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Abstract: Previous research or relevant research is very 

important in a scientific research or article. Previous 

research or relevant research serves to strengthen the theory 

and phenomenon of the relationship or influence between 

variables. From the research theme Motivation Factors, 

Leadership, Work Environment, Organizational Culture, 

Work Performance Competence, and Compensation, which 

affect Employee Performance (A Literature Study of 

Human Resource Management). hypothesis has been 

obtained for further research, namely: 1) Work Motivation 

has a relationship and affects the Employee Performance; 2) 

Leadership influences Employee Performance; 3) Work 

environment influences employee performance; 4) 

Organizational Culture influences Employee Performance; 

5) Job Performance influences Employee Performance; 6) 

Competence influences Employee Performance 7) 

Compensation influences Employee Performance. 

 

Keywords: Employee Performance, Work Motivation, 

Leadership, Work Environment, Organizational Culture, 
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INTRODUCTION 

Background 

Every student both Strata 1, Strata 2 and Strata 3, are required to conduct research in 

the form of thesis, thesis and dissertation. Likewise for lecturers, researchers and other 

functional workers actively conducting research and prophesying scientific articles for 

publication in scientific journals. 

Based on empirical experience of many students and young lecturers as well as other 

researchers, it is difficult to find supporting articles in research as previous research or as 

relevant research. Articles as relevant researchers are needed to strengthen the theorists 
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examined, to see the relationship between variables and build hypotheses, also very necessary 

in the discussion of the results of the study. 

This article specifically discusses the Motivation Factors, Leadership, Work 

Environment, Organizational Culture, Work Performance Competencies, and Compensation, 

(X1, X2, X3, X4, X5, X6, X7) that affect the Performance (Y) of Employees, (A Study of 

Management Literature Human Resources). All factors not that affect Employee Performance 

in this article, but only a handful of dominant factors will be examined in this article. 

 
Formulation of the problem. 

Based on the background, the problem will be discussed so that it will focus more on the 

literature review and the results and discussion later. 

1) Does Work Motivation have a relationship and affect Employee Performance 

2) Does Leadership have a relationship and influence Employee Performance 

3) Does the Work Environment have a relationship and affect Employee Performance 

4) Does Organizational Culture have a relationship and influences Employee Performance 

5) Does Work Achievement have a relationship and influence on Employee Performance 

6) Does Competence have a relationship and affect Employee Performance 

7) Does Compensation have a relationship and affect Employee Performance 

 
Purpose of Article Writing 

Based on the background and formulation of the problem, the purpose of writing this 

article is to analyze and find out the relationship or influence between independent variables 

on the dependent variable. 

 
1) Work Motivation on Employee Performance 

2) Leadership to Employee Performance 

3) Work Environment on Employee Performance 

4) Organizational Culture on Employee Performance 

5) Job Performance on Employee Performance 

6) Competence on Employee Performance 

7) Compensation for Employee Performance 

 
LITERATURE REVIEW 

Employee performance 

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

(work performance or actual achievement achieved by someone), namely the work quality 

and quantity achieved by an employee in carrying out their duties in accordance with the 

responsibilities given to him (Mangkunegara, 2011). This understanding gives an 

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

which can be observed and assessed by others. 

Performance is a function of motivation and ability to complete one's tasks or work  

duly 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 will be 
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done and how to do it. Performance is a real behavior that is displayed by everyone as a work 

achievement produced by employees in accordance with their role in the organization. 

Employee performance is a very important thing in an organization's efforts to achieve goals 

(Rivai and Sagala, 2009). 

According to Mangkunegara (2011), employee performance can be assessed from: 1) 

Quality of work; 2) Work quantity; 3) Responsibility; 4) Cooperation; and 5) Initiatives. 

Meanwhile, according to Rivai and Sagala (2009), the aspects assessed to measure a person's 

performance based on the results of Lazer and Wikstrom's study (1997) can be grouped into 

three, namely: 1) Technical ability; 2) Conceptual ability; and 3) the ability of interpersonal 

relationships. 

Performance has been examined by many previous researchers including: (Ali, 

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

From several theories about performance, it can be concluded that performance is a 

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

directly reflected in the output produced in the form of quantity and quality, according to the 

criteria applied to the job. Which can be measured through 1) Technical ability; 2) 

Conceptual ability; 3) Responsibilities; 4) Initiative; and 5) the ability of interpersonal 

relationships. 

 
Work motivation 

Every person in carrying out a certain action must be driven by the existence of certain 

motives. Motivation usually arises because of the needs that have not been met the goals 

achieved, or because of the desired expectations. Work motivation is a combination of 

complex psychological forces within each person (Wibowo, 2014). Each individual has their 

own motivations that may be different. The following will find a number of definitions of 

motivation according to experts. 

Luthan (2006) argues that motivation is a process that begins with physiological or 

psychological deficiency that drives behavior or encouragement aimed at goals or incentives. 

Thus, the key to understanding the motivational process depends on the understanding and 

relationship between needs, encouragement and incentives. 

Besides Robbin and Judge (2015) defines motivation as a process that explains the 

strength, direction, and perseverance of someone in an effort to achieve goals. Because 

motivation in general is related to efforts towards each goal, we narrow the focus to 

organizational goals on work-related behavior. 

