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Abstract. In a company, employees are one of the most important elements in achieving 

company goals. The performance of an employee is certainly influenced by several factors 

that a manager needs to know. Managers must know the strengths and weaknesses of each 

manager in order to maximize potential and minimize employee shortages. The factors that 

influence an employee's performance are motivation, compensation and competence. 

Motivation is needed by an individual because basically humans need encouragement or 

inducement in order to work better. Motivation is given as a way to improve employee 

performance to carry out their responsibilities. The different competencies of each employee 

are also a factor in the good and bad performance of an employee. The competence of each 

employee must be improved in order to achieve company goals. Compensation also affects an 

employee's performance. Compensation can be in the form of money or other facilities. 

Compensation is given as remuneration by the company to employees who have carried out 

their duties and responsibilities. 
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INTRODUCTION 

The performance of a company is determined by the performance of all its employees. 

In this case, the manager or director of a company must know how well their employees are 

performing at work. Therefore, a research or research is needed in order to find out what 

actors influence employee performance, for example, namely, motivation, competence and 

compensation. 

An employee is the most important component in a company to carry out the 

production to distribution process. At work, employees really need encouragement and 

motivation from a manager or other employees. Working together by giving each other 
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enthusiasm and motivation in achieving company goals is very necessary because by working 

together work will be more effective and efficient. Motivation is an encouragement, a lure, or 

an incentive that a person needs to do better. Motivation to employees is one of the factors 

that must always be done by a manager along with other managerial factors. Apart from 

being a leader, a manager must also be a friend as well as a motivator for every employee. 

Employee performance can be a measure of how human resources in a company have 

played a role in the progress of the company or not. To achieve the best goals in a company, 

of course, clear human resource management is needed through various company policies 

that can adjust the mutual interests of the company and employees. However, employee 

performance will be better if there is self-awareness and sincerity of each employee as an 

individual in carrying out their duties and responsibilities. 

Performance is the work result in quality and quantity achieved by an employee in 

carrying out his duties in accordance with the responsibilities assigned to him 

(Mangkunegara, 2009). One of the factors that can grow employee performance is the 

potential within the employee itself in the form of competencies that are continuously 

developed and adapted to their needs at work. 

 

Formulation of the problem 

Based on the above background, this article will discuss the formulation of the 

problem as follows: 

1) Does competency have a relationship and affect employee performance 

2) Does compensation have a relationship and influence on employee performance 

3) Does motivation have a relationship and affect employee performance 

 

LITERATURE REVIEW 

Employee performance 

Performance is a function of motivation and the ability to complete a task or 

someone's job should have a certain degree of willingness and level of ability. A person's 

willingness and skills are not effective enough to do something without a clear understanding 

of what to do and how to do it. Performance is a tangible behavior that is displayed by each 

person as a work achievement produced by employees in accordance with their role in the 

organization. Employee performance is very important in the organization's efforts to achieve 

goals (Rivai and Sagala, 2009). 

The term performance comes from the word job performance or actual performance 

(work performance or actual achievement achieved by a person), namely the quality and 

quantity of work achieved by an employee in carrying out his duties in accordance with the 

responsibilities assigned to him (Mangkunegara, 2011). This definition provides an 

understanding that performance is an act or behavior of a person in carrying out his duties, 

which can be observed and assessed by others. 

From several theories regarding performance, it can be concluded that performance is 

a result of work or the level of success achieved by workers in their field of work which can 

be directly reflected in the output produced in terms of both quantity and quality, according to 
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the criteria applied to the job. Which can be measured through 1) technical ability; 2) 

Conceptual skills; 3) Responsibility; 4) Initiatives; and 5) Interpersonal relationship skills. 

The performance has been researched by many previous researchers, including: (Ali 

et al., 2016), (Prihartono & Ali, 2020), (Ansori & Ali, 2017), (Harini et al., 2020), (Riyanto, 

Pratomo, et al., 2017), (Brata, Husani, Hapzi, 2017), (Agussalim, Kristin, et al., 2016), 

(Agussalim, Kristin, et al., 2016), (Ali et al., 2016), (Desfiandi et al., 2017), (Sulaeman et al., 

2019), (Ansori & Ali, 2017), (Djojo & Ali, 2012), (Riyanto, Sutrisno, et al., 2017a), 

(Prayetno & Ali, 2017), (Ridwan et al., 2020), (Djoko Setyo Widodo, P. Eddy Sanusi 

Silitonga, 2017), dan (Agussalim, Ayu Rezkiana Putri, et al., 2016). 

