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Abstract
The purpose of this study is to find out and analyze the impact of Compensation,
Work Characteristics and Leadership Style on Employee Motivation and Performance
at the northern region of Adolina plantation PT. Perkebunan Nusantara IV. Samples
taken in this study were 103 people. Data were collected through questionnaire and
tested using validity and reliability tests; data must fulfill the classical assumption of
test element, then the data were tested using path analysis. This study concludes
that there is a significant influence of Compensation to Motivation, an influence of Job
Characteristics on Employee Motivation, there is no significant influence of Leadership
Style on Employee Motivation, there is an influence of Compensation to Performance,
there is significant influence of Work Characteristics to Employee Performance, and
there is no significant influence of Leadership Style on Employee Performance, there
is an influence of Motivation to Employee Performance at Adolina Business Unit of PT.
Perkebunan Nusantara IV.

Keywords: compensation, job characteristics, leadership style, motivation, employee
performance

1. Introduction

Goals set by the company will be achieved if the company has a good level of
employee performance. Performance defines as a result of work in quality and quantity
achieved by an employee in performing their job in accordancewith the responsibilities
given to him. Handoko (2011) states that if employees perceive inadequate compen-
sation, then their performance, motivation and job satisfaction will drop dramatically.

Besides job characteristics, the performance of an employee is also determined by
the leadership style applied by the respective company leaders. Improving the perfor-
mance of employees in an organization cannot be separated from the role of leaders
in the organization, leadership is the key in management that plays an important and
strategic role in the survival of a company (Hidayati et al., 2015).
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Whether it is realized or not, job characteristics and leadership style used by leaders
in leading the employees, cannot be separated from the motivation made by the
leadership before doing the work.

2. Literature Review

2.1. Compensation

According to Hasibuan (2014), compensation is all of employee income in the form of
money and goods which received by employee directly or indirectly in return for all of
the work given. Moreover, according to Handoko (2011), compensation is everything
that received by employee as a compensation for the services they provide.

2.2. Job characteristics

Robin and Coulter (2010) states that job characteristics are an internal aspect of a job
that refers to the content and conditions of the job. Therefore, job characteristics is the
trait and tasks that includes responsibility, tasks and level of satisfaction derived from
the work itself.

2.3. Leadership style

According to Sutrisno (2010), leadership is the ability to influence others, through direct
or indirect communication with the intent to motivate people to be understanding,
conscious, and happy to follow the will of the leader, and the leadership style is a way
that the leaders use in interacting with their employee.

2.4. Motivation

According to Manullang (2010), motivation is action done by a manager in giving inspi-
ration, to support employee to take measure, to encourage employee to be enthusi-
astic and achieve the desired result.
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2.5. Employee performance

Mathis and Jackson (2012) states that performance basically is what employee do or
do not do. Employee performance is what affects how much they contribute to the
organization that includes output quantity, output quality, output periods, attendance
and cooperative attitude.

2.6. Hypothesis

In accordance with the aforementioned explanation, the hypothesis of this study can
be defined as:

1. Compensation has effect on motivation

2. Job characteristics has effect on motivation

3. Leadership style has effect on motivation

4. Compensation has effect on employee performance

5. Job characteristics has effect on employee performance

6. Leadership style has effect on employee performance

7. Compensation through motivation has effect on employee performance

8. Job characteristics through motivation has effect on employee performance

9. Leadership style through motivation has effect on employee performance

3. Research Methods

This study is conducted at Adolina business unit of PT Perkebunan Nusantara IV. The
type of research used in this study is correlational research, which aims to analyze and
test the causal relationship between independent and dependent variables.

The population in this research is all employees of north region of Adolina unit that
is 103 people, this study takes the entire population as sample (census).

Analysis technique used in this research is Path Analysis which operated through
SPSS program. This analysis is used to determine how much influence a variable to
other variables, both direct influence and joint influence ( joint effect).
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3.1. Measured variables

The indicator and measurement scale are used to facilitate this study. The analysis and
discussion of variables used in this study are as follows:

3.1.1. Compensation (X1)

Compensation is something that received by employee as a recompense of their
contribution and services to the company (indicator: salary, allowance, bonus, health
insurance, praise of work achievement, award for achievement).

3.1.2. Job characteristics (X2)

Job characteristics is an internal aspect of a job that refers to the content and conditions
of the job (indicator: autonomy, job variation, identity assignment, task significance,
feedback).

3.1.3. Leadership style (X3)

Leadership style is an attempt by a leader to influence a person’s or a group’s behavior
that aims to achieve the individual or shared goals of the organization (indicator:
briefing, communication, decision-making, motivation, consultative, participation).

3.1.4. Motivation (Y1)

Motivation is strength, encouragement, need, passion, or any psychological mecha-
nism that encourage a person or group to achieve certain accomplishments in accor-
dance with what is desired (indicator: status, interpersonal relationship with superior
and subordinate, supervision, workability, working condition).

3.1.5. Employee performance (Y2)

Employee performance is the results of work in quality and quantity that achieved by
an employee in performing tasks in accordance with their responsibilities (indicator:
knowledge of work, attitude, initiative, quality of work, cooperation, creativity, reli-
able).