According to Maslow in Triatna (2015), a person's needs range from the  lowest needs 

to the highest needs. Maslow put forward five hierarchies of needs for humans, namely basic 

needs, security, social, appreciation, and self-actualization. In each of these hierarchies 

consists of five levels, namely: 1) Physiological; 2) Security; 3) Social; 4) Awards; and 5) 
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self-actualization. In another motivational study, David McClelland in Mangkunegara (2011) 

suggested three types of human needs, namely: 1) Need for Achievement; 2) Need for 

Affiliation; and 3) Need for Power. Work motivation has been thoroughly examined by 

previous researchers including: (Riyanto, Sutrisno, et al., 2017a), (Bastari et al., 2020), 

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

From some of the opinions mentioned above it can be concluded that motivation is an 

impulse to act on a series of processes of human behavior by considering the direction, 

intensity, and perseverance in achieving goals. Which can be measured through two 

dimensions, namely: 1) intrinsic; and 2) extrinsic. Indicators of intrinsic motivation are 

achievement, recognition, responsibility, achievement, and work done. While the indicators 

of extrinsic motivation are supervision, salary, physical working conditions, work 

relationships, security, and opportunities. 

 
Leadership 

Leadership is an effort that uses leadership style to influence and not force in motivating 

individuals to achieve goals (Gibson, 2010). According to Hasibuan (2010) leadership is 

someone who uses his authority and leadership, directing subordinates to do some of his work 

in achieving organizational goals. 

In addition Kreitner and Kinicki (2014) said that leadership is an effort to influence members 

to achieve organizational goals voluntarily. This understanding emphasizes the ability of 

leaders who do not force in moving members of the organization to do work or activities that 

lead to organizational goals. 

According to Davis, quoted by Handoko (2012), the main characteristics that must be 

possessed by a leader are: 1) Intelligence (Intelligence); 2) Maturity; 3) self-motivation and 

drive for achievement; and 4) Attitudes of human relations. Whereas according to Pasolong in 

Ariani (2015) leadership style can be measured through: 1) Decisions are made together; 2) 

Appreciate the potential of each of his subordinates; 3) Hear criticism, suggestions / opinions 

from subordinates; and 4) Cooperating with subordinates. 

Leadership has been examined extensively by previous researchers including: 

(Limakrisna et al., 2016), (Bastari et al., 2020), (Anwar et al., 2020), (Ali, Mukhtar, et al., 

2016), (Djoko Setyo Widodo, P. Eddy Sanusi Silitonga, 2017), (Chauhan et al., 2019), (Elmi 

et al., 2016). 

From some of the opinions mentioned above it can be concluded that leadership is 

someone who uses authority and responsibility to influence members in the organization in 

order to achieve goals. Which can be measured through 1) Intelligence (Intelligence); 2) 

Awards; 3) Motivating; and 4) Cooperating with subordinates. 

 
Work environment 

The work environment is anything that is around the workers who can influence 

themselves in carrying out the tasks entrusted (Nitisemito, 2009). According to Sedarmayati 

(2011) the work environment is the overall tools and materials faced, the surrounding 

environment in which a person works, his work methods, and his work arrangements both as 

individuals and as groups. In line with Hasibuan (2010) which defines the work environment 
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is everything that exists around the workers who can influence drinya in carrying out the  

tasks entrusted. 

According to Sarwoto in Sedarmayanti (2012) states that in general, the type of work 

environment is divided into 2 namely: 1) Workplace environment / physical working 

environment; and 2) Work environment / non-physical work environment (Non-Physical 

Warking Environment). According to Sunyoto (2015), the indicators in measuring the work 

environment are divided into four, namely: 1) Work System; 2) Fellow Workers' Relations; 

3) Relationship between Subordinates and Leaders; and 4) The availability of Work  

Facilities. The Work Environment has been thoroughly researched by previous researchers 

including: (Purba et al., 2017). 

From some of the opinions mentioned above it can be concluded that the work 

environment is an environment where employees can influence drinya in carrying out the 

tasks entrusted. Where in general the work environment is divided into 2 namely: 1) 

Workplace environment / Physical work environment; and 2) Work environment / non- 

physical work environment (Non-Physical Warking Environment). 

 
Organizational culture 

rganizational culture is a collection of values and norms that control interactions 

between members of the organization with other members and with people who are outside 

the organization (Jones, 1998). According to Drucker in Tika (2010), organizational culture is 

the principal of solving external and internal problems whose implementation is carried out 

consistently by a group that is passed on to new members as an appropriate way to 

understand, think and feel about the problems associated . Meanwhile, according to Robbins 

(2012) Organizational culture as a system of shared meanings shared by members that 

distinguishes these organizations from other organizations. 

Furthermore Robbins (2012) explains that organizational culture can be measured 

through 7 indicators, namely: 1) Innovation and risk taking; 2) Attention to detail; 3) 

Outcome orientation; 4) People Orientation; 5) Team Orientation; 6) Aggressiveness; and 7) 

Stability. Meanwhile, according to Peter F. Drucker in Tika (2010) the characteristics of 

organizational culture can be measured through: 1) Individual Initiatives; 2) Tolerance of 

risky actions; 3) Direction: 4) Integration; 5) Management support; 6) Control; 7) Identity; 8) 

Reward system; 9) Tolerance to conflict; and 10) Communication patterns. Organizational 

Culture has been examined extensively by previous researchers including: (Harini et al., 

2020), (Elmi et al., 2016). 

From some of the opinions mentioned above it can be concluded that organizational 

culture is the norms and habits that are accepted as truth by all people in the organization. 

Organizational culture becomes a common reference among humans in interacting in 

organizations. When people join an organization, they bring the values and beliefs they have 

been taught. Organizational culture can be measured through 1) Attention to detail; 2) 

Outcome orientation; 3) People Orientation; 4) Tolerance of risky actions; 5) Direction; and 

6) Management support. 

 
Job Performance Assessment 
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Employee work performance is a very important thing in an organization's efforts to 

achieve its goals, so various activities must be carried out by the organization to improve it. 

One of them is through performance appraisal. Job performance evaluation is the process by 

which organizations evaluate or assess employee work performance  (Handoko,  2012). 

