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Abstract 

Compensation and rewards are important aspects to improve employee 

performance. Compensation is an individual driver in carrying out activities and 

providing good results. The awards given will spur employees' enthusiasm in 

working to achieve the company's goals. The purpose of the study was to determine 

the influence of compensation and rewards on employee performance. The 

population in this study is all employees of PT. Hasjrat Multifinance. Sampling was 

carried out by simple random sampling. The number of samples in this study was 

115 respondents. The results obtained Compensation had a positive and partially 

significant influence on Employee Performance with a tcount of 3.113 > ttable 

1.65845 and a significance of 0.002 < 0.05. The award had a negative and negative 

effect on Employee Job Satisfaction as evidenced by the Tcount test result score of 

3.963 < Ttable 1.65845 and significance of 0.000 < 0.05. Furthermore, 

Compensation and Awards have a positive and significant effect simultaneously on 

the variables bound by Employee Performance. This result was obtained from the 

results of Fcal 12,980 > Ftable 3.08 and 0.000 < 0.05 The influence of both 

Compensation and Reward on the Employee Performance variable was 18.8%. 

Furthermore, the other 81.2% were influenced by other factors. 
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INTRODUCTION 

Every company or organization definitely wants good and optimal 

performance from all its employees. Good performance can lead the company or 

organization to the goals it wants to achieve. The importance of performance for 

the organization as a determinant that can reduce performance decline due to 

absenteeism or non-work. High employee performance can provide efficiency in 

working time so that organizations or companies will benefit if the number of 

damages due to job dissatisfaction is reviewed (Syaifudin, et al., 2023).  
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 Efforts to achieve these goals certainly depend on the human resources of the 

company (Rumere et.al, 2016). The existence of the Company's interests or needs 

in competent employees, of course, the Company also has an obligation to maintain 

the welfare of employees. Efforts to maintain employee welfare are through the 

provision of compensation in accordance with the employee's performance and the 

contribution he makes to the company (Ramadhani& Lestariningsih, 2020). If the 

compensation system by the company is carried out well, it will directly affect the 

morale of employees so that their performance is maintained.  

Compensation itself is a reward or reward that employees get from the 

company for helping the company in achieving its goals and contributing to the 

company's progress (Steven, et.al, 2021). Compensation can usually be adjusted to 

the quality of work and the employee's contribution to the company. The 

compensation provided by the company is also a benchmark for the influence of the 

compensation itself on employee performance (Rumere et.al, 2016). According to 

Winata (2022), compensation is used as a tool to motivate employees, this will have 

direct implications for improving employee performance. 

In addition to compensation, there are various factors that influence employee 

performance, including awards. Companies that give employees awards will have 

an impact on employee performance and productivity. The good impact of giving 

awards will make it easier for companies to achieve their goals (Suwandi & Sutanti, 

2021). Awards given by companies can be in the form of financial or non-financial, 

and it is hoped that these awards can be the cause of improving employee 

performance and can help them maintain stability at work (Priyadi & Indriyani, 

2020). 

In fact, some companies in Indonesia are still commonly found companies 

that provide compensation under MSEs, companies that do not provide 

compensation on time or even provide compensation that is not in accordance with 

the initial agreement. Many work demands, working hours above 8 hours, and 

unpaid overtime are some of the factors and many factors that can reduce employee 

performance. The company provides a burden of tasks that employees must 

complete. In fact, awards can be very valuable for employees who get them to 
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improve performance. Employees will feel satisfied with the results of their hard 

work helping the company and will be more motivated to always improve 

performance.  

In addition, the absence of awards obtained from the company also reduces 

employee performance motivation. Based on this, company management must be 

able to adhere to the implementation of Organizational Citizenship Behavior 

(OCB). Each employee's OCB will contribute to employee performance 

achievements so that they can improve individual or team performance (Novia, 

2022). The interaction that occurs between OCB and employees will reduce 

disputes, more efficient work and balanced quality of work results. This triggered 

the author's interest in raising the topic into a research topic with a focus on problem 

formulation  

1. Does compensation have a partial effect on employee performance at PT. 

Hasjrat Multifinance? 

