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Abstract:

Employee Performance is an achievement by an individual worker that is
adjusted to the role or task of the individual in a company or organization
within a certain period, which is associated with a certain value or standard size
of the company where the individual works. Therefore, a precise model is
needed to measure the performance of company employees, because when
employee performance rises, it will also improve the company's performance.
The model is the DMC model that is discipline, motivation, and compensation.
This research is a quantitative study using accidental sampling, with 100
respondents. The data analysis method in this study uses SEM (Structural
Equation Model) with SPSS software tools. The results showed that the DMC
model (Discipline, Motivation, and Compensation) had a significant positive
effect to employee performance. As well as the feasibility of the model
reflected by R-Square (R2) of 0.990, which means that the contribution of
DMC Model (Discipline, Motivation, and Compensation) affect 99 percent to
employee performance, while the remaining 1 percent is influenced by other
factors outside the model.
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JEL Classification: J3, L1, J§, L2

Introduction

the entry into force of the AEC (ASEAN
Economic Community), many companies are

Human Resources (HR) is an important asset to
support an organization's success. HR is the
executor of all organizational policies so it needs
to be equipped with adequate knowledge. The
importance of human resources needs to be
realized by all levels of management in the
company. However advances in technology
today, human factors still play an important role
for the success of an organization. In the
development of globalization, especially with
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required to be able to maximize employee
performance. Employee Performance is the
work achieved by individuals that are tailored to
the role or duties of individuals in a company or
organization within a certain period, which is
associated with a certain value or standard size
of the company where the individual works.

Bangun (2012) explains that the work results
achieved by someone based on job requirements,
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based on the definition above shows that
employee performance is the result of
employee's work in quality and quantity that
helps the organization in achieving its goals.
Employee performance that is common to most
workers includes elements namely quantity of
results, quality of results, timeliness of results,
attendance, and ability to work together. The
performance of employees in the company does
not meet the standards. There are some
employees who lack discipline such as arriving
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late, leaving early, and returning to their tables
late after the break is over. And to overcome
these things or violations there are no strict
sanctions, also the level of absence that is still
quite prominent every month. Based on the facts
that have been outlined above, the following is a
recap of the attendance data from PT Samudera
Krida Utama that the authors recap of in the past
1 year namely from January to December 2019
with the details as follows:

Table 1 Employee Attendance Data

No Month Number of
Attendance
1 Jan 80
2 Feb 81
3 March 100
4 April 75
5 May 55
6 June 64
7 July 89
8 Aug 77
9 Sept 66
10 Oct 56
11 Nov 50
12 Dec 80

Present Number of Absent Total
Percentage (%) Missing Percentage Employees
(%)
80 20 20 100
81 19 19 100
100 0 0 100
75 25 25 100
55 45 45 100
64 36 36 100
89 11 11 100
77 23 23 100
66 34 34 100
56 44 44 100
50 50 50 100
20 80 20 100

Source: The attendance data processed, 2020

As shown in table 1 shows that for 1 year, there
was only one month that the Company's
employees showed 100% attendance and in
other months showed a very disappointing
presence, even though the reasons for not being
present or absent included various reasons such
as permits, illness, and leave. Thus the
company must further improve good
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performance by disciplining employees who are
arbitrarily absent from absent. The business that
will be carried out by the organization or
company to make employees' performance more
improved is by paying attention to the level of
employee discipline at work. According to
Fathoni (2012) discipline is aware of the
treatment of obeying all organizational or

1655



T IEST

Engineering & Management

company regulations and also the norms that
apply. Discipline is illustrated that if workers
arrive on time at the specified time, do all the
work properly and correctly, comply with
regulations, and social norms (Hasibuan, 2013).