Sikula in Hasibuan (2010) explains that performance appraisal is a systematic evaluation of 

work done by employees and shown for development. Meanwhile, according to 

Mangkunegara (2011) describes employee performance appraisal carried out systematically 

by company leaders based on the work assigned to him. 

Employee performance appraisal in a company varies depending on the determination 

of the company itself, but in general the dimensions of performance appraisal according to 

Soeprihanto (2009) are as follows: 1) fair; 2) objective; 3) transparent; 4) consistent; and 5) 

sensitive. Work achievement evaluation has been thoroughly examined by previous 

researchers including: (Riyanto, Sutrisno, et al., 2017a), (Thanh Nguyen et al., 2019), 

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

From some of the opinions mentioned above, it can be concluded that the assessment of 

work performance is an assessment of the work performance of employees in an effort to 

correct or assess the performance of their employees and as an evaluation material so that the 

performance of their employees can be even better. The performance appraisal is based on 1) 

fair; 2) objective; 3) transparent; 4) consistent; and 5) sensitive. 

 
Competence 

Competence is a basic characteristic of a person that enables them to excel superior 

performance in their workers. According to Troter defines that a competent person is 

someone who with the skills to do jobs easily, quickly, intuitively and very rarely or never 

makes mistakes (Ridwan et al., 2020). Hutapea and Thoha (2008) argues that competence is 

the capacity that exists in someone who can make that person able to fulfill what is required 

by workers in an organization so that the organization is able to achieve the expected results. 

Websterís Ninth New Colegiate Dictionary in (Ansori & Ali, 2017) defining competency is a 

skill of an expert. Where an expert is defined as someone who has a certain level of skill or 

high knowledge in a particular subject gained from training and experience. 

According to Hutapea and Thoha (2008) competencies are divided into two types, 

namely technical competencies and non-technical competencies. Where technical competence 

can be measured through: 1) education level; 2) work experience; and 3) analytical skills. 

While non-technical competencies can be measured through: 1) Self Control (Self Control); 

2) Self Confidence; 3) Flexibility (Flexibility); and 4) Attitude. Meanwhile according to 

Boulter et al. in Rosidah (2009) competency covers several aspects of dimensions, namely: 1) 

Motives; 2) Traits and Attitude; 3) Self-Concept; 4) Knowledge; and 5) Skills or Behavior. 

Many competencies have been studied by previous researchers including: (Ansori & Ali, 

2017), (Ridwan et al., 2020). 

From some of the opinions mentioned above, it can be concluded that competence is a 

specification of knowledge and skills and the application of such knowledge and skills in a 

job or company or across industries, in accordance with the required performance standards. 

Competency is broadly divided into two namely technical competency and non-technical 
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competence. Where technical competence can be measured through: 1) education level; 2) 

work experience; and 3) analytical skills. While non-technical competencies can be measured 

through: 1) Self Control (Self Control); 2) Self Confidence; 3) Flexibility (Flexibility); and 4) 

Attitude. 

 
Compensation 

Rivai and Sagala (2009) suggested that compensation is something that is received by 

employees as a substitute for the contribution of their services to the company. Compensation 

is one of the implementation of HRM functions that relate to all types of individual rewards  

in exchange for carrying out organizational tasks. Singodimedjo in Sutrisno (2009) stated that 

compensation is all remuneration received by an employee from his company as a result of 

the services / labor he has given to the company. Meanwhile, according to Simamora (2009), 

compensation is all forms of financial returns, realized services and benefits obtained by 

employees as part of employment relations. 

According to Rivai and Sagala (2009) compensation can be measured through two 

indicators namely financial compensation and non-financial compensation. Where financial 

compensation is measured through 1) direct compensation in the form of salary, incentives, 

and overtime pay; and 2) indirect compensation in the form of benefits and facilities.  

Whereas for non-financial compensation can be in the form of praise, appreciation, 

recognition and work leave. Compensation has been thoroughly examined by previous 

researchers including: (Riyanto, Pratomo, et al., 2017), (Purba et al., 2017), (Paul & 

Resources, 2000). 

From some of the opinions mentioned above, it can be concluded that compensation is 

all rewards received by an employee in return for contributions made to the company. 

Compensation is broadly divided into two, namely financial compensation and non-financial 

compensation. Where financial compensation is measured through 1) direct compensation in 

the form of salary, incentives, and overtime pay; and 2) indirect compensation in the form of 

benefits and facilities. Whereas for non-financial compensation can be in the form of praise, 

appreciation, recognition and work leave. 

 
Conceptual Framework 

Based on the study of the theory and the relationship between variables, the model or 

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

 
1) The Effect of Work Motivation on Employee Performance based on research results: 

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

(Rivai et al., 2017), and (Chauhan et al., 2019). 

2) The Effect of Leadership on Employee Performance based on research results 

(Limakrisna et al., 2016), (Bastari et al., 2020), (Anwar et al., 2020), (Ali, Mukhtar, 

et al., 2016), (Djoko Setyo Widodo, P. Eddy Sanusi Silitonga, 2017), (Chauhan et 

al., 2019), and (Elmi et al., 2016). 

3) Effect of Work Environment on Employee Performance based on research results: 

(Purba et al., 2017). 
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Organizational culture 

 
Work Achievement 

Compensation 

Competence 

Employee performance 

Work Environment 

Leadership 

Motivation 

4) The Effect of Organizational Culture on Employee Performance based on research 

results:(Harini et al., 2020), and (Elmi et al., 2016). 

