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Abstract. The purpose of this study was to determine the effect of compensation, charismatic leadership style, and individual
characteristics on employee performance with job satisfaction as mediation. The research method uses a descriptive
quantitative approach, with the main source of questionnaire data, which is analyzed using Partial Least Square (PLS)
through SmartPLS 3 software. The population used is all non-managerial employees at CV Juke Abadi Sidoarjo, with
a total sampling technigue, so obtained 60 respondents. The results of the study prove that compensation has a effect
on performance. Compensation affects employee. Compensation mediated by job satisfaction is affect performance.
Charismatic leadership style influences performance. Leadership style has an effect on job satisfaction. Charismatic
leadership style also affect employee performance if it is mediated by job satisfaction. Individual characteristics have
a significant effect of 25% on performance, and affect job satisfaction. Individual characteristics mediated by job
satisfaction also affect employee performance.

Keywords - compensation, charismatic leadership, Individual characteristics, job satiffaction, work performance

Abstrak. Tujuan penelitian ini adalah untuk mengetahui pengaruh kompensasi, gaya kepemimpinan karismatik, dan
karakteristik individu terhadap kinerja pegawai dengan kepuasan kerja sebagai mediasi. Metode penelitian
menggunakan pendekatan deskriptif kuantitatif, dengan sumber utama data kuesioner yang dianalisis menggunakan
Partial Least Square (PLS) melalui software SmartPLS 3. Populasi yang digunakan adalah seluruh karyawan non
manajerial pada CV Juke Abadi Sidoarjo, dengan teknik total sampling sehingga diperoleh 60 responden. Hasil
penelitian membuktikan bahwa kompensasi berpengaruh terhadap kinerja. Kompensasi mempengaruhi karyawan.
Kompensasi yang dimediasi oleh kepuasan kerja berpengaruh terhadap kinerja. Gaya kepemimpinan karismatik
berpengaruh terhadap kinerja. Gaya kepemimpinan berpengaruh terhadap kepuasan kerja. Gaya kepemimpinan
karismatik juga berpengaruh terhadap kinerja karvawan jika dimediasi oleh kepuasan kerja. Karakteristik individu
mempunyai pengaruh signifikan sebesar 25% terhadap kinerja, dan mempengaruhi kepuasan kerja. Karakteristik
individu yang dimediasi oleh kepuasan kerja juga mempengaruhi kinerja karyawan.

Kata Kunci — Kompensasi, gaya kepemimpinan karismatik, karakteristik individu, kepuasan kerja, kinerja karyawan
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ILINTRODUCTION

Human assets are a significant and important component for an organization and are the main reason for achieving
business goals or objectives set by the organization. This human element has developed into a special field of science
to study how to organize a special field of science to study how to manage the process of utilizing human resources
effectively and efficiently to achieve certain goals and provide satisfaction for all parties. [1]

Considering that food businesses are a subsystem of the community's food framework, the link between food
businesses and different subsystems is also very vital in supporting food trends. The food business in the
implementation of the local food industry has a great opportunity to contribute dynamically to parts of the local
environment. One of the most interesting food businesses in the surrounding area.[2]

CV Juke Abadi is a Tofu Industry located in Buduran District, Sidoarjo Regency with 60 employees with the
following details.

Table 1. Characteristics of Respondent

Gender Respondent Percentage
Men 48 80 %
Women 12 20 %
60 100 %

Compensation has a positive influence on employee performance, Job Satisfaction, and compensations have a
positive significant influence on work performance, and individual characteristics have insignificant influence on
work performance, which has meaning that job satisfaction and compensation have a positive influence on employee
performance. Compensation has anegative effect on employee performance, characteristics and leadership style have
a positive effect on employee performance. [3][4]

In this research, researchers show that there is a gap between theory and the results of previous research (research
gab). Compensation is an important factor for companies because compensatiffsfcan attract, maintain and retain
workers and encourage workers to be more productive. [5] In general, the aim of compensation management is to
help the company achieve the company's strategic success goals and ensure the creation of internal and external
Jjustice. Having f'em()mpensati(m can encourage employee performance to be optimal. This theory is supported by
research showing that there is an infl uenf compensation on employee performance.[6] However, other researcher
shows that compensation has a negative effect on employee performance.[7]

Leadership style refers to an individual's ability to influence other people, in this case subordinates, so that they
are willil) fulfill the leader's aspirations, even if they do not personally like them.. [5] This theory is supported
research that leadership style has a positive effect on employee performance. [7] Apart from that, other researcher
that a good charismatic leadership e will influence employee performance, making work more productive.[8]
However, another researcher states that leadership style has no effect on performance; This means that whether the
leadership style is good or bad will not cause changes in employee performance. [6]

