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This research aims to study and analyze the effects of human resource flexibility, employee
competencies, organizational culture adaptation, and job satisfaction on employee performance.
The study also examines the indirect effect between human resource flexibility and employee
performance with the mediation of organizational culture adaptation and the effect of competence
on employee performance through job satisfaction as a mediator variable. Using certain criteria,
105 employees of PT Pos Indonesia were selected as the sample. SEM-PLS was used to test the
hypotheses. The study finds that human resource flexibility, employee competencies, and job
satisfaction significantly influenced employee performance, but organizational culture adaptation
did not have any significant effect on employee performance. Therefore, organizational culture
adaptation was unable to mediate the effect of human resource flexibility on employee
performance. However, job satisfaction partially mediates the effect of employee competencies on
employee performance.

© 2020 by the authors; licensee Growing Science, Canada

1. Introduction

Global logistics business in various countries has experienced significant growth (Kam, et al., 2010). Therefore, it results in
increasing development and demand of courier services (Goh & Ling, 2003). This condition creates challenges for business
people and also generates opportunities to develop markets and business ownership with advanced logistics systems and
skilled human resources (Kam, et al., 2010; Dessler, 2015). Logistics business function is an important activity in supporting
production and consumption (Yin Hoo, et al., 2012). For traditional courier service companies, this function is considered as
a cost. However, since the 1990s, this perception began to change in accordance to marketing principles since courier services
are able to lead the occurence of customer satisfaction and loyalty (Mentzer et al., 2003).More business-people in the same
field will provide opportunities for prospective consumers to determine choices, as well as increasing competition among
businessman. Consumers need accurate information such as; timeliness, order conditions, quality, and availability of
information (Yin Hoo, et al., 2012). To meet the consumers’ needs, courier service companies require high-performance
human resources. This can be driven by human resource flexibility, the adaptation of organizational culture, competence, and
the satisfaction at the work one does (Bhattacharya, et al., 2005; Ngo & Loi, 2008; Jepkorir, et al., 2017; Budhiningtias, 2011).
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Human resources are very valuable capital in modern countries (CiZiuniene, et al., 2016), in this respect are those, who have
knowledge, education, training, skills, and expertise to work in companies (Crowford, 1991; Dessler, 2015). Human resource
management in an organization becomes a very important aspect for its relationship in creating value, flexibility, achievement,
and formulating the competence and flexibility of an organization (Michel & Michel, 2012; CiZiuniene, et al., 2016).
Flexibility strategies are used to manage human resources in an organization to overcome market demand uncertainty (Dreyer
& Grenhaug, 2004; Sushil, et al., 2016). Human resource flexibility can improve performance (Bhattacharya, et al., 2005;
Ngo & Loi, 2008) in companies engaged in freight forwarding services (Kam, et al., 2010) because, at present, there are many
companies providing courier services which can be accessed easily by the wider community. Different levels of service and
tariffs, of course, will be made as special consideration for users of courier services, because every customer expects the best
service at affordable rates and certainty of time (Jin, et al., 2013; Ma, 2017). To achieve competitive advantage and maintain
business sustainability, companies need the ability of their employee's flexibility, adapt to changing environments, and serve
the needs of consumers (Wright & Snell, 1998; Ben-Roy, etal., 2016; Javed et al., 2017). Adaptation of a strong organizational
culture has a positive impact on employee work performance and supports organizational performance (Shahzad, 2014;
Racelis, 2010). Therefore organizational culture and employee participation are important factors in achieving organizational
goals and adaptability plays an important role in determining employee performance (Laforet, 2016; Ngo & Loi, 2008). In
terms of improving performance, organizations also need employees who have high competence.

Competence as a basic characteristics possessed by an employee who is causally related to the effort in meeting the criteria
needed to occupy a job. Spencer and Spencer (1993) classify the dimensions and components of employee competencies into
three, namely: (a). intellectual competence, (b). emotional competence, and (c). social competence. A research conducted by
Budhiningtias (2011); Hashim and Wok (2013) showed that competence has a relationship with job satisfaction, and the
development of competence has an influence on employee performance. The impact of competencies possessed by employees
is the feeling of satisfaction with the work that has been done (Hayati & Caniago, 2012; Platisa et al., 2015). Someone who
is satisfied with his work always tries to improve his performance. This means that job satisfaction and job quality from a
person are determinants of performance (Platisa, et al., 2015). Organizational performance can be influenced by the variables
described above, and some researchers have empirically tested (e.g.; Bhattacharya, et al., 2005; Ngo & Loi, 2008) for each
dimension of HR flexibility, and by Budhiningtias (2011), Hashim and Wok (2013) and Yazdanfar, et al. (2014) for employee
competencies. However, there are still differences in research results, and have not specifically addressed employee behavior,
to be used as a reference for human resource managers in managing employees so that the goals of the company can be
achieved. Therefore, this research is very important in order to review the dimensions of HR flexibility in one unity of
variables and employee competencies together in a new research model and has never been reviewed by previous researchers.
The main objective of this research is to examine the relationship between HR flexibility, organizational culture adaptation,
competence, and job satisfaction on employee performance. This research also aims at providing scientific logic on how HR
flexibility shapes employee performance with the organizational culture adaptation as a mediating variable, and competence
in shaping employee performance with job satisfaction as a mediating variable.