5) The Effect of Job Performance Rating on Employee Performance based on research 

results: (Riyanto, Sutrisno, et al., 2017a), (Thanh Nguyen et al., 2019), (Riyanto, 

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

6) Effect of Competence on Employee Performance based on research results (Ansori 

& Ali, 2017), and (Ridwan et al., 2020). 

7) Effect of Compensation on Employee Performance based on research results: 

(Riyanto, Pratomo, et al., 2017), (Purba et al., 2017), and (Paul & Resources, 2000) 

 
From previous theoretical and research studies and based on research objectives, this 

research framework is as below. 
 
 

Figure 1. Conceptual Framework 

 
RESEARCH METHOD 

The method for writing scientific articles is by studying literature or Library Research. 

Studying literature books in accordance with the theory discussed especially in the scope of 

Human Resource Management (HRM). Besides analyzing reputable scientific articles and 

also scientific articles from journals that are not reputable. All cited scientific articles are 

sourced from Mendeley and Scholar Google. 

 
RESULTS AND DISCUSSION 

Result 

1. Motivation and Employee Performance 

Motivation and performance have a close relationship, where both are related to one 

another. But it must be observed that various studies on the relationship between the two 

show that good motivation will create good performance. However, this relationship is not a 
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causal relationship because the factors forming performance are not only motivation but there 

are other factors (Triatna, 2015). 

Motivation is a factor that drives someone to do a certain activity, therefore motivation 

is often interpreted as a factor driving a person's behavior. Every activity carried out by 

someone must have a factor that drives the activity. Therefore, the driving factor of a person 

to carry out a certain activity in general is the person's needs and desires (Gitosudarmo in 

Sutrisno, 2009). If he needs and wants something, then he will be encouraged to do certain 

activities to get what is needed. 

Hersey and Blanchard in Sedarmayanti (2011) states that motivation tends to decrease 

in strength if it is met or hampered fulfillment. Hersey and Blanchard's opinion states that if 

motivation is not given to subordinates will experience a decrease in performance results, and 

if motivation is given, then the results of better performance or experience high strength. 

Motivation and Performance have been examined by many previous researchers 

including: (Prayetno & Ali, 2017), (Rivai et al., 2017), (Chauhan et al., 2019);; and (Ali, 

Limakrisna, 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, Limakrisna, 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), (Agussalim, Ayu Rezkiana Putri, et al., 2016), (Riyanto, Sutrisno, et 

al., 2017a), (Bastari et al., 2020), which suggests that motivation has a significant effect on 

performance. The results of this test can be interpreted that employees who have good work 

motivation will perform more optimally. 

 
2. Employee Leadership and Performance 

The leader has the responsibility of creating conditions that stimulate members to 

achieve the specified goals. Leadership style is a reflection of one's ability to influence 

individuals or groups. A leader must be able to maintain harmony between meeting the needs 

of individuals with individual direction on organizational goals. An effective leader is a  

leader who recognizes the important strengths contained in an individual or group, and is 

flexible in the way the approach is used to improve the performance of the entire 

organization. 

Leadership style is very influential in achieving performance targets that have been set. 

This was revealed by Rivai & Mulyadi (2012) who suggested that the leadership style is a set 

of characteristics used by leaders to influence subordinates so that organizational goals are 

achieved. The same thing was also expressed by Wibowo (2014) who identified that 

leadership is one of the factors that can affect individual performance. 

In addition, several studies that have been conducted previously also revealed that 

leadership has a large role in influencing employee performance, including research 

conducted by (Limakrisna et al., 2016), (Bastari et al., 2020), (Anwar et al., 2020), (Ali, 

Mukhtar, et al., 2016), (Djoko Setyo Widodo, P. Eddy Sanusi Silitonga, 2017), (Chauhan et 

al., 2019), (Elmi et al., 2016);; (Ali, Limakrisna, et al., 2016), (Prihartono & Ali, 2020), 

(Riyanto, Pratomo, et al., 2017), (Brata, Husani, Hapzi, 2017), (Agussalim, Kristin, et al., 
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2016), (Agussalim, Kristin, et al., 2016), (Ali, Limakrisna, 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), (Agussalim, Ayu Rezkiana Putri, et al., 2016), (Ansori & Ali, 2017), 

(Harini et al., 2020). 

 
3. Work Environment and Employee Performance 

Work environment is related to the existence of facilities and infrastructure as well as 

social aspects that support workers in carrying out work. Organizational members or 

employees who are involved in the same job, share common tasks, or face the same job need 

environmental factors that can support their togetherness. As stated by Evans in Virgana 

(2011) that the work environment is all opportunities that allow employees to contribute to 

work more productively, safely and pleasantly. 

Research conducted by Cahyani and Ardana (2013) shows that proper spatial planning 

in the workplace will affect employee performance. This spatial planning must be supported 

by adequate light distribution, selection of appropriate wall colors, air circulation and air 

temperature in accordance with the room (Norianggono, Hamid, & Ruhana, 2014). The lack 

of light distribution in each employee's room will result in employees unable to work quickly 

and precisely. Peace of mind is also needed by each employee to do their jobs (Agastia, 

2014). 

Work Environment and Performance have been examined by many previous 

researchers including: (Purba et al., 2017); and (Ali, Limakrisna, 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, Limakrisna, 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), (Agussalim, Ayu Rezkiana Putri, et al., 2016). 

 
4. Organizational Culture and Employee Performance 

Organizational culture is the values developed in an organization, where these values 

are used to direct the behavior of employees (Prihartono & Ali, 2020). In addition, according 

to Maith, organizational culture makes an organization to succeed and  become  more 

stable, more advanced, more anticipatory to environmental changes (Ansori & Ali, 2017). 