Individual characteristics are a person's innate characteristics that can be changed by the environment or education,
describing the characteristics inherent in a person in his life, especially in acting and behaving.[9] This theory is
supported which proves that good and positive individual characteristics will improve employee
performance ][ 11] However, another researcher states that individual characteristics have a negative and
insignificant effect on employee performance.[12]

Job satisfaction is the emotional attitude of enjoying and loving your job. This attitude is reflected in your work
ethic, discipline, and job performance.. [9] Job satisfaction can be achieved at work, outside of work, and thr()u
combination of internal and external work. This improves employee performance and increases job satisfaction.. Job
satisfaction is enjoyed at work, outside work, and a combination of inside and outside work. High job satisfaction
can increase employee productivity and employee performance. This theory is in line with research which proves
that positive job satisfaction can affect employee performance levels.[13][14][10] However, this is not in line with
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other research w.hich states that job satisfaction has a positive influence on performance but does not have a
significant effect.[15]

on employee performance.

Based on empirical studies, gaps in previous research results were found. evidence gap emphasizes the gap in
research evidence, as a benchmark for the existence of differences is a general fact that is commonplace. So this
research uses the evidence gap from existing theories.[16]

Based on the supporting theories in the background of this problem, the researcher is interested in taking the title
The Influence of Compensation, Leadership Style, and Individual Characteristics on Employee Performance with
Job Satisfaction as a Mediating Variable at CV Juke Abadi Sid()ill’j().

This research aims to find out the influence of compensation on employee performance. The influence of
Leadership Style on Employee Performance. The influence of individual characteristics on employee performance.
The influence of compensation on job satisfaction. The influence of leadership :ale on job satisfaction. The
influence of personal characteristics on job satisfaction in CV Juke Abadi. The impact of job satisfaction on employee
performance. The influence of rewards on employee performance through job satisfaction variables.The influence of
leadership style on employee performance using job satisfaction variables. The influence of individual characteristics
on employee performance with the variable Job Satisfaction at CV Juke Abadi.
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Figure 1. Conceptual Framework

IIl. METHODOLOGY

In this study using a quantitative approach, namely research whose data analysis is strongly influenced by the
variables analyzed. This type of research uses a descriptive quantitative approach method. The primary data source is
a questionnaire consisting of 21 questions. The questionnaire is then analyzed using the Smart PLS 3 Software. PLS-
SEM

The design used is an explanatory format, because the research explains why symptoms, events or phenomena
occur. Based on the assumption that symptoms, events or phenomena do not stand alone, there must be a cause. The
explanatory format ex plains the relationship, differences and influence of one variable on other variables.[17]

Meanwhile, the data sources used in this research use primary data sources and secondary data

1. Primary data, data obtained and originating fromresearch objects, data obtained directly from research objects

and obtained through questionnaires obtained from CV Juke Abadi employees.

2. Secondary data, data that has a supporting functi()laimcd at strengthening the acquisition of data from

libraries owned by the company relating to employee data. 4

Data collection techniques are the methods used to collect data and other information in research. The data
collection techniques in this research are as follows Questionnaire which based on the approach between estimation
scale and information assortment strategy, information can be obtained from opinion polls. Considering the
relationship between respondents and the responses provided, the proposed survey is direct and closed-ended, planning
to give respondents the ability to adapt l()swer questions. It has five degrees of weight score options, two pieces of
information for the independent factor or variable X and the dependent variable or variable Y. [17]




41 Page

This research was conducted at CV Juke Abadi, Banjar Kemantren Village, Buduran District, Sidoarjo Regency.

The object of research is employees with a contract work system. In accordance with the research objectives, the
sampling technique used was total sampling so that the number of respondents was 60 non-managerial employees of
CV Juke Abadi Sidoarjo..

IV. RESULT AND DISCUSSION

Result
Evaluation of measurement model (external model). It is conducted to assess the validity and reliability of the
model. The external model with reflective indicators was evaluated by convergent and discriminant validity , composite
reliability and Cronbach alpha.

Convergent validity testing using reflective indicators can be identified by the loading coefficient value of each
constituent indicator with an expected value of 0.7.The average variance extracted (AVE) value must be greater than
0.5. However, loading factor values of 0.5 to 0.6 are still considered sufficient for studies in the early stages of
measurement scale development [18] The following is the result of the convergent validity test.)