2. Literature review and hypotheses development
2.1. Employee Performance

The performance shown by an employee is of course influenced by various factors that are important in order to enhance a
certain set of activities to achieve the organizational goals of the employee in a predetermined period (Spencer & Spencer,
1993; Bernardin & Russel, 1998). Employee performance is what employees do and do not that affects how much they
contribute to the organization, which is supported by three main factors namely; (1) the ability of individuals to do work, (2)
the level of effort expended, and (3) organizational support (Mathis & Jackson, 2004). There are five criteria for measuring
performance, namely: quantity, quality, work efficiency, interpersonal impact, timeliness, and output.

2.2. Human Resource Flexibility

Flexible human resource is an important element of a human resource management strategy, which supports a company's
internal ability to get benefit and is considered a prerequisite sustainable competitive advantage so that it can quickly and
effectively adjust to environmental changes (Araujo & Spring, 2003; Arjan & Kaiser, 2012; Chen & Li, 2016). Several studies
have shown the importance of HR flexibility (Ngo & Loi, 2008; Bal & Lange, 2014; Ben-Roy, et al., 2016; Luu, 2017). Bal
and Lange's research results (2014) found that human resource flexibility is positively related to employee engagement and
performance. HR flexibility is also positively related to cultural adaptation and human resource performance (Ngo & Loi,
2008). The empirical research referred to the theory suggested by Wright and Snell, (1998) that HR flexibility is the ability of
employees in a company which includes: employee skill flexibility; employee behavior flexibility; and human resource
practice flexibility. Based on the description of the theory and empirical studies, it is hypothesized as follows:

H;: HR flexibility has a positive and significant effect on employee performance.
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2.3. Organizational Culture Adaptation

Cultural adaptation can be classified as a condition that allows organizations to adapt to changes the environment in order to
win business competition (Denison, 1990). One source of competitive advantage in companies comes from the adaptation of
organizational culture (Kotter & Heskett, 1992), as indicated by Jackson and Schuler (1995) stating that organizational culture
and human resource management are inseparable within an organization. Organizational culture is partially formed by the
human resource management system (Lau & Ngo, 2004). Thus, we can expect that the relationship between HR and the
adaptation of organizational culture positively influences employee performance (Ngo & Loi, 2008). Empirically, research
by Ngo and Loi (2008) and Ben-Roy et al. (2016) revealed that simultaneously the dimension of human resource flexibility
has a positive and significant relationship to cultural adaptation. Adaptation culture is most relevant to human resource flexi-
bility. In the long run, it is the only culture that can help organizations anticipate and adapt to environmental changes related
to high performance in order to win a competition (Denison, 1990; Kotter & Heskett, 1992). Research by Jepkorir et al. (2017)
revealed that the adaptation of organizational culture has a significant positive impact on employee performance.

Ha: HR flexibility has a positive and significant effect on organizational culture adaptation.

Hj: Organizational culture adaptation has a positive and significant effecton employee performance.

H,: HR flexibility has a significant effect on employee performance by mediating the organizational culture adaptation.
2.4. Employee Competence

Competence is a basic characteristic possessed by an individual who is causally related in meeting the criteria needed to
occupy a position and contains aspects of knowledge, skills, or personality characteristics that are capable of influencing
performance (Spencer & Spencer, 1993; Becker et al., 2001). There are three classifications of dimensions and components
of individual competencies; namely: (a) intellectual competence, (b) emotional competence, and (c) social competence
(Spencer & Spencer, 1993). It seems that Spencer and Spencer pay attention to the competency component from aspects of
the human dimension and interpersonal relations within an organization. Employee competency and performance have a pos-
itive and significant relationship with each other (Budhiningtias, 2011; Ismail & Abidin, 2010). Employees must have high
competence which is able to respond to changes the business environment so that it has an impact on improving performance.
Ismail and Abidin's researches (2010) showed that employee competency had a significant influence on employee perfor-
mance. In addition, human capital and employee characteristics also determine the performance of employees in the business
service sector. This is consistent with the opinion expressed by Spencer and Spencer (1993) stating that competence can affect
employee performance. Therefore, this research proposes the following hypothesis:

Hs: Competence has a positive and significant effect on employee performance.
2.5. Job Satisfaction

Company leaders who value their employees' competencies well will encourage employees to feel satisfied with their work.
Competence positively significantly affects job satisfaction (Yazdanfar, et al., 2014; Renyut et al., 2017). Research by Renyut,
et al. (2017) shows that employee competencies in the form of knowledge, skills, attitude control, professionalism, and expe-
rience had a positive and significant impact on job satisfaction. This means that employee competency gives real meaning to
employee satisfaction. Someone who is satisfied with his work will improve his performance (Hayati & Caniago, 2012;
Platisa, et al., 2015). Job satisfaction has a significant effect on employee performance (Hayati & Caniago, 2012). The quality
of work of an employee is a factor that affects one’s performance (Platisa, et al., 2015). Based on the description of the theory
and previous empirical studies, it shows that there is a relationship between competence and job satisfaction.

