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INTRODUCTION

Human resources are an important factor in an organization, so that humans
are a strategic factor in organizational management. The company cannot be separated from
human labor even though the company already has modern technology. Employees are the
main asset for the company, so that human resources are very important to be given direction
and guidance from human resource management so that they can improve their abilities,
produce work productivity, and produce the expected output.
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To meet expectations of future employee productivity levels, there are several factors
that influence this, namely job satisfaction factors, communication factors, work experience
factors, discipline factors, motivation factors, leadership factors, competency factors,
compensation factors, and work environment factors.

In this case, we want to raise three factors that influence employee performance,
namely competency factors, compensation factors, and leadership styles in the organization.
The selection of these factors is based on that these factors have a major effect on employee
performance. This study aims to analyze the influence of competency factors, compensation
factors, and leadership styles in the organization by looking at the point of view of good
human resource management. We will cover all of these sections in this article.

Based on the background of the problem above, the problem formulation of this
article is to review the theory of the influence of the independent variable on the dependent
variable:

1) Does Competence affect Employee Performance
2) Does Compensation affect Employee Performance
3) Does Leadership affect Employee Performance

LITERATURE REVIEW
Employee performance

Performance is the result of work both in quality and quantity achieved by a person in
carrying out tasks according to given responsibilities (Mangkunegara, 2002). Employee
performance is a performance as a result of performance that can be achieved by a person or
group of people in an organization both qualitatively and quantitatively, in accordance with
their respective authorities, duties and responsibilities in an effort to achieve the goals of the
organization concerned legally, does not violate the law and in accordance with morals or
ethics (Moeheriono, 2012). Achievement or performance is a record of the results obtained
from certain job functions or activities during a certain period of time (Bernadin & Russel,
2006).

The 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., 2017 ), (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 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 both in terms of quantity and quality, according to
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.

Competence
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Competence is a fundamental factor that exists in someone who has more abilities and
makes him different from other people with average abilities (Mangkunegara, 2002).
Competence is an ability or the capacity of a person to perform various tasks in a job, where
this ability is determined by intellectual and physical factors (Robbins & Coulter, 2018). Job
competence is the work ability of each individual which includes aspects of knowledge,
skills, and work attitudes in accordance with established standards (Law No.13 of 2003 on
Manpower). Previous researchers have examined many competencies, including: (Ansori &
Ali, 2017), (Ridwan et al., 2020).

From some of the above opinions, it can be concluded that competence is a
specification of knowledge and skills and the application of these knowledge and skills in a
job or company or across industries, in accordance with the required performance standards.
Competence is broadly divided into two, namely technical competence and non-technical
competence. Where technical competence can be measured through: 1) level of education; 2)
work experience; and 3) ability to analyze. Meanwhile, non-technical competencies can be
measured through: 1) Self-Control; 2) Self Confidence; 3) Flexibility; and 4) Attitude.

Compensation

The compensation system is a part (partial) of the reward system which is only related
to the economic part (Long & Sigh, 2017). Compensation is everything that employees
receive in return for their work (Handoko, 2003). Compensation is all income in the form of
money, direct or indirect goods received by employees in return for services provided to the
company (Hasibuan, 2000). Compensation has been researched by many previous
researchers, including: (Riyanto, Pratomo, et al., 2017), (Purba et al., 2017).

This article explains that if the compensation provided by a company or organization can
be given well, either in the form of financial compensation or non-financial compensation.
Then this will also be followed by an increase in employee performance in the form of
technical skills, conceptual abilities, responsibilities, initiatives; and interpersonal
relationship skills.

Leadership

Leadership is the ability to influence a group to achieve goals (Robbins & Coulter,
2018). Leadership is something that is inherent in a leader in the form of certain traits such as
personality, ability, and capability (Wahjosumidjo, 1987). Leadership is a series of
structuring activities in the form of the ability to influence the behavior of others in certain
situations so that they are willing to work together to achieve predetermined goals (Sutarto,
1998).

Leadership has been studied by many 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 above opinions, it can be concluded that leadership is someone who
uses authority and responsibility to influence members of the organization in order to achieve
goals. Which can be measured through 1) Intelligence (Intelligence); 2) Awards; 3) Motivate;
and 4) Cooperating with subordinates.

Available Online: https://dinastipub.org/DIJEFA Page 540




Volume 1, Issue 3, July 2020 E-ISSN : 2721-303X, P-ISSN : 2721-3021

RESEARCH METHODS

The method of writing scientific articles is by qualitative methods and literature study
or Library Research. Reviewing literature books in accordance with the theory discussed,
especially in the scope of Human Resource Management (HRM). 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.

In qualitative research, literature review should be wused consistently with
methodological assumptions. This means that it must be used inductively so that it does not
lead to the questions posed by the researcher. One of the main reasons for conducting
qualitative research is that it is exploratory in nature (Ali & Limakrisna, 2013).