2. Does the award have a partial effect on employee performance at PT. Hasjrat 

Multifinance? 

3. Does compensation and awards have a partial effect on employee performance 

at PT. Hasjrat Multifinance? 

 

METHOD 

The location of the research was carried out at PT. Hasjrat Multifinance which 

is located on Jl. RP. Soerosoo No. 38 Gondangdia, Menteng, Central Jakarta City. 

The type of research applied is causal associative research with a quantitative 

approach. The quantitative method is a collection of methods that rely on numbers 

to present empirical reality and adopt a positivist philosophy that assumes that the 

social world can be known by the observer who measures its characteristics (Schutt, 

2019). Primary data collection is carried out through filling out questionnaires or 

questionnaires by respondents with a Likert scale. In the research conducted, the 

population came from all employees of PT. Hasjrat Multifinance. The sample was 

determined through simple random sampling with a total of 115 respondents.  

 Compensation 

(X1) 

Employee 

Performance 

(Y) 
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Figure 1. Conceptual framework of the research 

The study uses multiple linear regression analysis which has the goal of 

explaining the relationship between dependent variables and independent variables. 

Linear regression can be carried out if the instrument has been tested first. 

Instrument Testing  

The instrument test will be reviewed through validity tests and reality tests. This 

test was carried out on respondents who obtained and answered questionnaires as 

an effort to find out whether the questionnaires distributed were valid and reliable. 

Data Quality Testing 

The Classical Assumption Test is carried out through a test  

1) Normality Test 

2) Heteroskedasticity Test 

3) Multicollinearity Test 

4) Autocorrelation Test 

5) Linearity Test 

 

Hypothesis Test 

1) Multiple Regression Test 

According to (Sugiyono, 2016) multiple linear analysis is a regression 

that has one dependent variable and two or more independent variables. Here is 

the formula of the regression equation: 

 

 

Appreciation 

(X2) 

Partial influence 

Simultaneous influence 

Y = a + b1X1+b2X2 
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Information: 

 Y = Dependent Variable  

 a = Constant Price 

 B1 = First Regression Coefficient 

 B2 = Second Regression Coefficient 

 X1 = First Independent Variable 

 X2 = Second Independent Variable 

2) Test t 

The t-test is used for a small sample that serves as an estimate of population 

parameters (Weir & Vincent, 2020). The t-value of the table is referred to as the 

critical ratio where the value of this ratio must be achieved in order for the 

hypothesis to be accepted. 

3) Test F 

The F test is a test to obtain information about the simultaneous influence of 

independent variables on dependent variables.  

4) R2 Test 

R2 is referred to as the determination coefficient. R2 is the square correlation 

between the observation value of the outcome variable, and the prediction value 

(van Ginkel, 2019).  

Hypothesis  

H1 : It is suspected that there is an effect of compensation on employee 

performance in 

  PT. Hasjrat Multifinance 

H2  : It is suspected that there is an influence of management on employee 

performance on 

  PT. Hasjrat Multifinance 

H3  : Suspected influence of compensation and rewards on performance 

  employees at PT. Hasjrat Multifinance 
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RESULTS AND DISCUSSION 

The validity of the instrument must be proven from the content, structure, 

and criteria (Yusup, 2018). The validity test aims to see the accuracy of the 

measurement. The validity check can be seen from checking the r-count value and 

the r-table value. If the value of r-count has a large value from r-table, the 

constructed is declared valid (Purpasari & Pupita, 2022). The following Table 1 lists 

the SPSS version 25 test results of validity.  

Table 1. Validity Test Results  

The validity of the instrument is declared valid if it has a calculated value > 

the table. The largest r-count value in Table 1 is 0.950 > 0.1874 r-table, while the 

smallest value is 0.564 > 0.1874 r-count. If viewed from table 1, it can be seen that 

all independent variables, both Compensation (X1) and reward (X2) as well as 

employee performance dependent variables (Y) are declared valid because they 

have an Rcalculated > 0.1874. So that the data in Table 1 explains the valid research 

instruments. 