 

Competence 

Competence is a basic character of a person who has an indication of how to behave 

or think in a wide range of situations and last for a long time. Competence can be said as 

basic behavior that describes the motives, personal characteristics, and knowledge or skills 

possessed by a person with high performance in the workplace. 

The terms competencies, "competence", and "competent" which in Indonesian are 

translated as competence, proficiency and empowerment which refer to a state of capable and 

appropriate quality. The English dictionary defines the word "competence" as a state of being 

fit, adequate, or suitable. The definition of competence in the workplace refers to the 

understanding of a person's suitability for his job. However, in the context of work, the 

potential has two different meanings, based on how the company is structured. 

The competence of each employee is one of the important assets for a company. 

Employees who have good competency potential will have a positive impact in the 

production process because they have good performance. Every employee has different 

competencies, so the manager's job is to supervise and continuously improve the competence 

of each employee based on their competencies. Wibowo (2007: 324) states that competence 

is the ability to carry out or do a job that is based on skills and knowledge and is supported by 

the work attitude demanded by the job. 

competence has a positive and significant effect directly on employee performance 

(Siwantara, 2012). This is supported by research from Sulistyaningsih (2009) which also 

shows that competence has a positive effect on employee performance. 

Motivation is a process that describes the intensity, direction, and persistence of an 

individual to achieve company goals. Work motivation is an important part of a company that 

functions as a tool to achieve goals or objectives to be achieved (Robbins, 2008). In addition, 

in work motivation there are two main goals in individuals, namely to meet personal needs or 

desires and company goals. Therefore, the work motivation given to each employee will only 

be effective and work if there is a belief in a person to progress and continue to develop in the 

company. 

 Each employee has different self-competencies and can certainly be relied on in 

achieving company goals. Competence is one of the important assets for employees to work 

actively and professionally. Of course, this competence must be continuously improved so 
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that in the future employees can contribute better to the company. This competence is one of 

the important assets for every employee to contribute professionally and totality so as to 

increase company productivity. 

Competence is a characteristic that becomes the basis for a person at work or the basic 

characteristics of an individual who has a cause-and-effect relationship with the criteria used 

as a reference, effective, superior, or works best in the workplace or in certain situations 

(Moeheriono, 2012). Competence is the basis for an employee in doing his job in accordance 

with the demands of the job for which he is responsible. Thus, employees need to continue to 

adapt in order to develop so that they meet competency standards in accordance with their 

respective fields. 

 The competencies that have been researched by many previous researchers include: 

(Ansori & Ali, 2017), dan (Ridwan et al., 2020).  

 

Compensation 

Compensation is everything that is received, either physical or non-physical. 

Compensation also means all benefits received by a worker / employee for services or results 

from his work in a company in the form of money or goods, either directly or indirectly. This 

term is very closely related to financial rewards given to someone on the basis of a work 

relationship. 

The existence of compensation provided by the company to employees certainly has a 

positive impact that can provide benefits, both for the company and employees. Well, here 

are the positive impacts a company or organization can get: 

a) Encourage employees to always excel and work hard. 

b) Can be an attraction also for quality job seekers. 

c) The company image books looks better than competitors. 

d) Companies can find quality workers. 

e) Facilite existing administrative processes and legal aspects. 

 

Compensation or salary according to experts is all forms of remuneration from the 

company for the performance provided by employees. This remuneration can be in the form 

of money or other facilities provided by the company to employees for the work they have 

done. The amount of compensation is usually determined by the employee and the previous 

company at the beginning of the work contract so that the employee will know how much 

compensation he gets. The amount of compensation can be different depending on the 

position and performance of each employee. In general, compensation can be divided into 

two, namely: 

1) Direct compensation. Direct compensation is compensation that can be felt directly by 

employees, in the form of basic salary, allowances, incentives which are the right of 

employees and it is the company’s obligation to provide such compensation. 

a. Salary is remunation that is paid periodically to permanent employees and has a 

definite guarantee. 
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b. Allowances are compensation provided by the company to its employees which are 

considered to have participated well in achieving the company’s goals. 

c. Incentives are compensation given to certain employees because their success is 

above the standard. 

