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Abstract. This study aims to determine the effect of soft skills, hard skills and 

motivation on the performance of auditors in the Inspectorate of South Sulawesi 

Province both simultaneously. This type of research is a quantitative research. 

Data collection uses questionnaires and documentation. The sample taken is 54 

auditors. Data analysis uses statistical tests such as validity and reliability. The 

results obtained prove that from multiple linear regression equation analysis the 

hard skill variable has a positive and significant effect on auditor performance 

with a coefficient of 0.058. Soft skill variable proved to have a positive and 

significant effect on auditor performance with a coefficient of 0.18, and 

motivation variable has a positive and significant effect on auditor performance 

with a coefficient of 0.44.  Furthermore, in the simultaneous test, the calculated 

F was obtained with a significance figure (p value) 0,000. The t-test showed that 

the hypothesis could be accepted. Therefore, it can be concluded from this 

research that auditors at the South Sulawesi Provincial Inspectorate Office can 

pay more attention to hard skills and soft kills through development in various 

forms such as training, seminars and other appropriate developments. In addition, 

leaders are encouraged to appreciate the achievements/achievements of the 

auditors so that they are more motivated in carrying out their duties. 
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1 INTRODUCTION 
 

Regional  financial  supervision aims to  ensure  that  all  economic resources
owned by the region have been used for the benefit of the community and have been
accounted for in accordance with the principles of accountability and transparency.
As an internal auditor of the government, the Inspectorate has the authority to do 3
(three)  things,  namely:  First,  the  supervision  in  question  can  be  in  the  form of
prevention  of  reporting  errors  and  accountability,  prevention  of  negligence  of
regional employees in implementing systems and procedures, prevention of errors in
the use of authority carried out by SKPD officials and prevention of embezzlement
and corruption that occur in the regions. Second, the audit is a systematic process to
collect evidence related to transactions that have occurred and assess the suitability
of the transaction with the criteria or rules that have been set. In carrying out the
inspection function, the inspectorate must be able to  find all  material  errors that
occur in regional financial management, both errors in the presentation of numbers

© The Author(s) 2025
M. Nohong et al. (eds.), Proceedings of the 9th International Conference on Accounting, Management, and
Economics 2024 (ICAME 2024), Advances in Economics, Business and Management Research 331,
https://doi.org/10.2991/978-94-6463-758-8_115

https://doi.org/10.2991/978-94-6463-758-8_115
http://crossmark.crossref.org/dialog/?doi=10.2991/978-94-6463-758-8_115&domain=pdf


          1429Analysis of the Influence of Soft Skills, Hard Skills, and …   

and errors due to violations of certain procedures in financial management. Third,
coaching, namely providing technical instructions on correct financial management
according to applicable laws and regulations that are in line with the principles of
accountability and transparency.

The Inspectorate is a government agency that has a function as a supervisory
institution  in  the  regions.  The  Inspectorate  is  a  supporting  element  of  local
government  in  the  field  of  supervision  led  by  an  Inspector  who  is  under  and
responsible to the Regional Head (Governor/Regent/Mayor) through the Regional
Secretary.

Within the local government, the inspectorate functions as an internal auditor
to supervise the implementation of government in the provincial area. To carry out
the audit function in the inspectorate, one of them is supported by the performance of
the  auditor.  Auditors  have  an  important  role  in  carrying  out  the  function  of
controlling  and  auditing  local  government  activities,  including  assessing  the
effectiveness  of  internal  control  standards  and  assessing  whether  operational
activities  have  been  carried  out  in  accordance  with  applicable  government
accounting standards.

Several  BPK  findings  that  have  been  followed  up  by  the  Corruption
Eradication  Commission  (KPK)  have  occurred  in  several  regions,  even  several
Regents have been made suspects and detained by the KPK. Such as the Regent of
Nganjuk and the Mayor of Tangjung Balai in 2021. This condition is quite worrying
considering  the  number  of  inspection  and  supervisory  apparatus  owned  by  the
government, but it turns out that irregularities still occur, the fact states otherwise.
The level of financial irregularities in the regions, including in the Secretariat of the
Buton Regency DPRD, still  occurs frequently. The findings from the BPK at the
Secretariat  of  the  Buton  Regency  DPRD  have  findings.  From  the  inspection
conducted at the Secretariat of the Buton Regency DPRD, for example, in 2020 it
was found that there was an error in the procedure for using the APBD. Most of the
deviations that occur are in physical development.