Reliability tests are useful in proving the accuracy and consistency of an 

instrument to measure a construct. A construct is declared reliable if it has a 

Cornbach's alpha value > 0.6. When the construct value < 0.6, it is stated that the 

construct is unreliable and unreliable to describe the existing conditions of the field 

(Ghozali & Latan, 2015). The reliability of Croncbach's Alpha  should be > 0.6.  

 

Variable Items RCount Rtable Information 

Compensation 

X1.1 0,877 

0,1874 

 

 

Valid 

 

 

X1.2 0,924 

X1.3 0,950 

X1.4 0,913 

X1.5 0,945 

Appreciation 

X2.1 0,647 

0,1874 Valid 

X2.2 0,627 

X2.3 0,700 

X2.4 0,627 

X2.5 0,564 

Employee Performance 

Y.1 0,571 

0,1874 

 

 

Valid 

 

 

Y.2 0,723 

Y.3 0,687 

Y.4 0,776 

Y.5 0,763 
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Table 2. Reliability Test Results 

Variable Croncbach's Alpa Values Information 

Compensation (X1) 0,955 
Reliable 

Awards (x2) 0,627 

Employee Performance (Y) 0,735  

Source: Processing 

Cornbach's alpha value  listed in Table 2, it is known that all variables have a 

> value of 0.6. This is evidenced by the value of Cornbach's alpha variable without 

compensation of 0.955, the award has a Cornbach's alpha  value of 0.627. Then the 

variable value bound by employee performance has a value of 0.735. The values 

listed in Table 2 provide information that all variables, both independent variables 

and dependent variables, are reliable or reliable.  

Next is data quality testing, which has several stages, namely: 

1. Normality 

Data normality testing was carried out on each sample separately with 

consideration of grouping independent variables and bound variables (Orcan, 

2020).  The data analysis used was  the Kolmogrov-Sminorv test, the data had a 

normal distribution if it had an Asym.Sig value > 0.5. The following are the results 

of the normality test test. 

 

Figure 2. Normality Test Plot 

 

Table 3. Normality Test Results 

 Values obtained 

Asymp. Sig 0,200 
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The data that has been collected using the instrument is then tested based on 

the Kolmogorov-Sminorv test. Testing with Kolmogorov-Sminorv, the data will be 

declared valid if it has  an Asym.Sig value > 0.05. Table 3. which has listed the 

results of the Kolmogorov-Sminorv  test of Asym.Sig 0.200 > 0.05. Based on this, 

it is stated that the data is distributed normally.  

2. Heteroscedasticity 

 The heteroscedasticity test of the regression model can be seen from the 

figure scatterplot. Variables must be scattered and not show the shape of a pattern, 

then the regression model can be accepted (Nibayah, 2019). Figure 3 illustrates the 

results of the SPSS version 25 test from the scatterplot. 

 

Figure 3. Heterokedasticity Test Results 

The regression model can be accepted if it meets the requirements, namely 

that heteroscedasticity does not occur. Figure 3 shows that the plots on each variable 

do not have a specific pattern shape. This means that there is no hetosscaucity with 

the regression model in the study.  

3. Multicollinearity  

Multicollinearity occurs when a regression model consists of many 

independent variables that correlate not only with dependent variables but also with 

each other (Young, 2017).  The lower tolerance value describes the occurrence of 

multicollinearity between variables (Shrestha, 2020).  

Table 4. Multicollinearity Test Results 

Variable Tolerance VIF 

Compensation (X1) 0,999 1,001 

Awards (x2) 0,999 1,001 
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The regression model can be accepted if it has a multicoloniality value that 

can still be tolerated, namely Tolerance > 0.1 and VIF < 10. The table above shows  

the Tolerance and VIF values of the regression model in the study. The 

compensation-free variable has a Tolerance value of 0.999 > 0.1 and a VIF of 1.001 

< 10. Furthermore, the independent variables of the award have a Tolerance value 

of 0.999 > 0.1 and VIF 1.001 < 10. The value states that there is no multicollinearity 

between independent variables and the regression model is acceptable.   