Sutrisno (2013) suggests motivation is a factor
that drives a person to do a certain activity,
motivation is often interpreted as a factor driving
a person's behavior. Mangkunegara (2012) also
stated that motivation is a condition or energy
that moves employees to be directed or directed
to achieve the organizational goals of the
company. In order for all activities and activities
of the organization or company to run properly
and properly, the company must have employees
who are well-informed, skilled and competent in
their fields so that employee performance
increases. According to Hasibuan (2013) work
performance is a goal that must be achieved by
every employee. This will be a benchmark or
hope to form a pattern of good relations between
employees and the company. The employees
will think that the company where they work can
understand and know the necessities of life that
are the triggers why they work to get a
compensation. Compensation is all income in
the form of money, direct and indirect goods
received by employees in return for services
provided to the company (Hasibuan, 2013).
Understanding compensation according to
Handoko (2012) is anything that is received by
employees as a reward for their work.
Compensation is also an award given by
employees both directly and indirectly,
financially and non-financially equitable to
employees for their contribution in achieving
organizational goals, so that compensation is
needed by any company to improve the
performance of its employees. The forms of
financial compensation are salary, benefits,
bonuses, and commissions. Whereas non-
financial compensation includes training,
authority and responsibility, appreciation for
performance and a  supportive  work
environment. Dewi et al. (2014) explained that
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May - June 2020
ISSN: 0193-4120 Page No. 1654 - 1667

the revolution that occurs in each employee's
performance is influenced by compensation.
However work discipline and work motivation
also need to be improved because it is very
important, both of which aim to encourage
employees to perform better. Work motivation
will encourage someone to work more
enthusiastically. While work discipline is an
attitude or personality possessed by an employee
to carry out the tasks carried out by complying
with work procedures that have been set by the
company, so that if employees have work
discipline and high work motivation, it is not
surprising  that employees have  high
performance. This phenomenon is very
interesting to study to see whether work
discipline, motivation, compensation affect
employee performance

Literature Review
Human Resource Management

Human resource management is very important
to increase the usefulness and results of the
function of human resources in the organization,
with the intent and purpose of giving the
organization or company an effective work
activity. The definition of human resource
management according to Abdullah (2014) is the
overall activity relating to carrying out
organizational work through the functions of
planning, organizing, directing, and supervising
to achieve organizational goals that have been
determined with the help of organizational
resources. Human resource management has a
special meaning compared to  general
management or other resource management.
Because what will be managed is human, the
success or failure of human resource
management will have a very broad impact.
Human resource management is very important
to improve the function and results of human
resource work in organizations or companies,
with a positive impact and aims to give the
organization an effective work activity
(Sunyoto, 2015).
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Discipline

Every organization is very necessary and must
have various requirements that must be obeyed
by every employee. Discipline is an action taken
by management in giving efforts to members to
meet the needs of the organization or company.
It is said discipline if employees have the nature
to work discipline, etymologically is if there is
no great or perfect human being. Good
discipline is when the amount of employee
responsibility for the tasks assigned to him.
Hasibuan (2012) explains that discipline is an
intention of what someone does to obey all the
rules that have been made by the company that
is in force. The company really needs a high
level of work discipline to maintain company
performance, and requires the role of leaders
who are able to behave well, behave wisely and
consistently in giving sanctions or penalties for
violations of organizational regulations.

Handoko (2011) states that there are two types
of disciplinary activities namely preventive
discipline and corrective discipline. Preventive
discipline is an activity carried out to encourage
employees to follow standards and rules so that
fraud can be prevented. Management has the
responsibility to create preventive disciplines
where various standards are known and
understood. While corrective discipline is an
action taken to deal with further violations.
Corrective activities often take the form of
punishments and are called disciplinary action,
Employees are a very important part in
determining the achievement of the goals of an
organization, and work discipline can have an
influence on employee performance. Someone
who has a good spirit of work discipline will
achieve the specified goals. The success or
failure of an organization in achieving its goals
depends on the level of success of each
individual organization itself in carrying out
their duties (Wahyuddin, 2006). The empirical
results of Susanti et al. (2016) employees who
have good work discipline are expected to be
able to try as much as possible to complete their
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for example warning or suspension. Discipline
goals should be positive, educate and correct,
not negative actions that bring down employees
who do wrong. The purpose of discipline is to
improve future activities rather than punish past
activities.