Figure 2. Structural Model (Inner Model)

Based on the results of data processing, it shows that all outer loading values already have values above 0.70, so
that the data meets convergent validity because all are above 0.70. Next is the data reliability testReliability testing is
conducted to dem()unale the accuracy, consistency, and precision of the instrument in its measurement structure.
Construct reliability can be determined in two ways: Cronbach's alpha reliability and composite reliability. A construct
is considered reliable if the Cronbach's alpha or composite reliability value is greater than 0.7. Following are the
results of the composite reliability test:




Table 2. Reliability Test

Page |5

Variable Respondent Cronbach Composite
Alpha Reability
Compensation 0.927 0928 0.948
Charismatic Leadership Style 0921 0924 0.945
Individual Characteristics 0.815 0.816 0.891
Job Satisfaction 0.948 0949 0.958
Employee Performance 0.858 0.866 0.903

Based on the results of the data in table 2, cronbach's alpha and C()ITIPBIC reliability are good for all
variables/constructs with values above 0.70. Shows that it has fulfilled Reliability so that it can be concluded that all

variables have good reliability.

Evaluation of the Structural Model (Inner Model). Aims to predict R-Square. The R-Square value is used to explain
the effect of certain exogenous latent vablcs on endogenous latent variables whether they have a substantive effect.

Category values 0.75 - 100, 0.50 -0.75 and 0.25 - 0.50 indicate a model (strong, moderate, and weak).

Table 3. R-Square

Dependent Variable R-Square R-Sq
Adjusted
Job Satisfaction (Z) 0.950 0947
Employee Performance (Y) 0.830 0.818

From the data in Table 3 above, R squared value for the job satisfaction variable (Z) is 0.950 (strong model). This
explains that the influence of the percentage of compensation (X1), charismatic leadership style (X2), individual
characteristics (X3) on job satisfaction (Z) is 95.0%, while 5.0% is influenced by other variables outside of those
@ied. Then for the R-Square value obtained from the productivity variable (Y) of 0.830, it indicates a strong model.
The acquisition of this value explains that the influence of the percentage of compensation variables (X1), charismatic
leadership style (X2), individual characteristics (X3) on employee performance (Y) is 83.0%, while 17.0% is
influenced by other variables outside of those studied.

The direct effect (direct effect) and indirect (indirect effect) hypothesis test in This study was conducted using T
statistics and P values. The research hypothesis can be declared accepted/impacted if the TSstatistics value is greater

than 1.96 and the P value is:
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Table 4. Dirrect Effect

Variable T Statistics P Values
(IO/STDEV)
Compensation (X1) -> Employee 1975 0.049
performance (Y)
Charismatic Leadership Style 1.970 0.049
(X2) -> Employee performance (Y)
Individual Characteristics (X3) -> 3.092 0.002
Employee performance (Y)
Job Satisfaction (Z) -> Employee 2299 0011
performance (Y)
Compensation (X1) -> Job 4964 0.000
Satisfaction (Z)
Charismatic Leadership Style (X2) 5867 0.000
-> Job Satisfaction (£)
Individual Characteristics (X3) -> 2037 0.042

Job Satisfaction (Z)

Based on table 4. the results of direct hypothesis testing or the direct effect in this study are:

3]

2)

3)

4)

5)

6)

7

5
The effect of compensation (X1) gl employee performance (Y) produces a T-Statistical value of 1 ,thich
is greater than (T Table 1.96) and P Values of 0.049 which is smaller than the significance level of 0.05.
Compensation (X1) has an effect on employee performance variables (Y). The percentage of influence of
individual characteristic variables (X1) on employee performance variables (Y) is 28.6%, (the fourth
hypothesis is accepted).
Charismatic leadership style (X2) on employee performance (Y) produces a T-statistic value of 1,970 and a P
value of 0.049. Charismatic leadership style (X2) has no effect on employee performance (Y). The effect of
Jjob characteristics (X2) on employee performance (Y) is 15.2%, (the fifth hypothesis is accepted).
Individual characteristics (X3) affect employee performance (Y) resulting in a T-Statistical value of 3,092 and
P Values of 0.002. Individual characteristics (X3) affect employee performance (Y). The effect of individual
characteristics (X3) on employee performance (Y) is 25.1%, (the sixth hypothesis is accepted).
Job satisfaction (Z) affects employee performance (Y) with a T-Statistical value of 2,299 and P Values of
0.011. Job satisfaction (Z) affects performance (Y), with an influence percentage of 22.5% (the seventh
hypothesis is accepted).
The effect of compensation (X1) on job satisfaction (Z) produces a T-Statistical value of 4,946, and P Values
of 0.000. Compensation (X1) has an effect on job satisfaction (Z), with an influence percentage of 39% (the
fourth hypothesis is accepted).
The effect of charismatic leadership style (X2) on job satisfaction (Z) produces a T-Statistical value of 5867,
and P Values of 0.000. Charismatic leadership style (X2) influences job satisfaction variable (Z), with an
influence percentage of 11.0% (the ﬁa hypothesis is accepted).
Individual characteristics (X3) affect job satisfaction (Z) with a T-Statistical value of 2.037, and P Values of
0.042. Individual characteristics (X3) have no effect on job satisfaction variable (Z). The percentage of
influence of individual characteristics (X3) on job satisfaction (Z) is 22.4% (the sixth hypothesis is accepted).