Seeing  so  many facts  showing that  irregularities  in  financial  management
have  occurred  in  the  regions,  the  question  is  what  is  the  role  of  the  Regional
Inspectorate and why this supervisory institution has not been able to carry out its
function properly in suppressing irregularities in the management of the APBD that
occur,  even  though  on  the  other  hand  supervision,  inspection  and  coaching  of
regional financial management is the main task and function of this institution. The
Inspectorate  has  the  authority  to  conduct  inspections  and  supervision  whenever
deemed necessary. If the Inspectorate is responsive to every transaction or project
that  is  prone  to  irregularities,  prevention  of  irregularities  should  be  carried  out
appropriately.  The  failure  of  the  Regional  Financial  Supervisory  Agency  or  the
Inspectorate  in  preventing irregularities  in  regional financial  management  and its
failure  to  save  regional  wealth  from  corruption  is  a  reflection  of  the  weak
performance of the Bawasda or Inspectorate in the Region.

The  weak  performance  of  the  Inspectorate  and  its  staff  in  supervising
financial management in the regions cannot be separated from the individual factors
of the Inspectorate and its staff as well as the environmental  factors of the local
government. The environmental factor in question is a system formed and developed
by provinces  and  districts  in  regulating  their  duties  and  functions  related  to  the
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functions and duties of the inspectorate as well as regulations that regulate the duties
and functions of the inspectorate. In addition, the policies of regional leaders also
often cause the performance of the inspectorate to be hampered, such as mutation
policies that are not based on professional considerations and recruitment that is not
based  on  needs.  Meanwhile,  individual  factors  are  the  characteristics  of  each
individual,  both  leaders  and  employees  of  the  inspectorate  in  carrying  out  their
functions,  as  supervisors,  auditors  and  coaches  of  financial  management  in  the
regions.

According to Mangkunegara (2011), performance (work achievement) is the
result of work in terms of quality and quantity achieved by an employee in carrying
out his duties in accordance with the responsibilities given to him. The factors that
affect performance are ability factors and motivation factors. The ability factor of
employees  consists  of  potential  IQ  and  reality  ability  (knowledge  +  skill).
Meanwhile,  the  motivation  factor  is  formed  from  the  nature  (attitude)  of  an
employee in a work situation.

The  quality  and  quantity  of  performance  in  the  auditor  profession  can
certainly be realized by the performance of auditors in carrying out their duties, so
ethical  standards  and  technical  standards  are  needed  as  the  basis  for  the
implementation of duties that are accounted for by auditors. Ethical standards can be
in the form of a code of ethics or a code of conduct of the profession concerned,
while technical standards are standards for the implementation of audit activities that
contain criteria or minimum quality measures in audit activities (Kusmanadji, 2004).
Every auditor body or organization must have audit standards and ethical standards
that  must  be  guided by members  of  their  profession in  realizing  the  creation  of
credible audits.

Competence is needed so that auditors have knowledge, expertise, experience,
and  skills  in  carrying  out  audits  (BPKP,  2008).  Optimal  performance  will  be
achieved  if  government  auditors  have  an  adequate  understanding  of  integrity,
objectivity,  confidentiality and competence related to their  duties in  carrying out
supervision.  The  competencies  needed  in  conducting  audits  are  knowledge  and
ability. Auditors must have the knowledge to understand the object of the audit being
audited, then the auditor must have the ability to work together in a team and the
ability  to  analyze  problems.  By  having  competence  or  expertise  in  professional
services, it will affect the audit report which is one of the assessments of the auditor's
performance. In order  to create good audit  performance, APIP must have certain
criteria from the auditor that are needed to plan the audit, identify the professional
needs of the auditor and to develop audit techniques and methodologies to suit the
situation and conditions faced by the units served by APIP. For this reason, APIP
must also identify skills that are not yet available and propose them as part of the
recruitment  process  (Permenpan Number  PER/05/M.PAN/03/2008).  Therefore,  in
carrying out an audit, an auditor must be able to have both soft and hard skills so that
they have good performance and produce quality audits (Utami et al., 2015). The
realization of audits that have been carried out by auditors of the Buton Regency
DPRD Secretariat is 97.44% (2019), 79.83% (2020), and 68.79% (2021) (Primary
Data, 2021).