He: Competence has a significant positive effect on job satisfaction.

Hj: Job satisfaction has a significant positive effect on employee performance.

Hg: Competence has a significant effect on employee performance mediated by job satisfaction.
3. Method

3.1. Sample

The characteristics of one of the Eastern Indonesian regions which is dominated by small islands creates good opportunities
for logistics business which now has a very vital role to support the distribution of goods and services. Therefore, researchers
chose PT Pos Indonesia as one of the Government-owned companies engaging in the business of shipping goods and services
as a research sample. The method used is survey and questionnaire designed to obtain the information needed. Letters sent to
PT. Pos Indonesia in Ternate City as Examination Post Office to obtain permission to conduct a research. This research
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involves permanent employees at 24 Post Office Branches as research subjects. It is believed that these employees have
sufficient knowledge about the issues covered and are committed to our research object. A total of 126 questionnaires were
delivered directly by researchers to each intended respondent. The researchers conveyed information to respondents about the
purpose of this research and assured them of the confidentiality of the responses and data gathered. There were 105 question-
naires that were declared valid and represented a response rate of 83.33%. This response rate is included in the very good
category. Based on an effective sample, 78.9% were male and 21.1% were female. Regarding their age, the majority of re-
spondents aged between 21 and 30 years (43.8%), followed by employees aged between 31 and 40 years (41.0%) and the rest
aged over 40 years were 15.2%. Furthermore, regarding the level of education, the majority of respondents were high school
graduates or equivalent to 58.1%, followed by 32.4% belonging to undergraduate graduates and 9.5% diploma graduates. The
average of their employees is middle-level educated.

3.2. Measures

Measurement of variables is responded by respondents using a five-point Likert scale (1 = strongly disagree to 5 = strongly
agree). The questionnaire was used to measure the respondents' responses which came from direct quotations from the litera-
ture as a reference. Test the validity of was done using the outer model test with convergent and discriminate validity meas-
urements. In the first stage, invalid item values are excluded from the data, so that in the next stage, valid andreliable values
were obtained so that there found no problems in this research for further analysis. Human resource flexibility as proposed by
Wright and Snell (1998), which can be used to improve employee performance in the face of challenging information tech-
nology changes and consumer demand in the courier service business. This can be operated based on the research question-
naire used by Bhattacharya et al. (2005); Ngo and Loi (2008) and Ben-Roy et al. (2016). Cultural adaptation was taken from
Denison, (1990) which can be developed by using four indicators to measure the intended variables which is based on previ-
ous researches (e.g., Denison & Mishra, 1995; Ngo & Loi, 2008; Pawirosumarto et al., 2017). The basic characteristics of this
indicator include: (1) cultural flexibility, (2) information disclosure, (3) responsiveness, and (4) growth. Employee compe-
tence was taken from Spencer and Spencer (1993) developed using three indicators to measure the intended variables which
is based on research conducted by Ismail and Abidin (2010); Budhiningtias, (2011); Hashim and Wok (2013); and Yazdanfar,
et al. (2014). The characteristics used to express respondents' perceptions of their competencies are (1) intellectual compe-
tence, (2) emotional competence, and (3) social competence. Evaluate employee job characteristics is in accordance to capa-
bilities, and determinants factor of job satisfaction (Luthans, 2012; Robbins & Judge, 2015). The scale used to measure job
satisfaction variable is similar with researches conducted by Chi et al. (2008) and Delcourt et al. (2013) namely; the job itself,
supervisor supervision, relationships with fellow colleagues, promotional opportunities, and benefits received. Employee per-
formance is based on an assessment perspective on a work achievement that is in accordance to organizational provisions,
including the function of work results within the company in order to achieve the goals set over a certain period of time
(Bernardin & Russel, 1998). The scale used to measure employee performance variables including the quantity of work, the
quality of work, work efficiency, interpersonal impact, and timeliness.