Next are the results of indirect hypothesis testing, from the Specific Indirect Effect in this study through the
measurement of the inner model as follows:
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Table 5. Indirrect Effect

Variable T Statistics P Values
(IO/STDEVI)
Compensation (X1) -> Job 4.964 0.000
Satisfaction (Z)-> Employee
performance

Charismatic Leadership Style
(X2) -=> Job Satisfaction (£) )-> 5.867 0.000
Employee performance

Individual Characteristics (X3) ->

Job Satisfaction (Z) )-> Employee 2,037 0.042
performance
Based on table 5, it can be seen the results of hypothesis testing indirectly or in this study:

8) The effect of compensation (X1) on employee performance (Y) mediated by job satisfaction (Z) produces a
T-Statistical value of 2.962, and P Values of 0.009. Compensation (X1) has no effect on performance (Y)
even though it is mediated by job satisfaction (Z), with an influence percentage of 20.1% (the eighth
hypothesis is accepted).

1)) Cheu‘ismelticdership style (X2) influences performance (Y) which is mediated by job satisfaction (Z)
resulting in a T-Statistical value of 1.968, and P Values of 0.049. Charismatic leadership style (X2) has no
effect on employee performance (Y) even though it is mediated by job satisfaction (Z), with an influence
percentage of 7.5% (the ninth l'a()lhesis is accepted).

10) Individual characteristics (X3) have an effect on performance (Y) mediated by job satisfaction (Z) resulting
i a T-Statistical value of 2,962, P Values 0,004 Individual characteristics (X3) have no effect on performance
(Y) mediated by job satisfaction (Z ), with a percentage of influence of 18.8% (the tenth hypothesis is
accepted).

Discussion

First Finding: Compensation is proven to improve employee performance. Wages received by employees as
remuneration for their work can increase work results, both in quantity and quality. This is in line with the theoretical
implications research [19][20][21] The biggest contribution to the direct compensation indicator. and supported by
respondents' answers, most of whom agree that health benefits are the most influential compensation for employee
performance.

Second Finding: Charismatic leadership style affects employee performance. Leaders who have g(xxﬂ'ﬁu‘ismel
will be imitated by their subordinates, can direct employees to improve work results. Empirical studies that are in line
with the results of this study. [22][8] Environmental sensitivity indicators contribute the most in influencing
performance.

Third Finding: Individual characteristics affect employee performance, this proves that employees who have good
traits and attitudes can improve the quality and quantity of employee performance. Empirical studies that are in line
with this research, [23][11][10] The employee attitude indicator has the greatest influence on employee performance.

Fourth Finding: Job satisfaction affects employee performance, this proves the positive attitude of employees
towards work, the conditions received and expectations that should be received can improve employee work results,
both in quantity and quality. Empirical studies that are in line with this research, [13][21]. Indicators of employees
who enjoy their work contribute the most in influencing performance.

Fifth Finding: Compensation affects job satisfaction, this proves that compensation received by employees as
compensation for work affect employee attitudes about what is received and what expectations should be received.
Empirical studies that are in line with this research, [24] [25]), but not compatible with another researcher [26]. The
biggest contribution to the direct compensation indicator is health benefits.