4. Autocorrelation 

The test results obtained a Durbin-Watson (DW) value of 1.616 which is 

presented in Table 5. This value is located in the range of -2 to +2 so it is 

concluded that no autocorrelation occurs. 

Table 5. Autocorrelation test results 

Model Summaryb 

Type R R Square 
Adjusted 

R Square 

Std. 

Error 

Durbin-

Watson 

1 .434a 0,188 0,174 2,806 1,616 

Source: Data Processing 

In order to find out whether or not multicollinearity occurs, it is known through 

the following criteria: 

1. The tolerance  value > 0.10 and the variance inflanction factor (VIF) value 

< 10 showed that there was no multicollinearity among the independent 

variables.  

2. The tolerance value < 0.10 and the variance inflanction factor (VIF) value > 

10 show that there is multicollinearity among the independent variables 

(Widodo, 2017).  

Where DU > DW so there are no autocorrelation symptoms. 

5. Linearity 

The results of the test that have been carried out obtained a significance value 

(p-value) in the Deviation from Linearity  line of 0.743. The p-value is greater than 

0.05, then it is stated that there is a linear relationship between compensation (X1) 

and reward (X2) and employee performance (Y). 
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Table 6. Linearity test results 

      Sum of Squares Df 

Mean 

Square F Sig. 

TOTAL_Y * 

TOTAL_X2 

Between 

Groups 

(Combined) 202,137 13 15,549 1,777 0,057 

    Linearity 128,078 1 128,078 14,637 0,000 

    Deviation 

from 

Linearity 

74,059 12 6,172 0,705 0,743 

  Within 

Groups 

  883,811 101 8,751 
  

  Total   1085,948 114       

Multiple Linear Regression Analysis 

 Multiple linear regression analysis is used in looking at relationships 

between variables that have causal relationships. The main purpose of linear 

regression is to analyze the relationships between variables and to model equations 

(Uyanik & Güler, 2013). The test results are presented in the following table: 

Table 7. Test Results of Multiple Linear Method  

Type 

Unstandardized Coefficients 

B Std. Error 

1 (Constant) 9,571 2,135 

TOTAL_X1 0,212 0,068 

TOTAL_X2 0,316 0,080 

 

Y= 1,877+ 0,451X1+0,470X2+e 

1. Constant, employee performance that was not affected by the independent 

variables of both compensation (X1) and reward (X2) was 9,571. 

2. X1 = 0.212, showing that there is a positive and significant influence of 

compensation (X1) of 0.212 on the variable bound by employee 

performance (Y). If there is one increase, the effect of compensation (X1) 

on employee performance (Y) is 0.451.  

3. X2 = 0.316, indicating the effect of appreciation (X2) on employee 

performance (Y) of 0.316. When there is an increase in organizational 

culture, the positive and significant influence given is 0.316.  

Test T 

Statistical tests were applied to determine how much influence the 

independent variable partially exerted in showing the ariasi of the dependent 

variable (Soeprajogo & Ratnaningsih, 2020). The hypothesis is explained that H0  
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is accepted if Tcounts > -Ttable or Tcounts < Ttable, while Ha is accepted if Tcounts < -Ttable 

or Tcounts > Ttable (Supranto, 2001). The determination of the conclusion of the 

hypothesis is seen from the significance value and the regression constellation 

value. Ha is accepted when the sig < 0.05 and βx > 0 (positive influence) and βx ≤ 0 

(negative influence). Table 6 below shows the results of the T test of each 

independent variable including compensation (X1), reward (X2) to the dependent 

variables of employee performance. 

Table 8. Test results t 

 t Sig. 

1 (Constant) 4,482 0,000 

TOTAL_X1 3,113 0,002 

TOTAL_X2 3,963 0,000 

 

From table 6, it was obtained that Compensation (X1) had a positive and 

significant influence on Employee Performance through the test results of Tvalue count 

3.113 > ttable 1.65845 and significance 0.002 < 0.05, then it was declared that H1 was 

accepted. Awards have a negative and significant effect on Employee Performance, 

shown in Table 6 with the results of Tcount 3.963 < Ttable 1.65845 and significances 

of 0.000 < 0.05 then H2 is accepted.  

