effect of work experience on the 

performance of the auditor's self-

efficacy as a mediator 

Sp2p3 = √ p3²Sp2² + p2 Sp3² + Sp2² Sp3² 

 

Sp2p3 = √ (0.207) ² (0.121) ² + (0.406) ² (0.054) ² 

+ (0.121) ² (0.054) ² 

 

Sp2p3 = √ (0.043) (0.015) + (0.165) (0.003) + 

(0.015) (0.003) 

 

Sp2p3 = √ 0.001 + 0,000 + 0,000         

 

Sp2p3 = √ 0.001 

 

Sp2p3 = 0.032 

  

Based on the results of Sp2p3 then calculate 

the t value of the mediating effect using the 

following formula:. 

. 

 

t=p2p3 / sp2p3 

 

t =0.084 / 0.032 

   

t = 2,625 
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Based on the results of the calculated t value 

2.625 is greater than t table with a significance 

level of 0.05 that is equal to 0.250 it can be 

concluded that the mediation coefficient is 0.084 

significant which means there is a mediating 

effect. 

  

b. The influence of motivation on the 

performance of the auditor's self-

efficacy as mediation 

 

Sp2p3 = √ p3²Sp2² + p2 Sp3² + Sp2² 

Sp3²  

Sp2p3 = √ (0.207) ² (0.115) ² + (0.243) ² (0.054) ² 

+ (0.115) ² (0.054) ² 

 

Sp2p3 = √ (0.043) (0.013) + (0.059) (0.003) + 

(0.013) (0.003) 

 

Sp2p3 = √ 0.001 + 0,000 + 0,000         

 

Sp2p3 = √ 0.001 

Sp2p3 = 0.032 

Based on the results of Sp2p3 then calculate 

the t value of the mediating effect using the 

following formula: 

                             

              t = p2p3 / sp2p3 

 

                             

t =0.050 / 0.032 

                     

              t = 1,563 

  

Based on the results of the t value of 1.563 is 

greater than t table with a significance level of 

0.05 that is equal to 0.250 it can be concluded that 

the mediation coefficient is 0.050 significant 

which means there is a mediating effect. 

c. Cultural influences on auditor 

performance self-efficacy as mediation 

 

Sp2p3 = √ p3²Sp2² + p2 Sp3² + Sp2² Sp3² 

 

Sp2p3 = √ (0.207) ² (0.072) ² + (0.817) ² (0.054) ² 

+ (0.072) ² (0.054) ² 

 

Sp2p3 = √ (0.043) (0.005) + (0.667) (0.003) + 

(0.005) (0.003) 

 

Sp2p3 = √ 0,000 + 0.002 + 0,000         

 

Sp2p3 = √ 0.002 

Sp2p3 = 0.045 

Based on the results of Sp2p3 then calculate 

the t value of the mediating effect using the 

following formula: 

                             

              t =p2p3 / sp2p3 

                             

                           t = 0.169 / 0.045 

 

               t = 3,756 

  

Based on the results of the t value of 3.756 is 

greater than t table with a significance level of 

0.05 that is equal to 0.250, it can be concluded 

that the mediation coefficient is 0.169, which 

means that there is a mediating effect. 

 

Effect of Work Experience on Auditor 

Performance 

Testing the work experience and performance 

of auditors with a significant level of 0,000 and a 

regression coefficient of 0.447 which shows a 

positive relationship. This means that the higher 

the work experience of an auditor, the 

performance of an auditor is increasing. Based on 

these results the work experience hypothesis 

affects the auditor's performance received. 

Based on the results of the characteristics of 

respondents long time working in table 5.2 

explains that respondents long worked from 5 

years to 15 years by 67%. The results of this study 

indicate that the longer an auditor works, the 

better in understanding his duties and functions so 

that an auditor easily increases audit 

performance. With the increase in audit 

performance in line with the goal-setting theory 

(Goal Setting Theory) which provides an 

explanation of the behavior that determines a 

person to be able to decide what should be done to 
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achieve the objectives to be achieved, in this case 

the objectives of an auditor how to improve 

performance when conducting audits. 

This study is in line with research by Komang 

EY et.al (2016) finding that work experience 

influences performance. In addition, the study is 

in line with research by Poh and Zi (2001), 

Michael et.al (2011), and Labrenz (2014) showing 

work experience influences performance, where 

work experience is improved, so performance 

increases. 

 

Effect of Motivation on Auditor Performance 

The results of this study where motivation 

affects the performance of auditors with a 

significant level of 0,000 with a regression 

coefficient of 0.330 and shows a positive 

relationship. This shows that the higher the 

motivation of an auditor, the more performance 

increases. Based on the results of this study, the 

hypothesis of the influence of motivation on 

auditor performance was accepted. Based on table 

5.2 the characteristics of respondents where the 

age between 20 years to 50 years by 58% and the 

sex of the respondents 62% of men is interpreted 

that the age of the respondent in the productive 

period so that it can be said that the respondents' 

motivation level is very high. With a very high 

motivation will encourage productivity that 

impact on performance in conducting 

examinations. 

The results of this study are in line with 

Herzberg and Frederick (in Gibson stating that 

intrinsic motivation is a driving force that arises 

from within an employee to work well in order to 

achieve higher performance. In addition, 

Nawawi's (2001) study states that extrinsic 

motivation is a work driver sourced from outside 

the worker himself as an individual in the form of 

a condition that requires him to carry out the work 

to the fullest. 