Furthermore, it is discussed in depth in the section entitled "Related Literature” or
literature review ("Review of Literature"), as the basis for formulating hypotheses and will
then become the basis for making comparisons with the results or findings revealed in the
research. (Ali & Limakrisna, 2013).

RESULTS AND DISCUSSION
Result
1. Employee Competence and Performance

Competence is an ability or the capacity of a person to perform various tasks in a job,
where this ability is determined by intellectual and physical factors (Robbins & Coulter,
2018). Thus, competence shows the skills and abilities acquired intellectually and physically
in a job.

Based on Windows Theory, each individual has competencies that can be observed from
four sides in the form of windows, namely: education, skills, work experience, and mastery of
technology.

Organizations and companies must be required to have employees who are superior in
their fields so that the resulting work practices are maximized as expected. According to
Robbins & Coulter (2018), there are eight activities which are processes in producing high-
performance work practices. The first three activities ensure that competent employees are
identified and selected, the next two activities provide employees with up-to-date skills and
knowledge, while the last three activities ensure that the organization retains competent and
high-performing employees.
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Figure 1. HRM Process

Competency Characteristics

Competence describes the ability of a person at work to carry out duties and
responsibilities effectively so as to achieve professional quality standards. Spencer and
Spencer (1993) quoted by Wibowo stated that “"competence is the basic foundation of
people’s characteristics and indicates how to behave or think, equate situations and support
for a long period of time". There are five types of competency characteristics according to
(Wibowo, 2007):

1) Motives are things that people consistently think or want that cause one's actions.

2) Traits are physical characteristics and consistent responses to situations or information.
3) Self-concept (self-concept) is the attitudes, values, or image of a person's self-image.
4) Knowledge (knowledge) is information that a person has in a certain specific field.

5) Skills are the ability of a person to do certain physical or mental tasks.

Based on the description above, competence contains the inherent personality abilities
of a person which can be applied to tasks at work. Competencies possessed by employees
must be able to support the implementation of strategies in achieving organizational goals. So
that competence has an effect on employee performance because the higher the competence
of the employee, the demand for the role in his job will also increase.

2. Employee Compensation and Performance

In an organization, a motivated and performing workforce is needed high in order to
meet the needs of the organization. One way to increase employee performance motivation is
to get compensation. Compensation is all income in the form of money, direct or indirect
goods received by employees in return for services provided to the company (Hasibuan,
2000).

Compensation Indicator

According to Simamora (2004), indicators for measuring employee compensation are:
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1) Wages and salaries
Wages are the basis of remuneration for production and maintenance workers. The
difference between wages and salaries is that wages are generally in the form of hourly
rates while wages apply weekly, monthly or annual rates.

2) Incentives
Incentives are additional compensation beyond the amount of salary or wages provided
by the company.

3) Allowances
Allowances are health and life insurance, pension plans, and other benefits related to
employment relationships.

4) Facilities
Facilities generally relate to something that employees can enjoy.

Compensation Objectives

The objectives of compensation include cooperation, job satisfaction, effective
procurement, motivation, employee stability, discipline and influence from labor unions and
the government. Hasibuan (2012: 121) suggests compensation objectives, namely:

1) Cooperation ties
In conducting a cooperation agreement, employees must do their job well, while the
leadership is also required to pay compensation in accordance with the previously agreed
agreement.

2) Job satisfaction
When getting compensation, employees can meet their needs so that they will get job
satisfaction from their position.

3) Effective procurement
Procurement of qualified employees will be easier when the company provides
compensation to employees who are large enough.

4) Motivation
Managers will find it easier to motivate employees when they are given compensation.

5) Employee stability
Providing compensation based on the principle of fairness, the stability of employees is
more guaranteed because turnover is relatively small.

6) Discipline
The provision of large enough compensation will make employees to be disciplined and
be better and comply with applicable regulations.

7) Trade union influence
Giving good compensation will reduce the influence of the union and employees will
focus on their work.

8) Government influence
If compensation is provided in accordance with the applicable labor law, government
intervention can be avoided.

Type of Compensation

The compensation provided by the company to employees has several types. According
to Sofyandi (2008) compensation is generally divided into two types, namely:

1. Direct Compensation
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Direct compensation is compensation given to an employee in return for the work he does
for the company. Examples are salaries, incentives, bonuses and job allowances.

2. Indirect Compensation
Indirect compensation is the provision of compensation to employees as a company effort
to improve employee welfare. Examples are the allowances, facilities and services
provided by the company.

One way to increase employee motivation and performance is through compensation
for employees. Then the greater the compensation the company provides to its employees, the
more employee performance will be in achieving organizational goals.

Leadership and Employee Performance

Leadership is the ability to influence a group to achieve goals (Robbins & Coulter,
2018). Leadership is a series of structuring activities in the form of the ability to influence the
behavior of others in certain situations so that they are willing to work together to achieve
predetermined goals (Sutarto, 1998).

Leadership is the ability to influence other people, namely the group in order to direct
their behavior and ability to achieve organizational or group goals.