 

Test F 

The F test functions to show the amount of influence exerted by the 

independent variable on the concurrently or simultaneously bound variable (Lind 

et al., 2014). The simultaneous influence can be seen from the test results which 

have an F valueof > Ftable calculation and a significance of < 0.05. The following 

table 6 shows the results of the F test that has been processed using SPSS version 

25. The test results are presented in Table 7.  

Table 10. Test Result F 

Type F Sig. 

 Regression 12,980 0,000B 

 

Table 7. lists a significance value of 0.000 with Fcalculated as 12.980. The 

Ftable with a total of 115 respondents is 3.08. The results show that compensation 
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and reward variables have a positive and significant influence simultaneously on 

employee performance. This is evidenced by a significance value of 0.000 < 0.05 

and an F valueof 12.980 > 3.08. 

The results of the analysis show that there is a positive and significant 

influence given by Compensation on Employee Performance. This is stated with a 

Tcount value  of 3.113 > ttable 1.65845 and a significance of 0.002 < 0.05. From this 

achievement, it can be stated that Compensation has a significant positive influence 

on Employee Performance, this result is in line with previous research by Fernos & 

Wipi, (2023), Santika, et al., (2023)., Rosanti & Marlius, (2023). Furthermore, the 

results  of Tcount 3.963 < Ttable 1.65845 and significance of 0.000 < 0.05 were 

obtained, it was concluded that Awards have a positive and significant influence on 

Employee Performance, in line with the results of previous research by Gunawan, 

et al., (2023), Azizah & Betari, (2023) and Palasara, et al., (2023) where they stated 

that Awards have a positive and significant influence on Employee Performance. 

The Compensation and Award variables have a simultaneous influence on 

Employee Performance, in this case as evidenced by the acquisition of Test F scores, 

obtained as well as Fcal 12.980 > Ftable 3.08 and 0.000 < 0.05. Therefore, it can be 

stated that Compensation and Awards have a simultaneous and partial influence on 

Employee Performance. 

Coefficient of determination  

The determination coefficient (R2) plays a role in determining the 

relationship value of the independent variable to the bound variable. The R2 value 

is around 0.0 to 1.0. If the determination coefficient has a value of 0.0, it is known 

that the value of the independent variable that the bound variable cannot be 

estimated. If the value of the determination coefficient is 1.0, it indicates that the 

point located on the line does not have a point of divergence. If the value of the 

independent variable is known, then the bound variable can be predicted well 

(Chayalakshmi, et al., 2018). The following table 6 shows the values of the 

determination coefficients that have been processed using SPSS version 25.  

Table 9. Coefficient of Determination (R2) 

R R Square Adjusted R Square 
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0.434A 0,188 0,174 

Table 6 explains that there is an influence given by the independent variables 

in the form of compensation (X1) and reward (X2) on the dependent variable in the 

form of instant employee performance (Y). The independent variable had an 

influence of 18.8% on the bound variable. Furthermore, the other 81.2% were 

influenced by factors outside the study.  

CONCLUSION 

1. The Compensation variable has a positive and partially significant influence 

on Employee Performance. This argument is evidenced by the results  of 

Tcount 3.113 > ttable 1.65845 and significance of 0.002 < 0.05. 

2. The reward variable has a negative and negative effect on Employee Job 

Satisfaction as evidenced by the Tcount test result value of 3.963 < Ttable 

1.65845 and significance 0.000 < 0.05 

3. The independent variables in the form of Compensation and Rewards have 

a positive and significant effect simultaneously on the variables bound by 

Employee Performance. This result was obtained from the results  of Fcal 

12.980 > Ftable 3.08 and 0.000 < 0.05 The influence of both Compensation 

and Rewards on the Employee Performance variable was 18.8%. 

Furthermore, the other 81.2% were influenced by factors outside the study. 
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