Sixth Finding: Charismatic leadership style affects performance. This proves that a leader who is charismatic and
imitated by his subordinates can influence employee attitudes about what is accepted and what expectations should be
received. Empirical studies that are in line with this research, [8]. Environmental sensitivity indicators contribute the
most in influencing performance.
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Seventh Finding: Individual characteristics affect job satisfaction, this proves that individual characteristics have

a significant influence on employee job satisfaction in a positive direction . This proves that employees who have good
traits and attitudes ceuﬂﬂuence employee attitudes about what is accepted and what expectations should be received.
Empirical studies that are in line with the results of this study, among others [27][7]. The employee attitude indicators
have the highest influence in influencing employee performance

Eighth Finding: Job satisfaction-mediated compensation affects performance. This proves that the wages received
by employees as compensation for their work increases a positive attitude towards their work so that they can increase
the work output of CV Juke Abadi employees both in quantity and quality. Empirical studies that are in line with these
results include compensation indicators, direct and indirect compensation can improve performance . [28][29]

Ninth Finding: Charismatic leadership style mediated by job satisfaction affects employee performance. This
proves the ability of leaders who have good charisma and are imitated by their subordinates will have an pﬂct on
attitudes and employees towards work indirectly increasing employee work results. Empirical studies that are in line
with the results of this study, [22], and not compatible with another researcher [30] Indicators of environmental
sensitivity and employees who enjoy their work contribute the most in influencing performance.

Tenth finding: Individual characteristics are mediated by job satisfaction influencing employee performance. This
proves that employees who have a()d character and attitude can improve the attitude pattern that will be applied to
their work. Empirical studies that are in line with the results of this study. [31]

V. CONCLUSIO

In this study, compensation directly and indirectly inﬂuenempl()yee performance in a positive direction,
charismatic leadership style directly and indirectly iuﬂucucmpl()ycc performance in a positive direction, and
individual has shown that traits directly or indirectly influence employee performance in a positive direction. Positive,
job satisfaction has a positive impact on employee performance.

VI. RECOMMEDATIONS

Based on the results of research and evaluation, the suggestions that can be given by the author are as follows:

1. Resume Management Juke Abadi Sidoarjo should pay attention to compensation, charismatic leadership
style, personal characteristics, and job satisfaction. Research shows that compensation, charismatic leadership style,
personal characteristics, and job satisfaction have a significant impact on employee performance.

2. Resume Management Juke Abadi should prioritize job satisfaction to increase productivity This is because
job satisfaction supports rewards, charismatic leadership style, and personal characteristics that improve employee
performance.

3. We recommend that future research use a different sample or industry type than this study so that it can be
used as a comparison and build on this study.

APPRECIATION AND THANKS

On this occasion the researcher would like to express his deepest gratitude to:

1. Drs. Hidayatullah, M Si. as Chancellor of the Muhammadiyah University of Sidoarjo

2. Poppy Febriana S.Sos, M.Med.Kom as Dean of the Faculty of Business, Law and Social Sciences,
Muhammadiyah University of Sidoarjo

3. Dr. Vera Firdaus, S.Psi., M.M. as Head of the Management Study Program at Muhammadiyah University of
Sidoarjo

4. Rita Ambarwati Sukmono, SE. M. MT. Dr as lecturer in Management B1 2017 at Muhammadiyah University
of Sidoarjo.

5. Dewi Komala Sari S.E., M.M. as Examining Lecturer.

Mr. Udiwan as Head of CV JUKE ABADI

7. My beloved parents and family who always provide motivation and prayer support

&




| Page
REFERENCE

1 M. Z. Badar and D. K. Sari, “Effect of Job Satis faction, Teamwork and Compensation on the Performance of
Employees of PT. Wastra Karya Prima in Pandaan,” Indones. J. Law Econ. Rev., vol. 4, Aug. 2019, doi:
10.21070/ijler.2019.V4.377.

[2] P. Hariyadi, Merovolusi Revolusi Hijau. Bogor: IPB Press, 2021.

[3] P. S. Katidjan, S. Pawirosumarto, and A. Isnaryadi, “Pengaruh Kompensasi, Pengembangan Karir dan
Komunikasi Terhadap Kinerja Karyawan,” J. Ilm. Manaj., vol. 7, no. 3, pp. 429446, 2018.

4] S. Riyadi, “the Influence of Job Satisfaction, Work Environment, Individual Characteristics and

Compensation Toward Job Stress and Employee Performance,” Int. Rev. Manag. Mark., vol. 9, no. 3, pp. 93—
99, 2019, doi: 10.32479/irmm .6920.

[5] M. D. . Kurniawan, “Pengaruh Gaya Kepemimpinan Terhadap Kinerja Karyawan Percetakan Dimas Kota
Palembang,” J. llm. Manaj. Bisnis Dan Terap.,no. 1, pp. 3348, 2018.