Organizational culture is very influential on the behavior of members of the 

organization because the value system in organizational culture can be used as a reference for 

human behavior in organizations that are oriented towards achieving the goals or performance 

results set, so that if the organizational culture is good then the organization members are 

good and quality people. To create effective and efficient employee performance for 

organizational progress, it is necessary to have an organizational culture as one of the work 

guidelines that can be used as a reference for employees to carry out organizational activities 

(Susanto et al, 2009). 

Shina et al. (2010) organizational culture itself can help employee performance,  

because it is able to create work motivation for employees to provide the best ability to take 
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advantage of opportunities that have been provided by the company. Organizational Culture 

and Performance have been examined extensively by previous researchers including: (Harini 

et al., 2020), (Elmi et al., 2016), (Ali, Limakrisna, et al., 2016), (Harini et al.,  2020), 

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

2016), (Agussalim, Kristin, et al., 2016), (Ali, Limakrisna, 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). 

 
5. Work Achievement and Employee Performance 

As for one of the factors that can affect performance is the assessment of work 

performance. This was stated by Hasibuan (2010) who said that one of the uses of 

performance appraisal was to increase employee motivation to achieve the goal of getting 

good performance. Performance appraisal is important because it can provide information    

to improve company performance in the future, as a basis for employee compensation, 

consideration in the decision to place a position, as well as training needs, planning, and 

career development of employees (Astuti, 2006). 

Achievements and Performance have been examined by many previous researchers 

including them: (Riyanto, Sutrisno, et al., 2017a), (Thanh Nguyen et al., 2019), (Riyanto, 

Sutrisno, et al., 2017b), (Riyanto, Sutrisno, et al., 2017a), (Ali, Limakrisna, et al., 2016), 

(Prihartono & Ali, 2020), (Ansori & Ali, 2017), (Harini et al., 2020), (Brata, Husani, Hapzi, 

2017), (Agussalim, Kristin, et al., 2016), (Agussalim, Kristin, et al., 2016), (Ali, Limakrisna, 

et al., 2016), (Desfiandi et al., 2017), (Sulaeman et al., 2019), (Ansori & Ali, 2017), (Djojo & 

Ali, 2012), (Riyanto, Sutrisno, et al., 2017a), (Djoko Setyo Widodo, P. Eddy Sanusi  

Silitonga, 2017), (Agussalim, Ayu Rezkiana Putri, et al., 2016), (Prayetno & Ali, 2017), 

(Ridwan et al., 2020), (Riyanto, Pratomo, et al., 2017). 

 
6. Competency and Employee Performance 

Competence is the capacity that exists in someone who can make that person able to 

fulfill what is required by work in an organization so that the organization is able to achieve 

the expected work (Hutapea and Thoha, 2008). In the management of competency 

performance has more role in the dimensions of individual behavior in adjusting a job well. 

Performance competence can be interpreted as behaviors shown from employees who have 

perfect, consistent and effective performance compared to employees who have average 

performance (Ansori & Ali, 2017). Besides Troter also revealed that a competent person will 

do his work easily, quickly, intuitively and very rarely or never make mistakes (Ridwan et al., 

2020). 

Competence and Performance have been examined by many previous researchers 

including: (Ali, Limakrisna, 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, Limakrisna, et al., 

2016), (Desfiandi et al., 2017), (Sulaeman et al., 2019), (Riyanto, Sutrisno, et al., 2017a), 

(Prayetno & Ali, 2017), (Ridwan et al., 2020), (Djoko Setyo Widodo, P. Eddy Sanusi 
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Silitonga, 2017), (Agussalim, Ayu Rezkiana Putri, et al., 2016), (Ansori & Ali, 2017), (Djojo 

& Ali, 2012). 

 
7. Compensation and Employee Performance 

Compensation is an important factor in efforts to improve employee performance, the 

size of the compensation can affect the level of employee performance, the greater the 

compensation received, the employee will be more active to work (Prayetno & Ali, 2017). 

Compensation is anything that employees receive as compensation for their work, and 

compensation itself can be divided into two, namely direct and indirect compensation. And 

direct compensation is a compensation for services to employees who are received directly, 

routinely or periodically because they have provided assistance / donations to achieve 

organizational goals (Ruky, 2010), and direct compensation includes salaries, bonuses / 

incentives, commissions. In addition to direct compensation, indirect compensation also has 

an equally important role in improving employee performance. And indirect compensation 

includes ray day benefits and health benefits. 

Compensation and Performance have been examined extensively by previous 

researchers including: (Riyanto, Pratomo, et al., 2017), (Purba et al., 2017), (Paul & 

Resources, 2000), (Prihartono & Ali, 2020), (Ansori & Ali, 2017), (Harini et al., 2020), 

(Agussalim, Kristin, et al., 2016), (Agussalim, Kristin, et al., 2016), (Ali, Limakrisna, 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), (Agussalim, Ayu Rezkiana Putri, et 

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

 
Discussion 

This article analyzes and discusses the variables of Human Resource Management 

(HRM), namely: Employee Performance, Work Motivation, Leadership, Work Environment, 

Organizational Culture, Work Performance Competence, Compensation. Where Work 

Motivation, Leadership, Work Environment, Organizational Culture, Work Achievement 

Assessment, Competence, and Compensation affect Employee Performance, Research and 

previous articles and relevant to this article are: 

 
1) Work motivation has a relationship and affects Employee Performance 

Work motivation has a relationship and affects Employee Performance, this statement  

is based on articles from relevant research and reviewed, including: (Riyanto, Sutrisno, et al., 

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

2019). 

This explains that if employees have high work motivation in carrying out their work 

both in the form of intrinsic and extrinsic motivation, then this will also be followed by an 

increase in employee performance in the form of technical ability, conceptual ability, 

responsibility, initiative; and interpersonal relationship skills. 