Management activities are to provide rules or
guidelines used in the organization. To run an
organization regularly, it is very necessary and
can be realized only in conditions of high work
discipline. According to Sutrisno (2011),
indicators of work discipline are as follows:

Table 2 Indicators of Discipline

Indicators of Discipline

Obey the rules of Judging from the hours of
time work, hours of return, and
hours of rest on time in
accordance with the rules in
force in the company
Comply with = Basic rules about how to
company dress, and behave at work.
regulations
Obey the rules of Shown by ways of doing
behavior at work  jobs in accordance with the
position, duties, and
responsibilities and how to
relate to other work units.
Obey the other The rules about what can
regulations in the and what should not be
company done by employees in the
company

work, so as to produce optimal performance for
the company. Disciplined employees tend to be
punctual in carrying out established procedures
and have high responsibilities

Motivation

On the basis and principle, every company
would want employees who are competent in
good and skilled communication, but the main
thing is someone has the intention and
commitment to diligently work to produce
optimal achievement. Motivation according to
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Sunyoto (2015) is a strength that results from
one's desire to satisfy his needs. Motivation is
very important, because with motivation it is
expected that every employee is willing to work
hard and enthusiastically to achieve high work
productivity. While motivation according to
Yatipai et al. (2015) is an encouragement or
enthusiasm that arises in a person or employee
to do something or work, due to external
stimulation both from superiors and the basis for
meeting the needs and satisfaction, as well as
fulfilling responsibilities for the tasks given and
carried out in the organization.

From the above understanding and explanation,
the researcher can conclude that motivation is
something that can encourage someone to do a
good job so that the company's goals can be
achieved. Work motivation can come from
outside the employee or from within the
employee itself. Leaders in motivating their
employees must realize that people will want to
work hard in the hope that employees will meet
the needs and desires of the results of their work.
Motivation is the encouragement that will be
given to the employees. The indicators of
motivation in this study refer to Maslow's theory
in Sunyoto (2015), shown as a table below

Table 3 Indicators of Motivation
Indicators of Motivation

Physiological | Employees work to
needs meet their daily needs

Employees are working
seriously so that the
company  guarantees
work safety

Employees really work
because  the  work
atmosphere that has
been made as
comfortable as possible
Employees carry out
work obligations in
earnest will get the

The need for a
sense of
security

Social needs

The desire for
appreciation
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proper appreciation
Employees do the work
The desire of & seriously to improve the
insight ability of employees
themselves

Motivation is indeed a need for an individual,
especially in the process of achieving a goal,
therefore motivation must really be considered
by an organization. By providing motivation
there will be work willpower and if the
willpower is high it will also impact on
performance results. This indicates how strong
the drive, effort, intensity, and willingness to
sacrifice for the achievement of goals. Fernadi et
al., (2016) write the meaning of performance as
a result of the quality and quantity of
performance achieved by an employee in
carrying out their duties in accordance with the
responsibilities given. Thus this understanding
implies that in carrying out their work, the
performance of each employee accumulatively
affects the company. Thus the company is
important to take actions that can maintain and
improve the performance of each employee by
providing motivation. Empirical results Tampi
(2014) that motivation has a positive and
significant relationship to employee
performance, this is based on motivation done
by superiors, it will have an impact on the
increasing performance of employees in the
company.

Compensation

Compensation according to Gaol (2014) is
anything that is received by employees, either in
the form of money or not money as a
remuneration for the efforts made by employees
(employee contributions) that they provide to the
organization. Whereas according to Nawawi
(2011) compensation is defined as an award or
reward to employees or members of an
organization that have contributed through the
implementation of work to  achieve
organizational goals. The compensation process
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according to Handoko (2011) is a network of
complex subprocesses with a view to providing
retribution to employees for work performance
and to motivate them to achieve the desired level
of achievement. Among the components of this
process are payment of wages and salaries, as
well as supplementary compensation, such as:
payment of insurance, leave, sickness and so on.
In general, payment of wages within a company

Job descriptions

May - June 2020
ISSN: 0193-4120 Page No. 1654 - 1667

is determined by activities that include job
analysis, job description writing, job evaluation,
wage and salary surveys, analysis of relevant
organizational issues, determination of a work
price (which must exceed the minimum wage),
setting rules administrative rules for wages, and
finally payment of wages to employees. For
more details, Handoko (2011) stated the flow of
these activities can be seen in the picture below:

Minimum
wage

regulations

\ 4

Job Performance Wage survey and Wage Administrative
spesifications »| cvaluations »| Organizational .| structure » rules
problem analysis
l v
Work R Employee
standardize "~ | performance
appraisal