Based  on  the  primary  data  above,  it  can  be  seen  that  the  realization  of
financial audits has not been maximized and even tends to decline in the last three
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years. In addition to pandemic conditions with all the limitations that slow down the
implementation of the audit. Soft skills and hard skills from auditors also need to
adjust conditions so that the realization of audit implementation can run optimally.

Having soft skills is very important in the world of work because you must be
able to cultivate attitudes that refer to a set of personality characteristics. Such as
having the nature of responsibility, namely: being disciplined or always coming on
time in every meeting, working until the last second to complete tasks, being careful
in doing work and being able to keep promises. Soft skills are invisible so that others
cannot immediately see someone's soft skills. For example, a person's ability to adapt
or a person's ability to lead while hard skills are technical and usually just written on
a person's bio or curriculum vitae which includes education, experience and skill
level (Hariyanto, 2019). The basic things that must be mastered by an auditor are
understanding the main duties of work units, organizational structures and work units
and understanding the applicable laws and regulations as stated in SOP Number 30
of the Secretariat of the Buton Regency DPRD.

Soft skills can be used as an auditor's ability to motivate themselves and use
their initiative regarding understanding what is needed to be done well, useful in
overcoming small problems that arise suddenly and continue to be able to survive if
the problem has not been resolved. As for the results of the pre-observation, the
researcher  obtained  information  that  the  quality  of  auditor  performance was  not
optimal due to several factors related to soft skills, including knowledge of auditing
itself which is still sometimes considered an additional burden of work and has not
considered  auditing  to  help  the  sustainable  process  and  there  is  still  audit
unpreparedness  which  at  the  time  of  the  audit  process  makes  the  audit  process
delayed.

Hard skills are the next variable that can affect the performance of an auditor.
Hard skills are the ability to master science and technology and technical skills in
developing Intelligence Quotient (IQ) related to their field. This technical knowledge
includes the knowledge needed for a particular profession and its development in
accordance with the technology used must also be able to overcome the problems
that occur and be able to analyze them. Hard skills describe behaviors and skills that
can be seen with the naked eye (Siahaan, 2017). The next variable, namely work
motivation,  can strengthen the influence  of  soft  skills  and hard skills  on auditor
performance.

Motivation is a  series of  attitudes and values that  influence individuals  to
achieve specific things in accordance with individual goals.  Basically, motivation
can spur auditors to work hard so that they can achieve their goals (H. M. Nasution,
et al., 2016). This can increase the work productivity of auditors so that it affects the
achievement  of  organizational  goals.  Low  motivation  can  make  a  high-quality
person perform poorly and vice  versa.  Providing motivation can have  a positive
effect  on  the  implementation  of  auditor  work  in  achieving  organizational  work
targets. However, the reality in the field shows indications of a lack of motivation
possessed by auditors in carrying out their duties and functions (Surajiyo, 2019).
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2 RESEARCH METHODS
This study uses a quantitative approach that intends to explain the position of

the variables studied and the relationship between one variable and another. Sugiyono
(2010)  This  study  is  intended  to  test  the  hypothesis  that  has  been  formulated
previously. This study will explain the causal relationship between variables through
hypothesis testing.

This research will be carried out for three months from April to July 2024
located  at  the  DPRD  Kab.  Buton.  In  this  study,  the  analysis  method  used  is
regression. The sampling technique in this study uses the saturated sample technique.
According to Sugiyono (2010), saturated sampling is a sample collection technique
when all members of the population are used as a sample. So the sample in this study
is 54 people.