DOI 10.18502/kss.v3i10.3406 Page 590



ICOI-2018

3.2. Data collection technique

The data in this study consists of primary and secondary data. Data collection technique
used to obtain the data is as follows:

3.2.1. Questionnaire

By distributing a list of questions to the respondents, where respondents choose one
of the provided answers.

3.2.2. Interview

By interviewing the employee that provides concerned information and data.

3.2.3. Documentation study

Documentation study is obtained through materials, documents, and literatures which
have been published in libraries.

3.3. Data quality test

1. Validity Test

2. Reliability Test

3. Classic Assumption Test

4. Normality Test

5. Multicollinearity Test

6. Heteroscedasticity Test

3.4. Data analysis technique
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3.4.1. Coefficient of determination

Coefficient of Determination is the square of correlation coefficient r multiplied by
100% to find out the amount of contribution the independent variable has in determin-
ing the dependent variable. The formula used to decide the degree of determination
is as follows:

𝐾𝐷 = 𝑟2 × 100%.

3.4.2. Path analysis

This analysis is used to determine the amount of effect of a variable to another vari-
able, both direct influence and joint influence. The immensity of influence of an inde-
pendent variable to a dependent variable is called path coefficient (Pyx). The relation-
ship structure of these variables can be put into the regression equation, namely:

Sub Structure I : Y1 = PY1X1 + PY1X2 + PY1X3 + PY1X4 + e1
Sub Structure II : Y2 = PY2X1 + PY2X2 + PY2X3 + PY2X4 + PY2Y2+ e2

3.5. Research result

3.5.1. Data quality test

3.5.2. Validity test

Based on the data processing result, the validity test result is as follows:

T 1: Validity test.

Item Pertanyaan r𝑡𝑒𝑠𝑡 r𝑡𝑎𝑏𝑙𝑒 Conclusion

Compensation 1 0.410 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Compensation 2 0.614 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Compensation 3 0.461 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Compensation 4 0.811 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Compensation 5 0.619 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Compensation 6 0.734 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Job Characteristics 1 0.638 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Job Characteristics 2 0.588 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Job Characteristics 3 0.535 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Job Characteristics 4 0.501 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Job Characteristics 5 0.415 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
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Item Pertanyaan r𝑡𝑒𝑠𝑡 r𝑡𝑎𝑏𝑙𝑒 Conclusion

Leadership Style 1 0.754 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Leadership Style 2 0.514 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Leadership Style 3 0.608 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Leadership Style 4 0.535 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Leadership Style 5 0.385 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Leadership Style 6 0.450 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Motivation 1 0.733 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Motivation 2 0.604 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Motivation 3 0.730 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Motivation 4 0.591 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Motivation 5 0.478 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Employee Performance 1 0.536 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Employee Performance 2 0.370 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Employee Performance 3 0.386 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Employee Performance 4 0.568 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Employee Performance 5 0.543 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Employee Performance 6 0.548 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Employee Performance 7 0.623 0.361 Valid = rℎ𝑖𝑡. > r𝑡𝑎𝑏.
Source: Processed primary data, 2017.

Table 1 shows all indicators on each variable have fulfilled the validity requirements,
which is r𝑡𝑒𝑠𝑡 > r𝑡𝑎𝑏𝑙𝑒. Therefore, these indicators can be used to measure the variables
of this study.

3.5.3. Reliability test

The reliability test result shows that all variables have fulfilled the reliability test
requirements, where the value of Cronbach Alfa test is greater than Cronbach Alpha
standard. On that account, it can be concluded that the indicators of variable have an
adequate level of consistency to measure these variables.

3.6. Hypothesis test

3.6.1. Substructure I

The explanation of the study result related to the effect of Compensation, Job Charac-
teristics, and Leadership style to Motivation is as follows:

Influence of compensation on motivation (X1→ Y1)
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T 2: Results of Hypothesis Testing of Substructure I.

Model Unstandardized Coefficients Standardized
Coefficients

t Sig.

B Std. Error Beta

1 (Constant) 0.386 1.401 0.276 0.783

Compensation 0.488 0.081 0.548 6.008 0.000

Job_Characteristics 0.325 0.087 0.293 3.748 0.000

Leadership Style 0.028 0.070 0.031 0.403 0.688

a. Dependent Variable: Motivation.

Table 2 shows that the sig value of compensation in this substructure study I is 0.000.
When compared with the alpha value of this study (0.05) it is known that 0.000 < 0.05
so it can be concluded that there is an influence of compensation to motivation. The
value of the compensation coefficient on motivation is 0.488.

Influence of job characteristics on motivation (X2→ Y1)

Table 2 shows that the sig value of job characteristics in this substructure study I
is 0.000. When compared with the alpha value of this study (0.05) it is known that
0.000 < 0.05 so it can be concluded that there is an influence of job characteristics to
motivation. The value of the job characteristics coefficient on motivation is 0.325.