3.3. Data analysis

This research uses structural equation modeling (SEM) with alternative partial least squares (PLS) to analyze the data.
SmartPLS 3.0 software is used as a tool to test hypotheses, the model can be predicted with a small sample size (30-50) and
has the strength of statistical tests (Hair, et al., 2014). Evaluation of the model in PLS is performed by evaluating the meas-
urement model (outer model) that is, testing the reflective indicators of validity and reflective reliability. Indicators that do
not meet the loading factor requirements are eliminated and are not included in the analysis of the second stage. To find out
how well the value is obtained, convergent validity is used by considering loading factor> 0.6 and average extracting variance
(AVE) > 0.5 (Chin, 1995). The square root value of AVE must be greater than the correlation value between latent variables
(Fornell & Larcker, 1982; Chin, 1995). Reliability test can be seen in the value of Cronbach’s alpha and composite reliability
values> 0.7 (Hair, et al., 2014). Assessment of the inner model is an assessment by describing latent variables based on
substantive theory. Tests is done using the goodness of fit (GoF) model so that we can know the contribution of endogenous
variables to exogenous variables. GoF model is measured with R? (R-Square) endogenous variables. Furthermore, Q* (Q-
Square predictive relevance) is used to determine the diversity of exogenous variables that can be explained in the model
(Hair et al., 2014). The Gof index is defined as an average of R? for all endogenous constructs (Tenenhaus, et al., 2005). The
GoF index shows the predictive power of the model as a whole and has an interval value between 0 < Q?<1. A GoF value
close to 1 indicates a good estimation of the path model, and has better predictive relevance (Akter, at al., 2011; Hair et al.,
2014). The Q? value is calculated by the formula:

Q=1-[(1-R?)...(1 -R2)]
4. Results
Test of validity and reliability is used to evaluate whether the perception of respondents can understand the variables used.

The results of convergent validity analysis of the first stage reflective indicators in terms of the outer loading score obtained
by several indicators have values < 0.60 the indicator can be declared unable to measure the intended variable. To get a valid



model, the model must have an outer loading score of more than 0.6, therefore, then a second stage calculation is performed
to ensure all indicators meet the provision of the outer loading score and each variable has a value of AVE > 0.5 has met the
provisions of convergent validity that is above 50% (Chin, 1995). The results of the reliability testing are presented on Table
1. It shows that HR Flexibility, organizational culture adaptation, employee competencies, job satisfaction, and employee
performance variables meet the reliability criteria of Cronbach's alpha value and composite reliability of more than 0.7. For
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more details, see Table 1 as follows,

Table 1

Test of Validity and Reliability

Cronbach’s Alpha  Composite Reliability Average Variance Extracted (AVE)
HRF 0.919 0.935 0.648 Valid & Reliable
OCA 0.938 0.948 0.672 Valid & Reliable
EC 0.939 0.951 0.686 Valid & Reliable
JS 0.925 0.939 0.613 Valid & Reliable
EP 0.941 0.950 0.596 Valid & Reliable

Source: The output is processed using on SmartPLS version 3.0 program

Evaluation of the inner model using (GoF) model obtained the values are presented in Table 2 as follows,

Tabel 2
Test of GoF Model
Variables R?
Organizational Culture Adaptation 0.145
Job Satisfaction 0.321
Employee Performance 0.652
Q*=1-[(1-Ri)(1 - RA)(1 - R3]
Q*=1-[(1- 0.145)(1 - 0.321)(1 — 0.652)]
Q*=0.798 (79.8%)

Source:
Table 2
that are

testing i

the researcher’s

. shows that the value of Q-Square predictive relevance of employee performance variables is 79.8% meaning, all
variables measured are worth to be used to test hypotheses, while the remaining 20.2% is a contribution from other variables
not discussed in this research model. Hypothesis testing in this research aims to answer whether the proposed hypoth-
esis is accepted or rejected with a tipping point; p-value < 0.05 (o= 0.05) which means that the significance level of hypothesis
s set at a = 0.05. In each path, both direct and indirect influence are measured through mediation variables. The results

of path analysis can be seen on Fig. 1 as follows.

Where:

Organization
Culture
Adaptation

0.381(S)

-0.049 (NS)

Human Re-
source Flexi-
bility

Employee
Performanc

0.560 (S)

Employee Col
petence

Job
Satisfaction

Fig. 1. Direct influence path diagram

S = Significant
NS = Not Significant
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Direct influence testing is used to explain hypotheses. The results of data analysis can be presented in Table 3 as follows:

Table 3
Hypothesis test results for direct influence
Original Sam-  Sample Mean Standard Deviation T Statistics P Values
ple (O) M) (STDEV) (|O/STDEV))

OCA — EP -0.049 -0.045 0.071 0.699 0.485
EC — EP 0.560 0.559 0.071 7.914 0.000
EC — IS 0.567 0.574 0.053 10.631 0.000
HRF —-OCA 0.381 0.399 0.079 4.804 0.000
HRF — EP 0.149 0.148 0.072 2.074 0.039
JS — EP 0.293 0.297 0.073 4.032 0.000