[6] A. Nawawi and R. Nugroho, “Pengaruh Karakteristik Individu,Lingkungan Kerja, dan Iklim Organisasi
Terhadap Kinerja Karyawan PT Ndewa Abadi Jaya Gresik,” Fak. Ekon. Bisnis, Univ. 17 Agustus 1945
Surabaya, 2019.

71 S. Juriah and W. P. Sari, “Jurnal Analis Kesehatan Klinikal Sains,” Klin. Sains, vol. 6, no. 1, pp. 24-29,

2018, [Online]. Available: http://jurnal.univrab.ac id/index .php/klinikal/article/view/525/361

8] Akbar, “Pengaruh Gaya Kepemimpinan Karismatik dan Motivasi terhadap Kinerja ASN melalui Kepuasan
Kerja ASN Sekretariat Daerah Kabupaten Pinrang,” JBK (Jurnal Bisnis Kewirausahaan),vol. 1,no. 1, pp. 1—-
11, 2019.

[9] M. S. P. Hasibuan, Manajemen Sumber Daya Manusia. Jakarta: PT Bumi Aksara, 2018,

[10] N. A. A. Wandini, I. N. Sudja, and Y. Verawati, “Pengaruh Kemampuan Kerja, Karakteristik Individu, Dan
Lingkungan Kerja Terhadap Kinerja Karyawan Pada Pt. Remiten Indonesia Kuta Badung,” J. Emas, vol. 3,
no. 9, pp. 51-70,2022.

[11]  S. Simatupang, N. Butarbutar, and V. Candra, “Disiplin Kerja, Karakteristik Individu dan Pengaruhnya
Terhadap Kinerja Pegawai,” J. Manajeman (Edisi Elektron., vol. 12, no. 2, pp. 278-294, 2021, doi:
10.32832/jm-uika.

[12] M. Siagian, “Peranan Disiplin Kerja Dan Kompensasi Dalam Mendeterminasi Kinerja Karyawan Dengan
Motivasi Kerja Sebagai Variabel Intervening Pada Pt Cahaya Pulau Pura Di Kota Batam,” JIM UPB (Jurnal
Ilm. Manaj. Univ. Puter. Batam), vol. 6, no. 2, pp. 22-48, 2018, doi: 10.33884/jimupb.v6i2.675.

[13] V. Ardiansah and D. Andriani, “Pengaruh Kepuasan Kerja, Kemampuan, Dan Lingkungan Kerja Terhadap
Kinerja Karyawan Pada Koperasi Serba Usaha Tunas Setia Baru Pasuruan,” Jimak (Jurnal llm. Manaj. dan
Kewirausahaan), vol. 1,no. 3,2022.

[14]  A. C. Panggiki, B. Lumanauw, and G. G. Lumintang, “Pengaruh Kompensasi, Kerjasama Tim Dan Kepuasan
Kerja Terhadap Kinerja Karyawan Pada Ajb Bumiputera 1912 Cabang Sam Ratulangi,” J. EMBA J. Ris. Ekon.
Manajemen, Bisnis dan Akunt., vol. 5, no. 3, pp. 3018-3027, 2018.

[15]  Z. Azhari, E. Resmawan, and M. Ikhsan, “Pengaruh kepuasan kerja terhadap kinerja karyawan The effect of
job satisfaction on employee performance,” FORUM Ekon. J. Ekon. Manaj. dan Akuni., vol. 23, no. 2, pp.
187-193,2021.

[16] E. Siregar, Riset dan Seminar Sumber Daya Manusia, 1st ed. Bandung: Widina Media Utama, 2022.

[17]  Sugiyono, Metode Penelitian Pendidikan (Pendekatan Kuantitatif, Kualitatif, dan R&D . Bandung: Alfabeta,
2019.

[18] L. Ghozali, Aplikasi Analisis Multivariete Dengan Program Ibm Spss 23. Semarang: Badan Penerbit
Universitas Diponegoro, 2018.

[19]  A. Sari, F. Zamzam, and H. Syamsudin, “Pengaruh Kepemimpinan , Kompensasi , dan Motivasi terhadap
Kinerja Karyawan,” J. Nas. Manaj. Pemasar. SDM, vol. 1, no. 2, pp. 1-18, 2020.