2) Indirect compensation. According to Sofyandi (2008), indirect compensation is 

compensation given to employees as a company effort to improve employee welfare. This 

compensation is provided outside of salary, allowances, and incentives. Indirect 

compensation can be in the form of facilities provided by the company for its employees, 

such as housing, free medical services, etc. 

 

Compensation is also a factor for employees to improve their performance. The 

amount of compensation will affect employee performance so that the company must 

communicate with employees to determine the amount of compensation that will be obtained 

so that employees work professionally. The success in determining the appropriate 

compensation for employees will determine how the quality of human resources will work, 

which will be related to the effectiveness and efficiency of the company. In addition, proper 

compensation will also determine the sustainability of a company in an increasingly 

competitive business environment. That way, appropriate and appropriate compensation will 

affect the performance displayed by employees. When compensation is not in accordance 

with employee expectations, rejection will occur until an employee demonstration can occur. 

  The compensation has been widely studied by previous researchers, including: 

(Riyanto, Pratomo, et al., 2017), dan (Purba et al., 2017).  

 

Compensation Purpose of the Company for Employees 

In addition to the positive impacts a company can get, of course the company also has a 

goal of providing compensation to its employees. The following are some of the objectives of 

compensation from the company for its employees: 

a) Retaining Existing Outstanding Employees. The first goal is to retain employees who are 

considered potential and qualified to continue working. It is also useful for preventing high 

employee turnover rates. 

b) Getting Qualified Employees. One way for a company or organization to get qualified 

employees or prospective applicants is by providing a fairly competitive level of 

compensation compared to other companies / organizations. 

c) Ensuring Justice in the Company. Another objective is to ensure fairness in the relationship 

between management and employees. It also aims to reward the organization for whatever 

has been done or served by an employee to the company. So, fairness in providing wages, 

bonuses, incentives, etc. in the company is absolutely considered by the company. 

d) Efficient Cost. This one goal is intended, if a company plans or establishes a rational 

compensation program, it will help the company or organization obtain and maintain 
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human resources at a reasonable cost level. With competitive wages, incentives, bonuses, 

etc., the company will get a balance from the increased work ethic of employees. 

e) Meet the Legality Administration. In the administration of compensation that should exist 

in every company there are also legality limits regulated by the government in a law. So, 

this administration procurement in a company also aims to fulfill legality administration. 

f) Trigger Behavior and Attitude Changes for the Better. The goal that the company expects 

from the existence of appropriate and fair compensation to employees is that employees 

can have good attitudes and behaviors that can benefit and affect work productivity. Good 

work, loyalty, experience, responsibility and other behaviors that can be increased thanks 

to being rewarded through the effective facilities of the company / organization. 

 

Compensation can be referred to as an award or remuneration from the company to 

employees as remuneration for contributions made by employees to the company. For 

organizations / companies, compensation means rewards for employees who have contributed 

to realizing common goals, through activities called work (Nawawi, 2003). That way, 

employee satisfaction with the compensation obtained is when the employee's attitude is 

happy with the amount of compensation received, both in the form of money and other 

facilities as remuneration for tasks and responsibilities that have been completed. 

Compensation can be given in different forms, such as salary, allowances, and other 

bonuses. Salary is a form of remuneration by the company to employees in the form of 

money in return for the contributions that employees have given to the company to achieve 

its goals (Kadarisman, 2012). The level of salary in a company is very important because it 

affects the company's ability to attract and retain employees who have competence and a 

competitive position in the product market. 

Allowances are additional income provided by a company to its employees 

(Kaderisman, 2012). This allowance is given as a form of corporate social responsibility and 

service to its employees to provide a sense of security in their financial needs. 