3 RESEARCH RESULTS
Description of Respondent's Response 
The respondents in this study were auditors at the Secretariat of the Buton Regency
DPRD as many as 54 people who were used for data processing. The description of
respondents'  responses  related  to  the  variables  Soft  skill  (X1),  Hard  skill  (X2),
motivation (X3) and performance (Y) can be seen in the following table:

Table 1. Respondents' responses about soft skills.
No Respondent's Response

Question STS TS RG S SS AVE
(1) (2) (3) (4) (5)

1 Every  auditor  has  good  behavior  in  the
audit process

0 0 2 27 25 4,43

2 The auditors have a professional attitude
in carrying out their work

0 0 5 24 25
4,37

3 Auditors  follow  standards  in  testing  all
decisions  they  make when  conducting
audits

0 0 5 25 24
4,35

4 The  auditors  have  good  cooperation  in
working

0 1 8 25 20
4,19

5 Every  auditor  has  good  behavior  in  the
audit process

0 0 2 27 25
4,43

Source: Data Processing (2024)

Based on Table 1, it can be seen that all the compiler indicators have shown high
respondent responses. The highest response was a statement about "Every auditor has
good behavior in the audit process" with an average score of 4.43 which is the highest
respondent response and is  categorized as very good while the lowest  respondent
response value is a statement about "The auditors have good cooperation in working"
with an  average score  of  4.19.  Although the  respondent's  response  value  for  this
statement is the lowest, it has been categorized as very good.



Table 2. Respondents' Responses About Hard Skills

Table 3. Respondents' Responses About Motivation
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No Respondent's Response
Question STS TS RG S SS AVE

(1) (2) (3) (4) (5)
1 The Auditors  have  carried  out  the  work

process according to the workload
0 0 8 33 13

4,09

2 The auditors have followed the procedures
according  to  the  standards  set  by  the
agency

0 1 10 29 14
4,04

3 The auditors are able to use work support
tools

0 1 11 27 15
4,04

4 The auditors  have had standard skills  in
completing the work

0 0 11 28 15
4,07

Source: Data Processing (2024)

Based on Table 2, it can be seen that all the constituent indicators have shown high
respondent  responses.  The highest  response  was a  statement  about  "The Auditors
have carried out the work process according to the workload" with an average score
of 4.09 which is the highest respondent's response and is in the very good category.
while the lowest respondents' response scores were statements about "The auditors
have followed the procedures according to the standards set by the agency" and "The
auditors are able to use work support tools" with an average score of 4.04. Although
the  respondent's  response  value  for  this  statement  is  the  lowest,  it  has  been
categorized as very good.

No Respondent's Response
Question STS RG S SS AVETS

(2)(1) (3) (4) (5)
1 Para  auditor  memiliki  motivasi  untuk

berprestasi
0 0 0 24 30

4.56

2 Pengakuan merupakan salah satu motivasi
dalam menyelesaikan pekerjaan

0 1 2 22 29
4.46

3 Tanggung  jawab  pekerjaan  yang  diberi
oleh  instansi  menjadi  motivasi  tersendiri
dalam bekerja

0 0 4 28 22
4.33
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4 Para  auditor  memiki  rasa  kebanggaan
terhadap pekerjaan yang dimiliki

0 1 5 22 23
4.07

Source: Data Processing (2024)

Based on Table 3, it can be seen that all the compiler indicators have shown high
respondent responses. The highest response was a statement about "Auditors have the
motivation  to  achieve"  with  an  average  score  of  4.56  which  was  the  highest
respondent response and was categorized as very good while the lowest respondent
response value was a statement about "Auditors have a sense of pride in their work,"
with an  average score  of  4.07.  Although the  respondent's  response  value  for  this
statement is the lowest, it has been categorized as very good.

Table 4. Respondents' Responses to Auditors' Performance
No Respondent's Response

Question STS TS RG S SS AVE
(1) (2) (3) (4) (5)

1 Auditors  always  work  with  attention  to
maintaining the quality of work results

0 0 4 28 22

4.33

2 The work tasks assigned to the auditor can
be  completed  according  to  the  assigned
quantity

0 0 2 30 22
4.37

3 The auditors always pay attention to the
timeliness in the process of completing the
work

0 1 3 30 20
4.28

Source: Data Processing (2024)

Based on Table 4, it can be seen that all the compiler indicators have shown high
respondent responses. The highest response was a statement about "The work tasks
given to the auditor can be completed according to the assigned quantity" with an
average score of 4.37 which is the highest respondent response and is categorized as
very good while  the  lowest  respondent  response  value  is  a  statement  about  "The
auditors always pay attention to timeliness in the process of completing work" with an
average score of 4.28. Although the respondent's response score for this statement is
the lowest, it has been categorized as very good.