Source: The output is processed using on SmartPLS version 3.0 program

There is a significant effect of HR flexibility on employee performance. This result is shown by the t-statistics= 2.074 at the
critical point p-value = 0.039<0.05. Thus, H1 is supported. There is a significant effect of HR flexibility to organizational
culture adaptation. This result is indicated by the t-statistics=4.408 at the critical point p-value = 0.000 <0.05. This means that
H2 is supported. There is no significant influence of organizational culture adaptation to employee performance. This is indi-
cated by the t-statistics=0.699 at the critical point p-value = 0.485> 0.05. Thus, H3 is unsupported. There is a significant
influence between employee competencies to employee performance. This is indicated by the t-statistics =7.914 at the critical
point p-value = 0.000 <0.05. Therefore, HS is supported. There is a significant influence between employee competence on
job satisfaction which is indicated by the t-statistics =10.631 at the critical point p-value = 0,000 <0.05. Therefore, H6 is
supported. There is a significant influence between job satisfaction on employee performance which is indicated by the t-
statistics = 4.032 at the critical point p-value =0.000<0.05. Therefore, H7 is supported. Testing the indirect effect through
mediating variables is accomplished to explain H4 and H8. Testing the criteriais done to look at the t-statistics value > 1.96
at the critical point; p-value < 0.05. Calculate the Variance Accounted For (VAF) is executed to find out how much the
contribution of mediation variables is. The VAF test requires that the indirect effect of exogenous variables on endogenous
variables through mediating variables must be significant. If VAF> 80%, it can be said as full mediation. If 20% < VAF <
80%, it can be said as partial mediation. If the VAF <20%, it can be said that there is no mediating effect (Hair et al., 2014).
The results of data analysis can be presented on Table 4. below:

Table 4
Hypothesis test results for indirect effect
Original Sample Standard Deviation T Statistics P Values
Sample (O) Mean (M) (STDEYV) (|O/STDEV))
HRF — AOC — EP -0.019 -0.017 0.029 0.656 0.512
EC —»JS — EP 0.166 0.171 0.047 3.520 0.000

Source: The output is processed using on SmartPLS version 3.0 program

The calculation results show path coefficient of -0.019 with a t-statistic value of 0.656<1.98 and p-value = 0.512> o = 0.05
which is said to be insignificant. It means that there is not enough empirical evidence to accept H4. There is a significant
influence employee competence to performance with job satisfaction as mediation. This is based on the calculation results
showing that the path coefficient value is 0.166 with a t-statistic = 3.520> 1.98 and the p-value = 0.000 is smaller than o =
0.05. The test results of the VAF values can be seen in Table 5. The following is the calculation results of the VAF= 0.229
which means that there is enough empirical evidence to accept H8. The VAF value is 22.9% which is a requirement of partial
mediation.

Table 5
Mediation Test Results
Exogenous Mediating Endogenous Direct Indirect Total VAF
EC JS EP 0.560 0.166 0.726 0.229

Source: the researcher’s
5. Discussion

Based on the results of the model test, HR flexibility has a significant effect on employee performance. The findings of this
study support previous research (Bhattacharya et al., 2005; Beltran-Martin et al., 2008; Ngo & Loi, 2008; Luu, 2017) stating
that HR flexibility is positively related to employee performance and organizational performance in several private organiza-
tions, especially in the service sector. HR flexibility has a significant influence to organizational culture adaptation. This
finding is in accordance to researches conducted by Ngo and Loi (2008), Ben-Roy et al. (2016). Previous researches have
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shown that HR flexibility influences cultural adaptability in terms of culture flexibility, information openness, responsiveness,
and growth (Denison & Mishra, 1995; Ngo & Loi, 2008; Ben-Roy et al., 2016). The adaptation of organizational culture does
not have a significant influence to employee performance. The finding cannot confirm previous research conducted by Ngo
and Loi (2008) stating that cultural adaptability is related to human resource performance, but in accordance to research
conducted by Pawirosumarto et al. (2017).

That competency has a significant influence on employee performance. This result is in line with researches conducted by
Budhiningtias, (2011), Hashim and Wok (2013) and Yazdanfar et al. (2014). If employees are developed in terms of their
competencies, then this has a significant influence to employee performance in an effort to achieve organizational goals.
Employee competency has a significant influence to job satisfaction. The results of this study are consistent with research
conducted by Delcourt et al. (2013). Job satisfaction has a significant effect on employee performance. The results of this
study are consistent with research conducted by Karneli et al. (2015) and Platisa et al. (2015) which shows a positive and
significant relationship between job satisfaction and employee performance variables. Higher performance will be shown by
people satisfied with their work. This is consistent with the opinion from Robbins and Judge (2015) stating that higher job
satisfaction can reflect workers' acceptance of the culture of business practice, whether the practice is traditional or
contemporary can be done with various breakthroughs. Most employees are satisfied with interesting jobs that provide
training, work diversity, independence, and control (Carstensen et al., 2000).