[20]  A. Fauzan, “Pengaruh Kompensasi Terhadap Kinerja Karyawan Yang Dimediasi Oleh Kepuasan Kerja Dan

Copyright @ Universi

Motivasi Karyawan Di Perusahaan Manufaktur,” J. llm. MEA (Manajemen, Ekon. Akuntansi), vol. 6, no. 2,
pp. 1860-1880, 2022, doi: https://doi.org/10.31955/mea.v6i2.2292.

s Muhammadiyah Sidoarjo. This is an open-access article distributed under the terms of the Creative Commeons Attribution License (CC BY ).
The use. distribution or reproduction in other forums is permitted, provided the original author(s) and the copyright owner(s) are credited and that the original
publication in this journal is cited, in accordance with accepted academic practice. No use. distribution or reproduction is permitted which does not comply

with these terms.




10
[21]

[22]
[23]

[24]

[25]

[26]

[271

[28]

[29]

[301

[31]

Sutrisno, Herdiyanti, M. Asir, M. Yusuf, and R. Ardianto, “Performance In The Company: A Review

Literature Dampak Kompensasi , Motivasi Dan Kepuasan Kerja Terhadap Kinerja Karyawan Di Perusahaan :

Review Literature,” Manag . Stud. Entrep. J., vol. 3, no. 6, pp. 34763482, 2022.

U. Safitri, “Gaya Kepemimpinan Karismatik Dalam Meningkatkan Kinerja Pegawai,” Repos. UNISMA,2022.

H. W. Nasrul, M. Buulolo, and S. L. Ratnasari, “Effect Of Individual Characteristics, Work Environment,

Organizational Climate, Motivation And Compensation,” DIMENSI, vol. 10, no. 2, pp. 317-330,2021.
Page |

U. Y. Suyanto, I. Purwanti, M. Dzikri Abadi, A. Hirmantono, and M. Sayyid, “Pengaruh Kompensasi dan
Kepemimpinan Transformasional Terhadap Kepuasan Kerja dimediasi oleh Motivasi Kerja,” JBMP (Jurnal
Bisnis, Manaj. dan Perbankan), vol. 6, no. 1, pp. 17-24, 2020, doi: 10.21070/jbmp .v6i1.440.
A. Fauzan, “Pengaruh Kompensasi Terhadap Kinerja Karyawan Yang Dimediasi Oleh Kepuasan Kerja Dan
Motivasi Karyawan Di Perusahaan Manufaktur,” J. [lm. MEA (Manajemen, Ekon. dan Akutansi), vol. 6, no.
2, pp. 18601880, 2022.
A. A. Saputra, “Pengaruh Kompensasi, Lingkungan Kerja dan Beban Kerja Terhadap Kepuasan Kerja
Karyawan,” Technomedia J., vol. 7,no. 1, pp. 68-77, 2021, doi: 10.33050/tmj.v711.1755.
P. Jelita, “Pengaruh Karakteristik Pekerjaan dan Karakteristik Individu pada Kepuasan Kerja Pegawai,” Econ.
Bosowa J. Ed. Xxxix April §/D Juni 2021, vol. 7, no. 001, pp. 156-169, 2021, [Online]. Available:
https://www economicsbosowa.unibos.id/index php/eb/article/view/435
Garaika, “Pengaruh Kompensasi, Motivasi Kerja dan Kepuasan Kerja Sebagai Variabel Intervening Terhadap
Kinerja,” J. Ilm. Manaj. dan Bisnis, vol. 21, no. 1, pp. 2841, 2020, doi:
10.30596/jimb.v2111 4181.
Sukidi and F. Wajdi, “Pengaruh Motivasi, Kompensasi, Dan Kepuasan Kerja Terhadap Kinerja Pegawai
Dengan Kepuasan Kerja Sebagai Variabel Intervening,” J. Manaj. Dayasaing,vol. 18, no. 2, pp. 79-91,2017,
doi: 10.23917/dayasaing.v18i2 4505.
H. Budiadi, “Analisa Dampak Kepemimpinan Karismatik Terhadap Kinerja Karyawan Di Pemerintah Daerah
Kabupaten Sukoharjo,” J. llm. Sinus, vol. 14, no. 1, pp. 67-79, 2018, [Online]. Available:
https://www .p3m.sinus.ac.id/jurnal/index.php/e-jurnal _SINUS/article/view/237
F. Amalia, G. B. S. Parwita, and N. N. Suryani, “Pengaruh Karakteristik Individu dan Karakteristik
Pekerjaan terhadap Kepuasan Kerja serta Kinerja Pegawai Negeri Sipil,” Forum Manaj., vol. 17, no. 1, pp. 7-
13, 2019, [Online]. Available: http://journal feb.unmul.ac id/index.php/JIMM/article/view/2857

Conflict of Interest Statement:

The author declares that the research was conducted in the absence of any commercial or financial relationships

that could be construed as a potential conflict of interest.

| Page

1. MEthOTOLOZY - veee ettt ettt et e e s ae e e e 2aeeae ses 22 e emnmem s emmes e ees e 2mmem e ernnesmns s en
1. Result and DiSCUSSION ....ioi ittt ce e et e e ses e eaeemeeme s emeesaees e eae e aeemeeemne s een
V. RECOMMEAATIONS ..ot evetie ettt et st ettt s e eae et sae s sa s s et en e et et 2msen e 2ot enaen e eie e e en s
Appreciation and TRANKS ..o e et s e ea e et s es et eas s e st e e

S5 (= () 11

Copyright @ Universi
The use. distribution or reproduction in other forums is permitted, provided the original author(s) and the copyright owner(s ) are credited and that the original

TABLE OF CONTENTS

o oo 00 oo B Wb

s Muhammadiyah Sidoarjo. This is an open-access article distributed under the terms of the Creative Commeons Attribution License (CC BY ).

publication in this journal is cited, in accordance with accepted academic practice. No use. distribution or reproduction is permitted which does not comply
with these terms.




Copyright

Universitas Muhammadiyah Sidoarjo. This is an open-access article distributed under the terms of the Creative Commons Attribution License (CC BY).
The use. distribution or reproduction in other forums is permitted, provided the original author(s) and the copyright owner(s) are credited and that the original
publication in this journal is cited, in accordance with accepted academic practice. No use. distribution or reproduction is permitted which does not comply

with these terms.

i




Page |

TABLE OF FIGURE
Figure 1. Conceptual FrameWOrK ... ..ot et ee e cmse e se s ees e e eae e eneeees 3
Figure 2. Structural Model (Inner Model) ... e

L1ST OF TABLE

Table 1. Characteristics 0f ReSpondent......... ..o e
Table 2. Reliability TEST ... e e e e e e e e
Table 3. R-SQUANE ...t e e e e e e e e
Table 4. DirreCt EFECL ..o et et e et s e et e
Table 5. INAIrrect EffECL ... e e e e e e e e

~] O W Ln 2

Copyright @ Uni

itas Muhammadiyah Sidoarjo. This is an open-access article distributed under the terms of the Creative Commons Attribution License (CC BY).
The use, distribution or reproduction in other forums is permitted , provided t iginal author(s) and the copyright owner(s) are eredited and that the original

publication in this journal is cited, in accordance with accepted academic practice. No use. distribution or reproduction is permitted which does not comply
with these terms.




Eko Pristiwanto_ 17201020005 _Artikel Ilmiah.docx

ORIGINALITY REPORT

18, 19 174

SIMILARITY INDEX INTERNET SOURCES PUBLICATIONS

Qo6

STUDENT PAPERS

PRIMARY SOURCES

.

www.bircu-journal.com

Internet Source

3%

=)

WWW.coursehero.com

Internet Source

2%

e

www.researchgate.net

Internet Source

(K

-~

economics.academicjournal.io

Internet Source

(K

e

publish.ojs-indonesia.com

Internet Source

(K

Submitted to Universitas Sultan Ageng

Tirtayasa
Student Paper

(K

B B

www.abacademies.org

Internet Source

(K

doaj.org

Internet Source

(K

www.atlantis-press.com

Internet Source

(K




—
o

journal.unimma.ac.id

Internet Source

T

—
—

jurnal.ut.ac.id

Internet Source

(K

—_
N

ejournal.seaninstitute.or.id

Internet Source

(K

—_
w

www.scribd.com

Internet Source

(K

—_
AN

Submitted to Syntax Corporation

Student Paper

(K

—_
U1

wacana.ub.ac.id

Internet Source

(K

—
(@)

www.1.m.growingscience.com

Internet Source

(K

—_
~N

Denny Erwanto Suciono, Tri Andjarwati,
Sumiati. "The Influence of Transformational
Leadership, Job Characteristics, Job
Involvement, on Employee Performance
through Work Engagement at PT. Virama
Karya (Persero) East Java Branch",
International Journal of Economics, Business
and Management Research, 2022

Publication

(K

Muhammad Yani. "Effect Of Compensation,
Environment and Leadership Style On
Employee Spirit and Performance Through

(K



Motivation", JBMP (Jurnal Bisnis, Manajemen
dan Perbankan), 2021

Publication
www.grrjournal.com 1
Internet Source %

Exclude quotes On Exclude matches <1%

Exclude bibliography On