Standardized
Coefficients

Unstandardized
Coefficients

Regression Test Results B Std. Error Beta t Sig.
1 (Constant) 1.157 1.452 .797 .429

SOFT SKILL .180 .086 .236 2.085 .042
HARD SKILL .058 .065 .085 .888 .379



by 0.180 or 18.0%.

by 0.058 or 5.8%.
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MOTIVATION .440 .091 .577 4.830 .000
a. Dependent Variable: Performance

The multiple regression equation obtained based on table 5 is as follows:
Y = 1,157+ 0,180X1 + 0,058X2 + 0,440X3

From the equation mentioned above, it can be explained:
1) The Soft Skill variable (X1) had an influence on the Auditor's Performance (Y)

2) The Hard Skill variable (X2) has an influence on the Auditor's Performance (Y)

3) The Motivation Variable (X3) had an influence on the Auditor's Performance
(Y) by 0.440 or 44.0%

The Effect of Soft Skills on Auditor Performance
Referring to the results of the analysis as in the model of multiple linear regeres,
where  the soft skill variable  has a significant coefficient value or influence on auditor
performance, of 0.180 or 18.0%, the results of this analysis indicate that  soft skills
have an influence but the level of influence is quite low in the sense that soft skills are
in the category of poor with the provision of coefficient values in Oersnaab Regeresi
is positive and vice versa, to the auditor's performance.
Each  auditor  has  good  behavior  in  the  audit  process,  showing  the  responses  of
respondents who are categorized as very good. This is inseparable from the technical
instructions owned by the organization that apply to every auditor in completing the
work. In addition, the auditors are directed to cooperate in completing the work so
that difficult work becomes light with teamwork.
Soft skills are defined by Spencer in the research of Priyono et al. (2021), namely the
basic characteristics of employees that are related to performance effectiveness and
superior performance in the implementation of work. Furthermore, Robbins (2015)
argues about  soft  competence  as  the  capacity  of  employees in  carrying out  work
where  soft competence  is  also  part  of  the  most  basic  characteristics  that  can  be
associated  with  the  process  of  improving  the  performance  of  an  employee  as  an
individual or as part of a team.
According to Priyono et al. (2021),   soft competence is the basic characteristic of a
person that allows employees to bring out superior performance in their work. Based
on  the  description  above,  the  meaning   of  soft competence  contains  a  deep  and
inherent  part  of  the  personality  of  a  person  with  predictable  behavior  in  various
circumstances and job duties. Predictions of who performs well and poorly can be
measured from the criteria or standards used.
The results of the research at the Office of the Inspectorate of the Secretariat of the
Buton  Regency  DPRD found  empirical  facts  that  soft  skills  have  a  positive  and
significant effect on the performance of auditors, which means  that  the better or
improved the  soft  skills,  the auditor's  performance will  increase  significantly.  The
results of the study support the results of previous research from Hariyanto (2016)
which stated that soft skills have a significant effect on auditor performance.