The results of the analysis show HR flexibility does not have any influence on employee performance through the adaptation
of organizational culture, but in this study HR flexibility is a direct determinant of employee performance. This finding is not
consistent with research conducted by Ngo and Loi (2008) who found that adaptability mediates the effect of HR flexibility
on human resource performance. On the other hand, adaptability also mediates HR flexibility towards innovation and
organizational performance (Bhattacharya, et al., 2005; Lau & Ngo, 2004; Beltran-Martin et al., 2008; Ben-Roy, et al, 2016;
Luu, 2017). This research successfully proved that HR flexibility is able to influence employee performance without going
through cultural adaptation. This means that HR flexibility is able to contribute to employee performance. Employee
competency has a significant influence on employee performance through job satisfaction. This means job satisfaction serves
as a partial mediation of the effect of competence on employee performance. When related to the results of this study, it is in
line with the theory of job satisfaction from Robbins and Judge (2015) and the competency theory from Spencer and Spencer
(1993). The results of this study empirically prove that the goals and objectives of the organization are employees who have
good competence at work, increased job satisfaction, and performance improvement.

5.1 Contribution for theory and practice

This research contributes to the development of concepts related to HR flexibility, employee competencies, organizational
culture adaptation, job satisfaction, and employee performance. This research generates theoretical findings in the science of
strategic human resource management stating that human resource flexibility serves as a multidimensional variable that has
been proven empirically affects employee performance and adaptation of organizational culture in positive and significant
way. Findings of this research show that the effort in examining the relationship of competence on employee performance
mediated by job satisfaction show significant results. Thus, the theoretical contribution of competence as a multidimensional
variable in the theory of human resource management has the effect of increasing employee performance through job satis-
faction. The implementation of human resource flexibility has a significant effect on employee performance and also organi-
zational culture adaptation. This makes a practical contribution that strong human resource flexibility makes quality corporate
human resources so that companies are able to make adjustments to new work patterns in accordance to the development of
information technology well and successfully. If the company implements an organizational culture adaptation well, then the
company has the ability to compete and try to meet the desires of consumers. Companies are also able to deal with crises and
become even stronger in the face of a disruptive era. The implementation of employee competencies, especially the intellectual
competencies implemented has an impact on high employee performance so that the company is able to face competition and
other external environmental disturbances. The company can also improve the performance of its employees by implementing
employee competencies through job satisfaction well.

5.2 Limitations and future research

This research has been carried out as a good implementation of research steps, but still there are several limitations that
demand improvement in the future. The limitation of this research is that it only focuses on looking at the relationship of HR
flexibility, organizational culture adaptation, employee competencies, and job satisfaction to employee performance. Specif-
ically, the HR flexibility, this research does not relate it to training which is certainly in an effort to adjust the work to the
desires of the customer. Furthermore, there is a measurement of HR flexibility and competence at the level of staff of company
employees in branch offices, so the results of this research cannot be generalized to different research objects, which allows
for differences in research results and conclusions if carried out on different research objects even with the same variable.
Respondents perceptions are used to measure the variables in this researchso it gives chances for having subjectivity and bias
in the measurement.
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Further researchers should use indicators of training, commitment, awareness, and attitude development as a mediation be-
tween the adaptation of organizational culture and employee performance so that the test results can be significant. Future
researchers are suggested to use a wider scope so that the research results can be generalized with larger sample size. In
adddition, they can also use the object of research in the same business field as the courier service industry by involving a
wider private operator.

6. Conclusion

HR flexibility and employee competency are important concerns of this research in terms of employee performance. Then
testing the mediating effects of organizational culture adaptation and job satisfaction is necessary. The increased flexibility of
human resources has an impact on improving employee performance. Companies able to survive if use flexible human re-
source strategies to respond to changes in the environment and consumer demands. In the sense, that the contribution of high
human resource flexibility provides in improving employee performance. This research has also explored the relationship
between HR flexibility, organizational culture adaptation and employee performance. The results show that the adaptation of
organizational culture is not able to mediate the effect of HR flexibility on employee performance. Employee competency has
an influence on employee performance. Performance of branch heads and staff employees carried out at the company requires
support from higher leaders, because the implementation of intellectual skills, emotional skills, and social skills improve
employee performance. The results have shown that job satisfaction was able to mediate part of the effect of competence on
employee performance. Some employees can improve their performance if they can feel satisfied with the work that they do.
The results also have shown that competency gives a more dominant influence on employee performance when compared
with HR flexibility.

Acknowledgment

Our gratitude goes to the Educational Fund Management Institute (LPDP), Ministry of Finance of the Republic of Indonesia
for this research sponsorship.

References

Akter, S., D’Ambra, J., & Ray, P. (2011). An Evaluation of PLS Based Complex Models: The Roles of Power Analysis,
Predictive Relevance and GOF Index. In Proceedings of the Seventeenth Americas Conference on Information Systems,
Detroit, Michigan August 4th-7th 2011. Detroit, Michigan: Publication: AMCIS 2011 Proceedings - All Submissions.

Araujo, L., & Spring, M. (2003). Manufacturing Flexibility and Industrial Networks. Retrieved from
https://pdfs.semanticscholar.org/b40b/1£87016a44b1d072c6ca28550758-e8872b60.pdf

Arjan, K. M. F., & Kaiser, S. (2012). A Sustainability Perspective on Flexible HRM: How to cope with paradoxes of
contingent work. Management Revue, 23(3), 239-261.