A
Payment of wage

Figure 1 Compensation Process

Compensation is anything that is received by an
employee, whether in the form of money or not
money in return for services rendered. In this
study, compensation indicators are described
according to Gaol (2014), as follows:

Table 4 Indicators of Compensation

Indicators of Compensation

Met the The compensation can meet

minimum needs = their minimum needs

Can be binding = The compensation is
sufficient, so that employees
do not wish to move to
another company

Can motivate The  compensation  can
motivate him to work harder

Published by: The Mattingley Publishing Co., Inc.

compensation
Fair The compensation is fair in
accordance with their work
performance

Not fixed The compensation received

by  employees is in
accordance with the regional
minimum wage

Compensation is indeed a necessity as an
employee because employees feel comfortable
and comfortable in need of compensation for
employees, therefore how companies should
make compensation so that employee
performance is better and contributes to the
company. Muljani (2002) states that workers are
one part of company assets that is very
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important for the achievement of the company.
Conversely, for employees who have a variety
of needs, the company is also one place that can
satisfy their needs. Compensation is a reward
given by the company to employees, for their
services in carrying out their duties, obligations
and responsibilities imposed on them in the
context of achieving company goals.

Employee Performance

Abdullah (2014) states that performance is a
picture of the level of achievement of the
implementation of a program of activities or
policies in realizing the goals, objectives, and
mission of the organization as outlined through
the strategic planning of an organization. A
person's performance is said to be good if the
results of individual work can exceed the
predetermined roles or targets. Thus the problem
of employee performance is also related to the
problem of people's ability to develop
themselves in order to be able to work towards
the goals desired by the organization. Employee
performance according to Gaol (2014) is a real
behavior that is displayed by everyone as a work
performance generated by employees in
accordance with their role in the company.
Employee performance is a very important thing
in the company's efforts to achieve its goals.
While the wunderstanding of employee
performance according to Hasif et al. (2015) is
the quality and quantity of work achieved by an
employee in carrying out tasks in accordance
with the responsibilities given to achieve
rganizational goals. Employee performance
appraisal is very important to be applied in the
company. Performance appraisal needs to be
formally based on a set of criteria that are
rationally determined and applied objectively
and documented systematically. Employee
performance is the result of work achieved by
employees. Employee performance indicators in

Published by: The Mattingley Publishing Co., Inc.
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this study according to Siagian (2009), as
follows;

Table 5 Employee Performance

Indicators of Employee Performance

Main tasks Employees know the main
tasks of their work

Knowledge Employees in  work
related with their
knowledge and skill they
have

Related tasks Employees understand

that their duties are related

to other employees' tasks
Work difficulties =~ Employees understand the

work difficulties they face

Steps for Employees understand
what corrective steps must
be taken to improve

performance

improvement

Research Method

Data analysis method that will be used in this
research is quantitative analysis. Quantitative
analysis is done by making the parts that will be
made into a group of data based on variables and
types of respondents, tabulating data based on
variables from all respondents, presenting data
for each variable studied, doing calculations to
answer the problem formulation, and doing
calculations to test hypotheses that are has been
submitted (Sugiyono, 2016). In this study data
analysis will use descriptive statistical
techniques and Structural Equation Modeling
(SEM) methods using SPSS software.

Scale of Measurement

Measurement scale is a reference that is used to
determine the length of the interval that is in
units of measuring devices. According to
Sugiyono (2013) in this case explained that the
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measurement scale is an agreement that is used
as a reference to determine the length of the
short interval in the measuring instrument, so
that the measuring tool when wused in
measurement will produce quantitative data. The
scale used for the variables in this study is the
ordinal scale. Sekaran (2011) explains that the
ordinal scale not only categorizes variables to
show differences between various categories,
but also ranks them in several ways.

While the scale used for the instrument in this
study is the Likert scale. Sugiyono (2011)
explains that the Likert scale is a scale used to
measure the attitudes, opinions, and perceptions
of a person or group of people about social
phenomena. The Likert scale is designed to
examine how strongly the subject agrees or
disagrees with the statement on the S5-point

Likert scale (Sekaran, 2011: 31). The
composition of the Likert scale as follows;
Table 6 Likert scale
Point Answer
Score 1 Strongly Disagree (SD)
Score 2 Disagree (D)
Score 3 Neutral (N)
Score 4 Agree (A)
Score 5 Strongly Agree (SA)

Hypothesis, the hypothesis proposed in this
study is as follows:

H1: Discipline affects to employee performance
H2: Motivation affects to employee performance
H3: Compensation affects to
performance

employee

Employee
performance

Figure 2 Research of DMC Model
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From the figure above that in a company there is
a work discipline that can affect the level of
employee performance, besides that employees
also have the right to compensation in order to
affect the performance of the company, and the
existence of motivation that can affect employee
performance on work and responsibilities.