In addition this study is in line with research 

by Heri Puspito et.al (2016), Galia (2007), Cheng 

(2011), Patterson (2014) states that intrinsic and 

extrinsic motivation affect performance, which 

means that when intrinsic and extrinsic motivation 

is increased , then employee performance 

increases. This study is also in line with the 

research of Darolia et.al (2010, 

Agustina et.al (2013), Murti (2013), Hayati 

(2012), and Juliani (2007) who suggested that 

intrinsic and extrinsic motivation influence 

performance.  

This study explains the theory of motivation 

Herzberg and Frederick cited by Luthans (1992), 

which is classified as a motivational factor 

between 

is achievement (success), recognition (recognition 

or awards), work itself (the work 

itself), responsibility (responsibility) 

and advancement (development). In addition, it 

explains the Goal Setting Theory (Goal Setting 

Theory) theory which states that individual 

behavior is governed by one's ideas (thoughts) and 

intentions, goals can be seen as goals or levels of 

performance to be achieved by individuals.  

 

Cultural Influences on Auditor Performance 

Cultural testing results affect the performance 

of auditors where a significant level of 0,000 and 

a regression coefficient of 0.269 results 

interpreted as hypotheses the influence of culture 

on auditor performance is accepted. 

Based on table 5.2 regarding respondents 

76% of respondents aged 31 years to 50 years 

meant that all respondents were adults in terms of 

thinking and acting so that this triggers a good 

culture. In addition, the education level of the 

respondents was 44% post graduate and 

interpreted in the knowledge of the respondents 

was very adequate so that the culture and 

performance of respondents was high. This is in 

line with Sugiwardani (2012) state culture 

( culture ) can be defined as a set of values, 

beliefs, understandings, and norms underlying 

principal individuals in an 

organization. Meanwhile, according to Hofstede 

(1994) culture can be interpreted as values that are 

reflected in behavior in an organization. 

This research is in line with Kotter and 

Hesket's (1992) research finding that culture can 

have a significant impact on long-term economic 
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performance and organization will be an even 

more important factor in determining 

organizational success. Whereas research by 

Sutanto (2002) suggests that a strong culture will 

trigger employees or staff to think, behave and 

behave in accordance with organizational 

values. Suitability between culture and employees 

or staff in the organization will lead to motivation 

and effort and improve performance. In addition, 

the results of Mardiana and Sucahyo's research 

(2016), Chasanah (2008), which states that the 

more an employee runs a culture well, the easier it 

is for employees to achieve work goals as an 

assessment of their performance. 

  

The Effect of Work Experience, Motivation, 

and Culture on Auditor Performance 

is mediated by Self-efficacy 

The results of this study are based on 

calculations using Baron and Kenny the total 

direct effect of work experience on auditor 

performance mediated by self-efficacy is 0.479 

compared to the indirect effect of work experience 

on auditor performance mediated by self-

efficacy of 0.084. While the total direct effect of 

motivation on auditor performance is mediated 

by self-efficacy by 0.172 compared to the indirect 

effect of motivation on auditor performance 

mediated by self-efficacy by 0.050, and the total 

direct cultural influence on auditor performance is 

mediated by self- efficacy by 0.306 and compared 

with the indirect effect of culture on auditor 

performance mediated by self-efficacy is 0.169. 

Seeing the results of the total direct 

relationship of all variables and compared with the 

indirect effect is interpreted that the self-

efficacy variable is a mediating variable that 

strengthens the relationship of work experience, 

motivation and culture to the auditor's 

performance and the hypothesized work 

experience, motivation, and culture influence the 

Auditor's Performance mediated by Self-

efficacy received. This study is in line with the 

research of Mardiana et.al (2016) who found that 

the influence of motivation and culture influences 

performance in mediation by self-efficacy, in 

addition Chasanah (2008) research found that 

motivation and work experience affect 

performance.  

            

4 Conclusion 

Based on the results of the research and discussion 

of the research, it was concluded that the auditor's 

work experience in the Inspectorate of Maros 

Regency and Makassar City based on the results 

of the study showed the majority of respondents  

tended to have very good work experience. 

Research shows that culture has a significant and 

positive influence on auditor performance. 

 

5 Implications 

The results of this study provide both theoretical 

and practical implications for the formulation of a 

policy policy in determining the performance of 

an auditor in carrying out, which is expected to 

provide additional benefits in the form of 

empirical research references regarding the effect 

of work experience, motivation and culture on 

auditor performance with self-efficacy as 

mediation. The results of this study are used as 

reference material for future research. As 

information material to the auditors in improving 

audit performance in carrying out the audit tasks 

and reviewing financial statements. 

  

6 Limitation 

This research was conducted without being 

separated from the existence of several limitations 

that can reduce the quality of research data. The 

limitation is that there are still other independent 

variables that can be included in addition to the 

variables that have been tested in this study. 

Respondents in the research need to be considered 

to be expanded so that research results can be 

generalized. 

 

7 Suggestion 

Based on the conclusions of this study, it is 

recommended for future research that is Future 

research to be considered to add several variables 

such as individual commitment variables as 
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independent variables. Respondents in future 

research need to be considered to add several 

districts and cities so that this research can be 

generalized. 
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