 
2) Leadership influences Employee Performance 
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Leadership influences Employee Performance, this statement is based on articles from 

relevant research and reviewed, including: (Limakrisna et al., 2016), (Bastari et al., 2020), 

(Anwar et al., 2020), (Ali, Mukhtar, et al., 2016), (Djoko Setyo Widodo, P. Eddy Sanusi 

Silitonga, 2017), (Chauhan et al., 2019), (Elmi et al., 2016). 

This article indicates that if a leader in a company or organization has intelligence 

(intelligence), respect for his subordinates, able to motivate, and able to work well with his 

subordinates, then this will also be followed by increased employee performance both in 

terms of technical ability, ability conceptual, responsibility, initiative; and interpersonal 

relationship skills. 

 
3) Work environment influence employee performance 

Work Environment influences Employee Performance, this statement is based on 

articles from relevant research and reviewed, including:(Purba et al., 2017). 

The results of this study explain that if an organization or company is able to provide a 

conducive performance environment for its employees in carrying out their daily routine tasks 

both the workplace environment / physical work environment, and the working environment / 

non-physical work environment (Non -Phisical Warking Environment). Then this will be 

followed by an increase in employee performance both in the form of technical ability, 

conceptual ability, responsibility, initiative; and interpersonal relationship skills. 

 
4) Organizational Culture influence Employee Performance 

Organizational Culture influences Employee Performance, this statement is based on 

articles from relevant research and reviewed, including: (Harini et al., 2020), (Elmi et al., 

2016). 

The results of this study suggest that if an organization has a strong culture in the form 

of Attention to detail, Outcome orientation, People Orientation, Tolerance for risky actions, 

Direction, and Management support. Then this will be followed by an increase in employee 

performance both in the form of technical ability, conceptual ability, responsibility, initiative; 

and interpersonal relationship skills. 

 
5) Job Performance Evaluation influences Employee Performance 

Performance appraisal affects employee performance, this statement is based on articles 

from relevant research and reviewed, including: (Riyanto, Sutrisno, et al., 2017a), (Thanh 

Nguyen et al., 2019), (Riyanto, Sutrisno, et al., 2017b), (Riyanto, Sutrisno, et al., 2017a). 

This explains that if the performance appraisal assessment given to employees can be 

done fairly, objectively, transparently, consistently and sensitive. Then this will be followed 

by an increase in employee performance both in the form of technical ability, conceptual 

ability, responsibility, initiative; and interpersonal relationship skills. 

 
6) Competence affects employee performance 

Competence affects employee performance, this statement is based on articles from 

relevant research and reviewed, including:(Ansori & Ali, 2017), (Ridwan et al., 2020). 
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This explains if the company or organization can place its employees in accordance 

with their competencies in the form of technical and non-technical competencies. Then this 

will be followed by an increase in employee performance both in the form of technical  

ability, conceptual ability, responsibility, initiative; and interpersonal relationship skills. 

 
7) Compensation affects employee performance 

Compensation affects Employee Performance, this statement is based on articles from 

relevant research and reviewed, including:(Riyanto, Pratomo, et al., 2017), (Purba et al., 

2017), (Paul & Resources, 2000). 

This article explains that if the compensation provided by a company or organization can 

be given properly, both in the form of financial compensation and non-financial 

compensation. Then this will be followed by an increase in employee performance both in the 

form of technical ability, conceptual ability, responsibility, initiative; and interpersonal 

relationship skills. 

 
CONCLUSIONS AND RECOMMENDATIONS 

Conclusion 

Based on the formulation, objectives and results reviewed and discussed in this article, 

it can be concluded to build a hypothesis for further research are: 

 
1) Work motivation has a relationship and affects Employee Performance 

2) Leadership influences Employee Performance 

3) Work environment influences employee performance 

4) Organizational Culture influences Employee Performance 

5) Job Performance influences Employee Performance 

6) Competence affects employee performance 

7) Compensation affects employee performance 

 
RECOMMENDATIONS 

Based on the above conclusions, the suggestions in this article both academically and 

empirically are as follows: 

There are still many other factors that affect Employee Performance or Employee 

Performance at all types and levels of the organization, therefore it is still in need of further 

studies to complement what other factors can influence Performance. 

 
REFERENCES 

Agastia, A. (2014). Pengaruh lingkungan kerja fisik, komunikasi, dan kepemimpinan 

terhadap kinerja karyawan PT BPR Merta Sedana Badung. EJurnal Manajemen 

Universitas Udayana, 3(1), 29-44. 

Agussalim, M., Ayu Rezkiana Putri, M., & Ali, H. (2016). Analysis work discipline and work 

spirit toward performance of employees (case study tax office Pratama two Padang). 

International Journal of Economic Research. 

Agussalim, M., Kristin, M., & Ali, H. (2016). Role of revolving loan program community 

https://dinastipub.org/DIJDBM


Volume 1, Issue 4, June 2020 E-ISSN : 2715-4203, P-ISSN : 2715-419X 

Available Online: https://dinastipub.org/DIJDBM Page 659 

 

 

national urban self (PNPM MP) against poverty prevention in Padang. International 

Journal of Applied Business and Economic Research. 

Ali, H., Limakrisna, N., & Jamaluddin, S. (2016). Model of customer satisfaction: The 

empirical study at Bri in Jambi. International Journal of Applied Business and 

Economic Research. 

Ali, H., Mukhtar, & Sofwan. (2016). Work ethos and effectiveness of management 

transformative leadership boarding school in the Jambi Province. International Journal 

of Applied Business and Economic Research. 