Employee Performance;;

= Bo+ B1Di:
+ B2M; + B3Cyy
+ &t

Information:

EP; : Employee Performace

Bo : Constant

B1,B2, B3 . Coefficient

Di : Discipline

M;¢ : Motivation

Ci : Compensation

Eit : Error

Data Analysis Results

a) Validity Test

Validity testing is a function to measure the
validity of a statement or questionnaire. A
questionnaire is said to be valid if the questions
on the questionnaire are able to reveal something
that will be measured by the questionnaire.
Significance test is done by comparing the value
of r-arithmetic with r-table for degree of
freedom (df) = number of constructs -2. If r-
arithmetic (for each item r can be seen in the
corrected item - total correlation column) > r-
table and the value of r is positive, then the item
or question is said to be valid (Ghozali, 2009).
The validity test results can be seen in the table
below.
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Table 7 Validity test results

Variable

Discipline (D)

Motivation (M)

Compensation (C)

Employee Performance (EP)

Source: Primary data processed, 2020

Based on table 7, it can be concluded that all
items that measure the independent variables
namely discipline, motivation, and
compensation as well as the dependent variable
namely employee performance, the whole
statement item can be declared valid. This
happens because the entire statement item
produces a calculated r value greater than 0.300

b) Reliability Test

The reliability test is to measure a questionnaire
which is an indicator of a variable or building on
a variable. A questionnaire is said to be reliable
or reliable if a person's answers are consistent or
stable over time. A construct or variable is said
to be reliable if it gives a Cronbach Alpha value
> 0.6 (Ghozali, 2009). The following table 8 will
shows the results of the reliability test for the
four variables used in this study.

Statement Pearson r - table Conclusion
Correlation
D1 0.923 0.300 Valid
D2 0.841 0.300 Valid
D3 0.895 0.300 Valid
D4 0.925 0.300 Valid
D5 0.956 0.300 Valid
Ml 0.919 0.300 Valid
M2 0.364 0.300 Valid
M3 0.872 0.300 Valid
M4 0.917 0.300 Valid
M5 0.787 0.300 Valid
Cl 0.701 0.300 Valid
C2 0.946 0.300 Valid
C3 0.948 0.300 Valid
C4 0911 0.300 Valid
Cs 0.752 0.300 Valid
EP1 0.859 0.300 Valid
EP2 0.905 0.300 Valid
EP3 0.879 0.300 Valid
EP4 0.940 0.300 Valid
EPS 0.872 0.300 Valid

Published by: The Mattingley Publishing Co., Inc.

Table 8 Reliability Test Results

Variable Cronbach Conclusion
Alpha

Discipline (D) 0.968 Reliable

Motivation (M) 0.905 Reliable

Compensation (C) 0.944 Reliable

Employee 0.961 Reliable

Performance (EP)
Source: Primary data processed, 2020

Classical assumption test

a) Normality Test

In this test will use a graphical approach, namely
the standard P-Plot of regression standard graph,
with this test required that the distribution of
research data must follow a diagonal line
between 0 and the X and Y axis meeting.
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Figure 3 Normality Test Results Using P-Plot Graphs

From the graph above, it can be seen that the
data distribution has followed a diagonal line
between 0 (zero) with the meeting of the Y axis
(Expected Cum. Prob.) With the X axis
(Observed Cum. Prob.). This shows that the data
in this study were normally distributed. Thus it
can be concluded that the regression model has
fulfilled the normality assumption.

b) Multi-collinearity Test

The method that can be used to detect the
presence of multi-collinearity symptoms is done
by looking at the value of Variance Inflation
Factor (VIF), and the tolerance value. If the
tolerance value is close to 1, and the VIF value
is lower than 10, that’s mean no multi-
collinearity. The VIF and tolerance value are
presented in table below:

Table 9 Multi-collinearity Test Result

Variable Tolerance VIF Conclusion
value

Discipline (D) 0.53 8.734 No multi-
collinearity

Motivation 0.70 4.301 No multi-
M) collinearity

Compensation 0.70 4.359 No multi-
© collinearity

Source: Primary data processed, 2020
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Based on table 9 above, it can be seen that the
tolerance value is close to 1 and the value of the
variance inflation factor (VIF) is lower than 10
for each variable, then this means that in this
DMC model there is no correlation between
each independent wvariables (no  multi-
collinearity).