The bonus is incentive compensation. Bonuses will be obtained by employees who are 

able to work more so that new production levels can be exceeded (Kaderisman, 2012). 

Bonuses are given in the form of cash and given on the basis of the amount of profit or 

evaluation of individual or company work performance. Payment of bonuses and allowances 

is usually given in conjunction with salary payments in the same period. Salaries, allowances, 

and bonuses have a positive effect on employee performance. 

Motivation 

 Performance is a factor in the achievement of a company goal. To complete tasks and 

jobs, someone should have high enthusiasm and a certain level of ability. One's readiness and 

skills are not effective enough to do something without a clear understanding of what to do 

and how to do it. Employee performance is very important in the company's efforts to 

achieve its goals. 
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Motivation is a process that describes the intensity, direction and persistence of an 

individual to achieve his goals. The three main elements in this definition are intensity, 

direction and persistence. Based on Abraham Maslow's hierarchy of needs theory, Douglas 

McGregor's theory of X and Y theory as well as contemporary motivation theory, the 

meaning of motivation is the 'reason' that underlies an action performed by an individual. 

Someone is said to have high motivation, it can be interpreted that the person has very strong 

reasons to achieve what he wants by doing his current job seriously. This is different from 

motivation in the sense that develops in society which is often equated with 'enthusiasm', for 

example in the conversation "I want my child to be highly motivated". This statement can be 

interpreted that the parent wants their child to have a high enthusiasm for learning. So, it 

needs to be understood that there are differences in the use of the term motivation in society. 

There are those who interpret motivation as a reason, and there are also those who interpret 

motivation with enthusiasm. 

Motivation comes from the Latin "movere", which means to move. According to 

Weiner (1990), motivation is defined as an internal condition that arouses us to act, 

encourages us to achieve certain goals, and keeps us interested in certain activities. 

According to Uno (2007), motivation can be interpreted as internal and external 

encouragement in a person which is indicated by the existence of desires and interests, drives 

and needs, hopes and ideals, appreciation, and respect. Meanwhile, Imron (1966) explains 

that motivation comes from the English word "motivation" which means encouragement or 

reasons to carry out an activity to achieve a goal. 

According to Bernanard and Gary A. Stainer in Machrony defines motivation as all 

those inner striving conditions variously described as wishes, desires, needs, drives, and the 

like. Motivation can be defined as a mental state and mental attitude of a human being that 

provides energy encouragement in activities (moves) and leads or channels behavior toward 

achieving needs that provide personal or group satisfaction or reduce imbalances. 

From the definitions that have been described above, motivation can be concluded as 

a condition that moves an individual towards a certain goal; an expertise in directing 

employees to be willing to work optimally so that their desires can be achieved properly; as 

an energy to generate impulses in oneself and as a condition of effect to arouse; directing and 

maintaining behavior related to the work environment. 

Motivation encourages behavior that affects and changes the nature and behavior of 

the original. These functions are: 

a) Encouraging behavior or an action, without motivation there will be no action or action. 

b) Motivation functions as influence, which means directing action to achieve the desired 

goals. 

c) Motivation serves as a driving forces. The size of the motivation will determine the speed 

or delay the job. 

To improve employee performance and productivity, companies need to motivate 

employees. This is done so that employees can achieve high and can achieve company goals. 

Motivation is a series of positive attitudes or values that influence individuals to do 
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something better and better. These positive attitudes and values make an individual strive to 

achieve the goals he wants to achieve. Indeed, motivation is owned by every human being in 

himself. Motivation is a unique sense of as well as past thoughts and experiences. Motivation 

is always needed so that employees can continue to improve their performance consistently. 

Motivation comes from the Latin word movere which means to move. Motivation is 

the driving force that creates a person's morale so that they are willing to work with all their 

power and efforts to achieve individual satisfaction (Winardi, 200). 

Motivation is a process that explains the intensity and direction of a human being's 

persistence to achieve life goals (Robbins, 2008). Based on this opinion it can be concluded 

that; (1) motivation is an urgent factor in a company that is useful as a tool in achieving the 

goals and objectives to be obtained; (2) Motivation has two main objectives, namely to fulfill 

personal needs and company goals; and (3) motivation will be effective if it is given to 

someone who has the confidence to continue to develop and become better in a company. 