Ansori, A., & Ali, H. (2017). Analisis Pengaruh Kompetensi Dan Promosi Terhadap Kinerja 

Pegawai Negeri Sipil Pada Sekretariat Daerah Kabupaten Bungo. Jurnal Ilmiah 

Universitas Batanghari Jambi. https://doi.org/10.33087/jiubj.v15i1.198 

Anwar, K., Muspawi, M., Sakdiyah, S. I., & Ali, H. (2020). The effect of principal’s 

leadership style on teachers’ discipline. Talent Development and Excellence. 

Ariani, N. (2015). Pengaruh Gaya Kepemimpinan Demokratis terhadap Disiplin Kerja 

Karyawan Pada PT. PP. London Sumatra Indonesia, Tbk. Wilayah Bulukumba. Eprints 

Universitas Negeri Makasar. 

Astuti, D.A.L.W. (2006). Penciptaan sistem penilaian kinerja yang efektif dengan 

assessment center. Jurnal Manajemen, Vol. 6, No. 1. 

Bastari, A., -, H., & Ali, H. (2020). DETERMINANT SERVICE PERFORMANCE 

THROUGH MOTIVATION ANALYSIS AND TRANSFORMATIONAL 

LEADERSHIP. International Journal of Psychosocial Rehabilitation. 

https://doi.org/10.37200/ijpr/v24i4/pr201108 

Brata, Husani, Hapzi, B. H. S. A. (2017). Saudi Journal of Business and Management Studies 

Competitive Intelligence and Knowledge Management: An Analysis of the Literature. 

Saudi Journal of Business and Management Studies. https://doi.org/10.21276/sjbms 

Cahyani, N. & Ardana, K. (2013). Pengaruh lingkungan kerja fisik, gaya kepemimpinan dan 

insentif finansial terhadap kinerja pegawai non medis pada rumah sakit Balimed 

Denpasar. EJurnal Manajemen Universitas Udayana, 2(4), 423-435. 

Chauhan, R., Ali, H., & Munawar, N. A. (2019). BUILDING PERFORMANCE SERVICE 

THROUGH TRANSFORMATIONAL LEADERSHIP ANALYSIS, WORK STRESS 

AND WORK MOTIVATION (EMPIRICAL CASE STUDY IN STATIONERY 

DISTRIBUTOR COMPANIES). Dinasti International Journal of Education 

Management And Social Science. https://doi.org/10.31933/dijemss.v1i1.42 

Desfiandi, A., Desfiandi, A., & Ali, H. (2017). Composite Stock Price Index (IHSG) Macro 

Factor in Investment in Stock (Equity Funds). International Journal of Economics and 

Financial Issues. 

Djojo, A., & Ali, H. (2012). Information technology service performance and client’s 

relationship to increase banking image and its influence on deposits customer banks 

loyalty (A survey of Banking in Jambi). In Archives Des Sciences. 

Djoko Setyo Widodo, P. Eddy Sanusi Silitonga, & H. A. (2017). Organizational 

Performance : Analysis of Transformational Leadership Style and Organizational 

Learning. Saudi Journal of Humanities and Social Sciences. 

https://doi.org/10.21276/sjhss.2017.2.3.9 

https://dinastipub.org/DIJDBM


Volume 1, Issue 4, June 2020 E-ISSN : 2715-4203, P-ISSN : 2715-419X 

Available Online: https://dinastipub.org/DIJDBM Page 660 

 

 

Elmi, F., Setyadi, A., Regiana, L., & Ali, H. (2016). Effect of leadership style, organizational 

culture and emotional intelligence to learning organization: On the Human Resources 

Development Agency of Law and Human Rights, Ministry of Law and Human Rights. 

International Journal of Economic Research. 

Gibson, J.L. (2010). Organisasi. Perilaku, Struktur dan Proses. Jakarta: Binarupa Aksara. 

Handoko, T. H. (2012). Management Personalia dan Sumber Daya Manusia. Yogyakarta: 

BPFE 

Harini, S., Hamidah, Luddin, M. R., & Ali, H. (2020). Analysis supply chain management 

factors of lecturer’s turnover phenomenon. International Journal of Supply Chain 

Management. 

Hasibuan, M.S.P. (2010). Manajemen Sumber Daya Manusia. Jakarta: edisi Revisi, Penerbit : 

Bumi Aksara. 

Hutapea, P., dan Thoha, N. (2008). Kompetensi Plus. Jakarta: PT Gramedia. 

Jones, Gareth R. (1998). Organization Theory, Text and Cases. Second Edition, United States 

of America: Addison-Wesley Longman Publishing Company, Inc. 

Kreitner, R., dan Kinicki, A. (2014). Perilaku Organisasi. Jakarta: PT. Salemba Empat. 

Limakrisna, N., Noor, Z. Z., & Ali, H. (2016). Model of employee performance: The 

empirical study at civil servants in government of west java province. International 

Journal of Economic Research. 

Luthans, F. (2006). Perilaku Organisasi, Yogyakarta: Andi. 

Mangkunegara, A.P. (2011). Perencanaan dan Pengembangan Sumber Daya Manusia. 

Bandung: Refika Aditama. 

Nitisemito, A. S. (2009). Manajemen personalia: Manajemen sumber daya manusia. Jakarta: 

Ghalia Indonesia. 

Norianggono, Y., Hamid, D., & Ruhana, I. (2014). Pengaruh lingkungan kerja fisik dan non 

fisik terhadap kinerja karyawan (studi pada karyawan PT Telkomsel Area III Jawa-Bali 

di Surabaya). Jurnal Administrasi Bisnis, 8(2), 1-10. 

Prayetno, S., & Ali, H. (2017). Analysis of advocates organizational commitment and 

advocates work motivation to advocates performance and its impact on performance 

advocates office. International Journal of Economic Research. 