Influence of leadership style on motivation (X3→ Y1)

Table 2 shows that the sig value of leadership style in substructure research I is 0.688.
When compared with the alpha value of this study (0.05) it is known that 0.688 >
0.050 so it can be concluded that there is an insignificant influence of leadership style
on motivation. The value of the leadership style coefficient on motivation is 0.028.

3.6.2. Substructure II

The explanation of the study result related to the effect of Compensation, Job Charac-
teristics, and Leadership style to Performance is as follows:

Influence of compensation on performance (X1→ Y2)

Table 3 shows that the compensation sig value in this sub-structure II study is 0.011.
When compared with alpha value of this study (0.05) it is known that 0.011 < 0.05 so
it can be concluded that there is influence compensation on performance. The value
of compensation coefficient on performance is 0.330.

Influence of job characteristics on performance (X2→ Y2)

Table 3 shows that the sig value of job characteristics in this sub-structure II study is
0.002. When compared with alpha value of this research (0.05) it is known that 0.002
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T 3: Results of Hypothesis Testing of Substructure II.

Model Unstandardized Coefficients Standardized
Coefficients

t Sig.

B Std. Error Beta

1 (Constant) 5.709 1.868 3.057 0.003

Compensation 0.330 0.127 0.310 2.605 0.011

Job_Characteristics 0.393 0.123 0.297 3.184 0.002

Leadership_Style –0.067 0.094 –0.062 –0.709 0.480

Motivation 0.282 0.134 0.236 2.104 0.038

a. Dependent Variable: Performance.

< 0.05 so it can be concluded that the characteristics of work affect the performance.
The value of job characteristics coefficient on performance is 0.393.

Influence of leadership style on performance (X3→ Y2)

Table 3 shows that the sig value of leadership style in sub-structure II research is
0.488. When compared with alpha value of this study (0.05) it is known that 0.488
> 0.050 so it can be concluded that there is no significant influence of leadership style
on performance. The value of leadership style coefficient on performance is –0.067.

Influence of motivation on performance (Y1→ Y2)

Table 3 shows that the sig value of motivation in this sub-structure II study is 0.038.
When compared with alpha value of this study (0.05) it is known that 0.038 < 0.050 so
it can be concluded that there is influence of motivation on performance. The value of
leadership style coefficient on performance is –0.067.

The result of Path Analysis from substructure I and II is as follows:

𝑌 1 = 0.488𝑋1 + 0.325𝑋2 + 0.028𝑋3 + 0.408

𝑌 2 = 0.330𝑋1 + 0.393𝑋2 − −0.067𝑋3 + 0.282𝑌 1 + 0.504

3.6.3. Substructure II

1. Influence of Compensation on Performance

The results of this study indicate that the compensation received by employees
has an impact on the improvement of employee work performance. This is in
accordance with what is stated by Casco in Kartjantoro (2004) which states that
compensation as one of the factors needed to assess an employee’s performance.

2. Influence of Job Characteristics on Performance
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Figure 1: Research Framework and Path Analysis Results.

As an important factor in improving the company’s performance, the employee is
required to be able to understand and consider the elements of job characteris-
tics, because the characteristics of the work will ideally determine the quality of
employee work, it begins with a detailed planning, then carried out to describe
the detailed specific of job characteristics that exists on every job. This is in
line with that stated by Oldham in Yahya (2009: 2) that job characteristics will
greatly contribute to the company when each employee is able to know every
characteristic of his work.

3. Influence of Leadership Style on Performance

It is clear that the magnitude of this influence is not dominant compared to other
independent variables, this means that when the leadership style changed it will
lead to decreased performance of employees. This illustrates that the leadership
style applied by the leadership of the company is basically good and favored by
all employees in the company.

4. Influence of Motivation on performance

High motivation directly affects performance. Employee motivation should be
encouraged to be increased, therefore it should be a concern for the company

DOI 10.18502/kss.v3i10.3406 Page 596



ICOI-2018

to pay attention to all the needs of its employees. In line with this as stated by
As’ad (2004) that motivation is something that raises the spirit or the willingness
to work.

4. Conclusion

1. There is a significant influence of compensation onmotivation at Adolina business
unit of PT Perkebunan Nusantara IV. The influence value of compensation on
motivation is 0.488.

2. There is a significant influence of job characteristics on work motivation of
employees at Adolina business unit of PT. Perkebunan Nusantara IV. The influence
value of job characteristics on motivation is 0.325.

3. There is no significant influence of leadership style on work motivation of
employees at Adolina business unit of PT. Perkebunan Nusantara IV. The influence
value of leadership style on motivation is 0.028.

4. There is a significant influence of compensation on employee performance at
Adolina business unit of PT. Perkebunan Nusantara IV. The influence value of
compensation on performance is 0.330.

5. There is a significant influence of job characteristics on employee performance at
Adolina business unit of PT. Perkebunan Nusantara IV. The influence value of job
characteristics on performance is 0,393.

6. There is no significant influence of leadership style on employee performance
at Adolina business unit of PT. Perkebunan Nusantara IV. The influence value of
leadership style on performance is –0.067.

7. There is a significant influence ofmotivation on employee performance at Adolina
business unit of PT. Perkebunan Nusantara IV. The influence value of motivation
on performance is 0.282.
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