Bal, P. M., & De Lange, A. H. (2015). From flexibility human resource management to employee engagement and perceived
job performance across the lifespan: A multisample study. Journal of Occupational and Organizational Psychol-
ogy, 88(1), 126-154.

Becker, B. E., Hunselid, M. A., & Ulrich, D. (2001). The HR Scorecard : Linking People, Strategy and Performance. Boston,
Massachucetts: Harvard Business School Press.

Beltran-Martin, 1., Roca-Puig, V., Escrig-Tena, A., & Bou-Llusar, J. C. (2008). Human resource flexibility as a mediating
variable between high performance work systems and performance. Journal of Management, 34(5), 1009-1044.

Do, B. R, Yeh, P. W., & Madsen, J. (2016). Exploring the relationship among human resource flexibility, organizational
innovation and adaptability culture. Chinese Management Studies, 10(4), 657-674.

Bernardin, J. H., & Russel, J. A. (1998). Human Resource Management: An Experiental Approach. (-, Ed.) (2nd ed.). Boston:
Irwin/Mc Graw-Hill.

Bhattacharya, M., Donald, E. G., & Doty, D. H. (2005). The Effects of Flexibility in Employee Skills , Employee Behaviors
, and Human Resource Practices on Firm Performance. Journal of Management, 31(4), 1-19.

Budhiningtias, W. M. (2011). Pengaruh Kompetensi Terhadap Kinerja Karyawan (Survey pada PT. Frisian Flag Indonesia
Wilayah Jawa Barat). Jurnal Majalah Ilmiah UNIKOM, 7(2). Retrieved from https://jurnal.unikom.ac.id/jurnal/pengaruh-
kompetensi-terhadap.24

Chen, J., & Li, W. (2016). The Relationship between Flexible Human Resource Management and Enterprise Innovation
Performance: A Study from Organizational Learning Capability Perspective. In 16th International Conference on
Informatics and Semiotics in Organisations (ICISO), (pp. 204-213). Toulouse, France. https://doi.org/10.1007/978-3-319-
16274-4 21

Chi, H. K., Yeh, R. H., & Yu, C. H. (2008). The Effects of Transformation Leadership , Organizational Culture, Job
Satisfaction on the Organizational Performance in the Non-Profit Organization. Journal of Global Business Management,
p- Retrieved from https://pdfs.semanticscholar.org/ea7c/abc5a47ad0b98f09¢7c121af75d30554c683.pdf

Chin, W. W. (1995). Partial least square is to LISREL as principal component analysis is to common factor analysis.
Technology Studies, 8, 342-367.

Ciziuniene, K., Vaigiute, K., & Batarliene, N. (2016). Research on competencies of human resources in transport sector:



R. Sabuhari et al. / Management Science Letters 10 (2020) 1785

Lithuanian case study. Procedia Engineering, 134, 336-343.

Crowford, R. (1991). In The Era of Human Capital. New Y ork: Harper Business.

Delcourt, C., Dwine, D. G., Allard, C. R. V. R., & Birgelen, M. Van. (2013). Effects of perceived employee emotional
competence on customer satisfaction and loyalty. The mediating role of rapport. Journal of Service Management, 24(1),
5-24.

Denison, D. R., & Mishra, A. K. (1995). Toward a theory of organizational culture and effectiveness. Organization Science,
6(2).

Denison, R. D. (1990). Corporate Culture and Organizational Effectiveness. New York: John Wiley & Sons.

Dessler, G. (2015). Human Resource Management (14th ed.). New Jersey: Pearson Education, Inc.

Dreyer, B., & Grenhaug, K. (2004). Uncertainty, flexibility, and sustained competitive advantage. Journal of Business
Research, 57(5), 484-494.

Fornell, C., & Bookstein, F. L. (1982). Two structural equation models: LISREL and PLS applied to consumer exit-voice
theory. Journal of Marketing Research, 19(4), 440-452.

Goh, M., & Ling, C. (2003). Logistics development in China. International Journal of Physical Distribution & Logistics
Management, 33(10), 886-917.

Hair, J. F. J., Black, C., W., Babin, B. J., & Anderson, E., R. (2014). Multivariate Data Analysis. (-, Ed.) (Seventh Ed). -:
Pearson Education Limited. Retrieved from www.pearsoned.co.uk

Hashim, J., & Wok, S. (2013). Competence, performance and trainability of older workers of higher educational institutions
in Malaysia. Employee Relations, 36(1), 82—106.

Hayati, K., & Caniago, 1. (2012). Islamic work ethnic: The role of intrinsic motivation, job satisfaction, organizational
commitment and job performance. Procedia-Social and Behavioral Sciences, 65, 1102—1106.

Ismail, R., & Abidin, S. Z. (2010). Impact of workers’ competence on their performance in the Malaysian private service
sector, 2(2), 25-36.

Jackson, S. E., & Schuler, R. S. (1995). Understanding human resource management in the context of organizations and their
environment. Annual Review of Psychology, 46, 237-264.