Prihartono, & Ali, H. (2020). The promises ethics and marketing concept strategy as a 

competitive advantage on private higher education (A survey on perception of product 

attributes and promotion mix in Indonesia). Talent Development and Excellence. 

Purba, C. B., Arzio, & Ali, H. (2017). The influence of compensation, working environment 

and organization culture on working productivity of BPJS (workers social security 

agency) employment staff in Rawamangun Branch. Man in India. 

Ridwan, M., Mulyani, S. R., & Ali, H. (2020). Building behavior and performance 

citizenship: Perceived organizational support and competence (case study at SPMI 

private university in west Sumatra). International Journal of Psychosocial 

Rehabilitation. https://doi.org/10.37200/IJPR/V24I6/PR260195 

Rivai, V dan Mulyadi, D. (2012). Kepemimpinan dan Prilaku Organisasi. Jakarta: Rajawali 

Pers, PT. RajaGrafindo Persada. 

Rivai, V dan Sagala, E.J. (2009). Manjemen Sumber Daya Manusia Untuk Perusahaan Dari 

https://dinastipub.org/DIJDBM


Volume 1, Issue 4, June 2020 E-ISSN : 2715-4203, P-ISSN : 2715-419X 

Available Online: https://dinastipub.org/DIJDBM Page 661 

 

 

Teori Ke Praktik. Jakarta: RajaGrafindo 

Rivai, A., Suharto, & Ali, H. (2017). Organizational performance analysis: Loyalty predictors 

are mediated by work motivation at urban village in Bekasi City. International Journal 

of Economic Research. 

Riyanto, S., Pratomo, A., & Ali, H. (2017). EFFECT OF COMPENSATION AND JOB 

INSECURITY ON EMPLOYEE ENGAGEMENT (STUDY ON EMPLOYEE OF 

BUSINESS   COMPETITION   SUPERVISORY   COMMISSION   SECRETARIAT). 

International Journal of Advanced Research. https://doi.org/10.21474/ijar01/4139 

Riyanto,  S.,  Sutrisno,  A.,  &  Ali,  H.  (2017a).  International  Review  of  Management  and 

Marketing The Impact of Working Motivation and Working Environment on 

Employees Performance in Indonesia Stock Exchange. International Review of 

Management and Marketing. 

Riyanto, S., Sutrisno, A., & Ali, H. (2017b). The Impact of Working Motivation and Working 

Environment on Employees Performance in Indonesia Stock Exchange. International 

Review of Management and Marketing. 

Robbins, Stephen P. (2012). Perilaku Organisasi. Jakarta: Gramedia. 

Robbins, S.P & Judge, T.A. (2015). Perilaku Organisasi. Jakarta: PT. Salemba Empat. 

Rosidah. (2009). Analisa Kompetensi Sumber Daya Manusia Terhadap Kinerja di PT Cheil 

Jedang Indonesia. PPs Universitas Airlangga Surabaya. 

Ruky, A.S. (2011). Sistem Manajemen Kinerja. Bumi Aksara. Jakarta. 

Sedarmayanti. (2011). Sumber Daya Manusia dan Produktivitas Kerja. Bandung: Mandar 

Maju. 

Shina,Smrita., Ajay Kr.S., Nisha Gupta., and Rajul Dutt. (2010). Impact of Work Culture on 

Motivation and  Performance  Level  of  Employees  in  Private Sector Companies.  

Acta Oeconomica Pragensia, 18(6): 49-67. 

Simamora, H. (2009). Manajemen Sumber Daya Manusia, edisi keempat, cetakan pertama, 

Penerbit: YKPN: Yogyakarta. 

Soeprihanto, J. (2009). Penilaian Kinerja dan Pengembangan Karyawan. Yogyakarta: BPFE. 

Sulaeman, A. S., Waluyo, B., & Ali, H. (2019). Making dual procurement and supply chain 

operations: Cases in the indonesian higher education. International Journal of Supply 

Chain Management. 

Sunyoto,D. (2015). Manajemen dan Pengembangan Sumber Daya Manusia. Yogyakarta: 

Center for Academic Publishing Service. 

Susanto, A.B., Gede Prama, Dkk. (2009). Strategi Organisasi, Yogyakarta: Amara Books. 

Sutrisno, E. (2009). Manajemen Sumber Daya Manusia. Jakata: Kencana Prenada Media 

Group. 

Thanh Nguyen, P., Ali, H., & Agung Hudaya. (2019). MODEL BUYING DECISION AND 

REPEAT PURCHASE: PRODUCT QUALITY ANALYSIS (Case Study of Bank 

Permata Syariah Jakarta KPR Financing Customers). Dinasti International Journal of 

Management Science. https://doi.org/10.31933/dijms.v1i1.29 

Tika,  Moh. Pabundu. (2010). Budaya Organisasi dan Peningkatan Kinerja Perusahaan, 

Jakarta: Bumi Aksara. 

https://dinastipub.org/DIJDBM


Volume 1, Issue 4, June 2020 E-ISSN : 2715-4203, P-ISSN : 2715-419X 

Available Online: https://dinastipub.org/DIJDBM Page 662 

 

 

Triatna, C. (2015). Perilaku Organisasi dalam Pendidikan. Bandung: Remaja Rosdakarya 

Offset. 

Virgana. (2011). Pengaruh gaya kepemimpinan, lingkungan kerja dan motivasi kerja terhadap 

kepuasan kerja pegawai Dinas Pendidikan Provinsi DKI Jakarta. Jurnal Ilmiah 

Educational Management, Vol. 2, No. 1. 

Wibowo. (2014). Perilaku Dalam Organisasi. Jakarta: RajaGrafindo Persada. 

https://dinastipub.org/DIJDBM