Managers as leaders in a company must be a motivator for their employees. managers 

/ company leaders must play themselves as good supervisors for their employees, so that 

employees can work with high motivation and productivity (Ali, 2010). 

Motivation is a process or action that can inspire employees to achieve goals. On the 

background of job objectives, there are several psychological factors that motivate employee 

behavior, including job satisfaction, achievement satisfaction, economic needs, and the value 

of respect / appreciation. Employees will be more productive if motivated than employees 

who are not motivated to work. Every employee has a different way of getting motivated so 

that managers need to know the nature and character of their employees in order to provide 

motivation for their employees. Motivation in a production process is useful as an 

encouragement in running and maintaining the existence of a company in order to survive. 

The motivations that have been researched by previous researchers include: (Riyanto, 

Sutrisno, et al., 2017a), (Bastari et al., 2020), (Prayetno & Ali, 2017), (Rivai et al., 2017), dan 

(Chauhan et al., 2019).  

 

RESEARCH METHODS 
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The method of writing scientific articles is to use the library research method or 

literature review. Review literature books in accordance with the theory discussed, especially 

in the HRM environment. Besides, it analyzes reputable scientific articles as well as scientific 

articles from journals that are not yet reputable. All cited scientific articles are sourced from 

Mendeley and Google Scholar. Yudistira and Siwantara (2012) state that literature reviews 

are written summaries of articles from journals, books and other documents that describe 

theories and information, both past and present, organizing literature into topics and 

documents needed (Siwantara, 2012). 

The type of data used by the author in this study is data obtained from library 

research. Library research is a method used to collect data or sources related to the topics 

raised in research. Then use the descriptive analysis method to analyze the data obtained. 

Descriptive analysis method is done by describing facts, then analyzing these facts, not only 

describing, but also providing adequate understanding and explanation. 

 

RESULTS AND DISCUSSION 

1. The effect of competence on performance \ 

Competence and performance have been discussed by many previous researchers, 

including Wibowo (2007: 324) which states that competence is the ability to carry out or do a 

job that is based on skills and knowledge and is supported by the work attitude demanded by 

the job. Meanwhile, Yudistira and Siwantara (2012) state that competence has a positive and 

significant effect directly on employee performance. This is supported by research from 

Sulistyaningsih (2009) which also shows that competence has a positive effect on employee 

performance. 

Performance is a factor in the achievement of a company goal. To complete tasks and 

jobs, someone should have high enthusiasm and a certain level of ability. One's readiness and 

skills are not effective enough to do something without a clear understanding of what to do 

and how to do it. Employee performance is very important in the company's efforts to 

achieve its goals. 

From the explanation above, it can be concluded that employee competence and 

performance are two interrelated things. Where the more competencies of an employee, 

where the competence supports to work better, the better the employee's performance at 

work. So that you could say that competence and performance have a directly proportional 

relationship. 

The relationship or influence of competence on employee performance is in line with 

the previous articles, including: Competence: (Ansori & Ali, 2017), dan (Ridwan et al., 

2020). Kinerja karyawan: (Riyanto, Sutrisno, et al., 2017a), (Prayetno & Ali, 2017), (Ridwan 

et al., 2020), (Djoko Setyo Widodo, P. Eddy Sanusi Silitonga, 2017) dan (Agussalim, Ayu 

Rezkiana Putri, et al., 2016). 

2. Effect of Compensation on Performance 
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Compensation and performance have been widely studied by previous researchers, 

including Nawawi (2003) who says that for organizations / companies, compensation means 

rewards for employees who have contributed to realizing common goals, through activities 

called work. Then there is Kadarisma (2003) which states that a salary is a form of 

remuneration by the company to employees in the form of money in return for the 

contributions that employees have given to the company to achieve its goals. 

Performance is a factor in the achievement of a company goal. To complete tasks and 

jobs, someone should have high enthusiasm and a certain level of ability. One's readiness and 

skills are not effective enough to do something without a clear understanding of what to do 

and how to do it. Employee performance is very important in the company's efforts to 

achieve its goals. 