Leadership Style

Leadership style is a way for leaders to influence their subordinates. There are three
kinds of leadership styles, namely autocratic, democratic or participatory, and laiszes-faire.
Autocratic leadership faces more problems giving orders to subordinates, whereas democratic
leadership tends to follow the opinion of leaders and employees. In laiszes-faire leadership
the leader will provide leadership if asked.

According to Feriyanto and Triana (2015: 94) the leadership style possessed by a leader
can be explained through three theoretical lines, namely:

1) Genetic theory (heredity)
This theory states that "leaders are born not made™. Adherents of this theory argue that a
leader will become a leader because he has been born with leadership talents.

2) Social theory
The essence of social theory is "leaders are made or educated rather than natural”.
Adherents of this theory argue that anyone can become a leader if equipped with
knowledge.

3) Ecological theory
The essence of this theory is that a person will only succeed in being a good leader if he
has leadership talents.

The leader will have a strong character and identity. These characters are used as special
characteristics that distinguish a person from others. Employee performance cannot be
separated from the leadership style possessed by the leader. Leaders who carry out their
duties properly will become role models and role models for their members. And with the
existence of a good relationship between the leader and its members will improve
performance in achieving organizational goals. Therefore, leadership attitude has an effect on
employee performance.

The development of an increasingly modern era from any point of view, especially in the
field of technology, has made many jobs in companies replaced by modern technology.
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However, besides all that, the role of employees cannot be replaced because it is a basic need
that will continue to exist in organizations and companies. From the analysis we have done, it
can be concluded that there are factors that greatly affect employee performance, especially
three points, namely the competency factor, compensation factor, and leadership style.
Competence contains the inherent personality abilities of a person which can be applied to
tasks at work. Competencies possessed by employees must be able to support the
implementation of strategies in achieving organizational goals. So that competence has an
effect on employee performance because the higher the competence of the employee, the
more demands on the role in his job will increase.

One way to increase employee motivation and performance is through compensation for
employees. Then the greater the compensation the company provides to its employees, the
more employee performance will be in achieving organizational goals. In addition, the leader
will also have a strong character and identity. These characters are used as special
characteristics that distinguish a person from others. Employee performance cannot be
separated from the leadership style possessed by the leader. Leaders who carry out their
duties properly will become role models and role models for their members. And with the
existence of a good relationship between the leader and its members will improve
performance in achieving organizational goals. Therefore, leadership attitudes affect
employee performance. So it can be concluded that these three factors are very influential on
employee performance. **** (taken from the conclusion)

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

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

1) The Effect of Competence on Employee Performance based on research results: (Ansori
& Ali, 2017), and (Ridwan et al., 2020).

2) The Effect of Compensation on Employee Performance based on research results:
(Riyanto, Pratomo, et al., 2017), (Purba et al., 2017), and (Paul & Resources, 2000)

3) The influence 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).

From theoretical studies and previous research and based on research objectives, the
framework of this article for further research is as follows.
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Figure 2. Conceptual Framework
Discussion

This article analyzes and discusses the variables of Human Resource Management
(HRM), namely: Employee Performance, Competence, Compensation and Leadership Style.

1) Competence has a relationship and affects employee performance
Competence affects employee performance, this statement is based on articles from
relevant and reviewed research, including: (Ansori & Ali, 2017), (Ridwan et al., 2020).
This explains if a company or organization can assign employees according to their
competencies, both technical and non-technical competencies. Then this will also be
followed by an increase in employee performance in the form of technical skills,
conceptual abilities, responsibilities, initiatives; and interpersonal relationship skills.

2) Compensation has a relationship and affects employee performance
Compensation affects employee performance, this statement is based on articles from
relevant and reviewed research, 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 well, either in the form of financial compensation or non-financial
compensation. Then this will also be followed by an increase in employee performance in
the form of technical skills, conceptual abilities, responsibilities, initiatives; and
interpersonal relationship skills.

3) Leadership Style has a relationship and affects employee performance
Leadership affects employee performance, this statement is based on articles from
relevant and reviewed research, 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,
respect for his subordinates, is able to motivate, and is able to have good cooperation with
his subordinates, this will also be followed by an increase in employee performance, both
in the form of technical abilities and abilities. conceptual, responsibility, initiative; and
interpersonal relationship skills.
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CONCLUSIONS AND RECOMMENDATIONS
Conclusions

Based on the formulation of the article, the results and discussion that are reviewed and
discussed in this article, it can be concluded that to build a hypothesis for further research is:

1) Competence Influences Employee Performance
2) Compensation Affects Employee Performance
3) Leadership Style Influences Employee Performance

Recommendations

In relation to the results of the analysis above, it is hoped that all companies and
organizations can maximize employee performance by increasing various supporting factors
that affect employee performance. In addition, it is also hoped that the company will continue
to improve the quality and quantity given in relation to the company's output in order to
advance the company's development. This paper can also be developed again with more
detailed methods both qualitative and quantitative in nature.
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