The Effect of Hard Skills on Auditor Performance
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Based on the results of the analysis as in the multiple linear regeresis equation model,
where  the  hard  skill variable   has  a  significant  coefficient  value  or  influence  on
auditor performance, of 0.058 or 5.8%, the results of this analysis indicate that hard
skills have an influence but the level of influence is quite low in the sense of  hard
skills are in the category of low or poor auditor performance as per the correlation
coefficient by Sugiono. 
The implementation of auditor work in accordance with their workload is an indicator
that strengthens the process of forming  reliable hard skills of each auditor. This is
also supported by the support of the agency in the development  of  hard skills of
employees through training activities so that the auditors have been able to follow the
procedures  according to  the standards set  by the agency,  but there  are still  some
auditors who do not master the use of work support tools so that this makes  hard
skills not have a significant impact on performance.
Hard skills  are the ability to master science and technology and technical skills in
developing Intelligence Quotient (IQ) related to their field. This technical knowledge
includes the knowledge needed for a  particular  profession and its  development in
accordance with the technology used must also be able to overcome the problems that
occur and be able to analyze them. Hard skills describe behaviors and skills that the
eye can see (explicitly). Hard skills can be assessed from Technical test or Practical
test  (Siahaan,  2017).  Hard skills  can be  seen from  Intelligence  Quotion Thinking
which has indicators of the ability to calculate, analyze, design, gain insight and broad
knowledge. 
Hard skills have a very important role to be developed, the meaning of this role is that
a person will do a job well and correctly according to  the hard skills he has (Siahaan,
2017).
Islam in Siahaan's research (2017) states that hard skills are the technical knowledge
and abilities that a person has. Technical knowledge which includes knowledge about
the design and features of the product, developing it according to technology, being
able to overcome problems that occur and analyzing the usefulness of the product in
an effort to identify new ideas about the product or service.
According to Article 206 of Government Regulation Number 11 of 2017 concerning
Civil  Servant  Management,  Competency  Development  is  an  effort  to  meet  the
competency needs of civil servants with position competency standards and career
development  plans.  Competence  is  the  ability  of  a  person/individual  to  carry  out
(professionally)  an  activity  in  the  category/function  of  professional  practice  in
accordance  with  what  is  indicated  in  the  organization.  In  another  sense,  HR
competencies are a part of a personality that is deep and inherent in a person and
behaviors that can be predicted in various circumstances and job tasks. In general,
competence  can  be  understood  as  a  combination  of  skills  (soft  skills),  personal
attributes or attitudes and knowledge (knowledge) that is reflected in the display of a
person's performance, can be measured, observed and evaluated. HR competencies
can include aspects of employee knowledge, skills, attitudes and behaviors.
The results of the research at the Office of the Inspectorate of the Secretariat of the
Buton  Regency DPRD found empirical  facts  that  hard skills  have a  positive  and
insignificant effect on auditor performance, which means that when  hard skills  are
getting  better  or  improved,  auditor  performance  will  increase  significantly.  The
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results of  this study do not support  the results of previous research from Fenyssa
(2021) which stated that hard skills can significantly affect auditor performance.

The Effect of Motivation on Auditor Performance
The  results  of  the  analysis  on  the  motivation  variable  as  in  the  multiple  linear
regression equation model, where the motivation variable has a significant coefficient
value or influence on the auditor's performance, by 0.440 or 44.0%, the results of this
analysis indicate that motivation has a moderate influence or is at the average value
and this is interpreted that the motivation of employees to the auditor's performance is
considered moderate in the sense that it is large enough to influence the aspect auditor
performance. 
The good motivation of the auditors in this institution is inseparable from the desire to
continue  to  excel,  try  to  complete  all  work,  and  the  pride  of  being  part  of  this
government agency is a motivation booster in working for the auditors.
Motivation can be defined as the complex unity of the process of giving work motives
to  subordinates  in  such  a  way  that  they  are  willing  to  work  sincerely  for  the
achievement  of  organizational  goals  efficiently  and  economically  (Utami,  2015).
Robbin in his research by Rahayu and Ruhamak (2017) stated that motivation is the
desire to do something as a willingness to spend a high level of effort for the goals of
the organization conditioned by the ability of the effort to meet an individual need.
Motivation  is  a  set  of  attitudes  and  values  that  influence  individuals  to  achieve
specific things in accordance with individual goals. Basically, motivation can spur
employees to work hard so that they can achieve their goals (H. M. Nasution, et al.,
2016).  This  can  increase  employee  work  productivity  so  that  it  affects  the
achievement of organizational goals. Low motivation can make a high-quality person
perform poorly and vice versa. Providing motivation can have a positive effect on the
implementation of employee work in achieving organizational work targets. However,
the  reality  in  the  field  shows  indications  of  a  lack  of  motivation  possessed  by
employees  in  carrying  out  their  duties  and  functions.  Motivation  can  have  a
simultaneous effect on performance (Surajiyo, 2019).
Motivasi kerja juga dapat didefinisikan sebagai daya kegairahan kerja yang diberikan
to someone so that they are willing to work together, work effectively and integrated
to achieve satisfaction with all their efforts. Work motivation is part of the factors that
also determine a person's performance. The magnitude or size of motivation affects a
person's performance and depends on how much intensity of motivation is given. The
difference  in  work  motivation  for  employees  is  usually  reflected  in  the  various
activities and achievements they have achieved (Hutabarat, 2019).
The next opinion, according to Hasibuan in the Hutabarat research (2019), defines
motivation as a way to direct the power and potential of subordinates so that they
want  to  work together  productively,  succeed and realize the goals that  have been
determined.  According  to  Soeroso,  quoted  from  the  Hutabarat  research  (2019),
motivation is a psychological process that shows the interaction between attitudes,
needs,  perceptions,  and  decisions  that  occur  in  a  person.  And  motivation  as  a
psychological process arises from factors within the person themselves called intrinsic
factors or factors from outside the self called extrinsic factors.
The results of the research at the Office of the Inspectorate of the Secretariat of the
Buton  Regency  DPRD  found  empirical  facts  that  motivation  has  a  positive  and
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significant effect on the performance of auditors, which means that when motivation
is better or improved, the performance of  auditors will increase significantly.  The
results of this study support the results of previous research from Darmayanti (2014)
which stated that motivation can significantly affect employee performance.