From the explanation above, it can be concluded that employee compensation and 

performance are two interrelated things. Where the more compensation an employee 

receives, either directly or indirectly, the better the employee's performance at work. So that 

you could say that compensation and performance have a directly proportional relationship. 

The relationship or effect of compensation on employee performance is in line with 

the previous articles, including: Compensation: (Riyanto, Pratomo, et al., 2017), and (Purba 

et al., 2017). Employee performance: (Riyanto, Sutrisno, et al., 2017a), (Prayetno & Ali, 

2017), (Ridwan et al., 2020), (Djoko Setyo Widodo, P. Eddy Sanusi Silitonga, 2017) dan 

(Agussalim, Ayu Rezkiana Putri, et al., 2016). 

 

3. The influence of Motivation on Employee Performance 

Motivation and performance have been widely studied by previous researchers, one of 

which is (Robbin, 2008), that; (1) motivation is an urgent factor in a company that is useful as 

a tool in achieving the goals and objectives to be obtained; (2) Motivation has two main 

objectives, namely to fulfill personal needs and company goals; and (3) motivation will be 

effective if it is given to someone who has the confidence to continue to develop and become 

better in a company. 

Performance is a factor in the achievement of a company goal. To complete tasks and 

jobs, someone should have high enthusiasm and a certain level of ability. One's readiness and 

skills are not effective enough to do something without a clear understanding of what to do 

and how to do it. Employee performance is very important in the company's efforts to 

achieve its goals. 

There is one researcher named (Winardi 2002), states that the term motivation comes 

from Latin, namely movere which means to move (to move). Motivation is the driving force 

that creates a person's morale so that they are willing to work with all their power and efforts 

to achieve individual satisfaction. 

From the explanation above, it can be concluded that employee motivation and 

performance are two related things. Where the more motivation an employee has, be it 

motivation to work, earn money and / or support his family, the better the employee's 
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performance at work. So that you could say that motivation and performance have a directly 

proportional relationship. 

The relationship or influence of motivation on employee performance is in line with 

the previous articles including: Motivation: (Riyanto, Sutrisno, et al., 2017a), (Bastari et al., 

2020), (Prayetno & Ali, 2017), (Rivai et al., 2017), dan (Chauhan et al., 2019).  Employee 

Performance: (Riyanto, Sutrisno, et al., 2017a), (Prayetno & Ali, 2017), (Ridwan et al., 

2020), (Djoko Setyo Widodo, P. Eddy Sanusi Silitonga, 2017) dan (Agussalim, Ayu 

Rezkiana Putri, et al., 2016).  

Conceptual Framework: 

Based on the theoretical study and the relationship between variables, the model or 

Conceptual Framework of this article in order to construct a hypothesis is as follows: 

 

Picture 1: Conceptual frame work 

Competence (X1), Compensation (X3) and Motivation (X3) affect employee 

performance (Y). 

Apart from these three exogenous variables that affect employee performance (y), 

there are still many other variables that influence it, including: 

1) Work Environment (x4): (Purba et al., 2017), (Sardjijo & Ali, 2017);  

2) Work Culture (x5): (Harini et al., 2020), (Elmi et al., 2016); dan 

3) Job Performance (X6): (Riyanto, Sutrisno, et al., 2017a), (Thanh Nguyen et al., 2019), 

(Riyanto, Sutrisno, et al., 2017b), dan (Riyanto, Sutrisno, et al., 2017a).  

 



Volume 2, Issue 1, October 2020    E-ISSN : 2686-6331, P-ISSN : 2686-6358 

 

 

Available Online: https://dinastipub.org/DIJEMSS  Page 196 

 

CONCLUSIONS AND SUGGESTIONS 

Conclusions 

Based on the above discussion, it can be concluded to build a hypothesis for further research. 

1) Competence has a relationship and affects employee performance 

2) Compensation has a relationship and affects employee performance 

3) Motivation has a relationship and affects employee performance 

Suggestions 

There are still many other factors that can affect employee performance or employee 

performance at all types and levels of the organization, therefore further studies are needed to 

complement other factors that have not been mentioned in this article that can affect 

employee performance. 
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