Results and Discussion (DMC Model)

The result of multiple linear regression between
DMC Model (discipline, motivation, and
compensation) to employee performance can be
obtained as follows:

Table 10 Regression results

Variable = Coefficient Sig.
(Constant) -0.013 0.738
Discipline (D) 0.697 0.000
Motivation 0.165 0.000
M)

Compensation 0.154 0.000
©

Source: Primary data processed, 2020

So, the model is EP =-0.013 + 0.697D +
0.165M + 0.154C + e

The results of the multiple linear regression
equation above provide the understanding that:

1. A constant value of -0,013, meaning that if
DMC model (discipline, motivation and
compensation) are absent or equal to 0, then the
employee's performance will be 0.013.

2. P1 (coefficient of discipline) is positive,
meaning that if work discipline is increasing, the
resulting employee performance increases.

3. P2 (coefficient of motivation) is positive,
meaning that if motivation is increasing, the
resulting employee performance is increasing.

4. B3 (coefficient of compensation) is positive,
meaning that if compensation is increasing, then
employee performance will also increase.

Model Feasibility Test
a) Goodness of Fit Test
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This test is conducted to determine whether
work discipline, motivation and compensation in
together will affect to employee performance.
The results of this test shows as below:

Table 11 ANOVA test results

Model F Sig.
Regression 3043.27 0.000
Source: Primary

data processed, 2020

From the above table it can be seen that the
value of the F test with a significance level of
0,000 (below 0.05) is 3043.27. Based on the
level of significance, it was concluded that HO
was rejected and H1 was accepted. This means
that the independent variables consisting of
work discipline, motivation and compensation
together have a significant effect on the
dependent  variable, namely  employee
performance (Y).

b) Multiple Determination Coefficient (R?)

The coefficient of multiple determination (R?)
aims to determine the amount of contribution or
the overall contribution of the independent
variable (work discipline, motivation and
compensation) to the dependent variable
(employee performance) and the rest is
influenced by the independent variable that is
not included in the model.

Table 12 R-Square Model summary

Model R- Adjusted Std. Error
Square R Square of Estimate
1 0.990 0.989 0.08930

Source: Primary data processed, 2020

The results of the coefficient of determination
and multiple correlation coefficients show the R-
square is 0.990, which means that the
contribution of DMC Model (discipline,
motivation, and compensation) affect 99 percent
to Employee performance, while the remaining
1 percent is influenced by other factors outside
the model.

c¢) Hypothesis Testing (t Test)

Published by: The Mattingley Publishing Co., Inc.
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The Hypothesis Test uses the t test to determine
the overall effect of the independent variable on
the dependent variable by comparing the
significant t value. This study uses a probability
of 95% significance level with a = 0.05, so that
it can be seen the effect of individual
independent variables with the criteria if p-value
is < o = 0.05, it can be conclude that the
independent variable has a significant effect on
the dependent variable.

If p-value > a = 0.05, it can be conclude that the
independent variable has no significant effect on

the dependent variable.

Table 13 Regression Results

Model t Sig.
Discipline (D) 15.576 0.000
Motivation (M) 3,855 0.000
Compensation (C) 3,822 0.000

Source: Primary data processed, 2020

Based on the multiple regression test
calculations listed in table 13, the test results
provide an understanding that:

a. The effect of discipline to employee
performance

Based on the results, the coefficient value is
positive and the significance value (P-value) for
work discipline is 0,000 < (a = 0.05), so it
rejects the Ho and can be conclude that
discipline has a significant influence on
employee performance.

b. The effect of motivation to employee
performance

Based on the results, the coefficient value is
positive and the significa