The Influence  of Soft Skills, Hard Skills and Motivation on Auditor Performance
Based on the  research  data,  the  influence   of  soft  skills and  hard skills with  the
correlation coefficient  of  the  analysis  results  can be stated that  the  two influence
variables  are  quite  low  and  interpreted  as  the  existing  expertise  has  not  been
maximized in the auditor  performance aspect.  Meanwhile,  the motivation variable
with a correlation coefficient in the classification is being interpreted as a fairly high
condition  in  the  auditor  performance  aspect,  however,  efforts  to  further  improve
motivation still need to be improved in relation to the performance as an auditor. 
According to  Susan (2019),  auditor  performance is  an  expression of  the  auditor's
work potential in the form of an auditor's work behavior in carrying out his duties to
achieve  optimal  work  results  which  can  be  measured  through  the  dimension  of
objective factors, namely work results and work discipline as well as the dimension of
subjective factors which include initiative, cooperation and loyalty that can optimize
auditor performance.
According to Alfianto and Suryandari (2015), the performance of auditors is a public
accountant who carries out   an   objective examination assignment on the financial
statements of a company or another organization with the aim of determining whether
the  financial  statements  are  presented  reasonably  in  accordance  with  generally
accepted accounting principles in all material matters, financial position and business
results of the company. Auditor performance is the action or implementation of audit
tasks that have been completed by the auditor within a certain period of time. An
auditor who has the ability in terms of auditing will be able to complete the work.
Auditors who are committed to their profession will be loyal to their profession as
perceived by the auditor.
The results of the research at the Office of the Inspectorate of the Secretariat of the
Buton Regency DPRD found empirical facts that soft skills, hard skills and motivation
together  have  a  positive  and  significant  influence  on  auditor  performance  which
means that when soft skills, hard skills and motivation are getting better or improved,
the auditor's performance will increase significantly. The results of this study are in
line with the results of previous research from Islami and Ferdinand (2012) which
stated  that  independent  variables  consisting  of  soft  skills,  hard  skills  and  work
motivation have an effect partially or together can influence the dependent variable,
namely auditor performance. 
Islami  and  Ferdinand  (2012)  in  their  research  found  that  independent  variables
consisting of soft competence, hard skills and work motivation have a relative effect
or  together  can  influence  the  dependent  variable,  namely  auditor  performance.
Furthermore, Sujana (2012) In his research, he found that the factors of competence
and work motivation together in this study turned out to have a significant effect on
the  performance of  wholesale  employees  working  at  PT.  The core  of  Prosperous
Garden, when the competence of wholesale employees increases, their performance
will  also  increase.  The  influence  of  this  competence  is  mainly  from skills,  then
followed by the knowledge factor and finally the work attitude.
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6 CONCLUSION
Based on the results of data analysis and discussion of the results of this study, the

following conclusions can be drawn:
1. The  soft  skill  variable  has  a  positive  and  significant  effect  on  auditor

performance,  which means that  the soft  skill  factor  is  interpreted well  in
improving auditor performance.

2. Hard skill variables have a positive and insignificant influence on auditor
performance, which means that hard skill factors are interpreted to have no
effect on improving auditor performance.

3. Motivation  variables  have  a  significant  positive  influence  on  auditor
performance, which means that the Motivation factor is interpreted to have
an influence on improving auditor performance.

4. Soft skills, hard skills and motivation together have a positive and significant
influence on improving auditor performance.
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