Javed, A., Anas, M., Abbas, M., & Khan, A. 1. (2017). Flexible human resource management and firm innovativeness: The
mediating role of innovative work behavior. Journal of Human Resource Management, 20(1), 31-41.

Jepkorir, E., Lagat, C., & Ng’eno, V. (2017). Effect of Organizational Culture on Job Performance in Commercial Banks in
Kenya. International Journal of Economics, Commerce and Management, V(8).

Jin, X., Li, K., & Sivakumar, I. Y. (2013). Scheduling and Optimal Delivery Time Quotation for Customers with time Sensitive
Demand. International Journal of Production Economic, 145(3013), 349 — 358.

Kam, B. H., Tsahuridu, E. E., & Ding, M. J. (2010). Does human resource management contribute to the development of
logistics and supply chain capabilities? An empirical study of logistics service providers in China. Research and Practice
in Human Resource Management, 18(2), 15-34.

Kotter, J. P., & Heskett, J. L. (1992). Corporate Culture and Performance. New York: Free Press.

Laforet, S. (2016). Effects of organisational culture on organisational innovation performance in family firms". Journal of
Small Business and Enterprise Development, 23(2). https://doi.org/10.1108/MBE-09-2016-0047

Lau, C. M., & Ngo, H. Y. (2004). The HR system, organizational culture, and product innovation. International Business
Review, 13(6), 685-703.

Ma, S. (2017). Fast or free shipping options in online and omni-channel retail? The mediating role of uncertainty on satisfac-
tion and purchase intentions. The International Journal of Logistics Management, 28(4), 1099-1122.

Tuan, L. T. (2019). HR flexibility and job crafting in public organizations: The roles of knowledge sharing and public service
motivation. Group & Organization Management, 44(3), 549-577.

Mathis, R. L., & Jackson, J. H. (2004). Human Resource Management (10th ed.). Mason, Ohio: Thomson South-Western.

Mentzer, J. T., Flint, D. J., & Hult, G. T. M. (2003). Logistics Service Quality as a Segment-Customized Process. Journal of
Marketing, 65(4), 82—104.

Michel, R. D. J., & Michel, C. E. J. (2012). Faculty Satisfaction and Work-Family Enrichment: The Moderating Effect of
Human Resource Flexibility. Procedia - Social and Behavioral Sciences, 46, 5168-5172.

Ngo, H. Y., & Loi, R. (2008). Human resource flexibility, organizational culture and firm performance: An investigation of
multinational firms in Hong Kong. International Journal of Human Resource Management (Vol. 19).
https://doi.org/10.1080/09585190802295082

Pawirosumarto, S., Setyadi, A., & Khumaedi, E. (2017). The influence of organizational culture on the performance of em-
ployees at University of Mercu Buana. International Journal of Law and Management, 59(6), 950-963.

Platisa, C., Reklitis, P., & Zimeras, S. (2015). Relation between job satisfaction and job performance in healthcare services.
Procedia-Social and Behavioral Sciences, 175, 480-487.

Racelis, D. A. (2010). The influence of organizational culture on the performance of Philipina Bank. Social Science Diliman,
6(2), 29-49.

Renyut, B. C., H. Basri, M., Jobhar, B., & Sukmawati, S. (2017). The effect of organizational commitment, competence on
job satisfaction and employees performance in Maluku Governor’s office. Journal of Business and Management, 19(11),
18-29.

Shahzad, F. (2014). Impact of organizational culture on employees’ job performance: An empirical study of software houses
in Pakistan. International Journal of Commerce and Management, 24(3), 219-227.



1786

Spencer, M. L. J., & Spencer, S. M. (1993). Competence at Work-Models for Superior Performance. New York: John Wiley
& Sons.

Sushil, Prakash, S. S., & Kanika, T. B. (2016). Managing Flexibility; People, Process, Technology and Business. New Delhi:
Springer.

Tenenhaus, M., Esposito, V. V, Yves-Marie, C., & Carlo, L. (2005). PLS path modeling. Computational Cstatistics & Data
Analysis, 48, 159-205.

Wright, P. M., & Snell, S. A. (1998). Toward a Unifying Framework for Exploring Fit and Flexibility in Strategic Human
Resource Management. The Academy of Management Review, 23(4), 756-772.

Yazdanfar, D., Saeid, A., & Hellgren, C. (2014). Competence Development and Performance among Swedish Micro Firms.
European Journal of Training and Development, 38(3), 162—179.

Yin Hoo, J. S., Derek, O. L. T., Felicia, T., Loong, F. K., & Tat, Y. T. (2012). Logistic Service Quality among Courier Services
in Malaysia. In International Conference on Economic, Business Innovation. Singapore: IACSIT Press.

© 2020 by the authors; licensee Growing Science, Canada. This is an open access article distrib-

® uted under the terms and conditions of the Creative Commons Attribution (CC-BY) license
(http://creativecommons.org/licenses/by/4.0/).




<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice


