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Abstract. This study aims to analyze the effect of Compensation, Work Environment,
and Transformational Leadership Style partially and simultaneously on Employee
Performance in PD BPR BKK Purwokerto. The population of this research is 264
employees in PD BPR BKK Purwokerto. The sampling method used was purposive
sampling, with a total of 134 samples with several criteria that have been required.
Data collection using a questionnaire. Regression analysis results show Compensation,
partially significant positive effect on Employee Performance, Work Environment
partially significant positive effect on Employee Performance, Transformational
Leadership Style partially significant positive effect on Employee Performance,
simultaneously Compensation, Work Environment, and Transformational Leadership
Style significantly on Employee Performance.
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1. Introduction

In this modern era, many companies are competing to become companies that excel in
competition. Technological advances and intense competition in the era of globalization make
the company will always adapt to changes that occur in the business environment. To respond
to this, companies make their human resources their primary focus. It is because HR is the
"heart" of a company.

Not only has a good strategy, but qualified human resources can support the company's
goals. Qualified HR or employees will be able to put the company on a competitive track or
even be a leader in the competition. The quality of human resources within the company must
continue to be developed by companies that are adjusted to current developments. Employees
can carry out work in a professional, responsible, and have the right attitude to help the
company meet the increasingly complex needs of consumers.

Currently, there are various types of companies that compete to be superior compared to
other companies, one of which is a regional company. According to RI Law Number 17 of
2003 concerning State Finances, regional companies are Regionally Owned Enterprises
(BUMD), which are wholly or partly owned by the regional government. In Banyumas
Regency, there are several regional companies, one of which is the Rural Credit Bank or BPR.

BPR is a financial institution that accepts deposits only in the form of time deposits,
savings, and other forms of equalization and channeling funds as a business [22]. Since its

ICBAE 2020, August 05-06, Purwokerto, Indonesia

Copyright © 2020 EAI

DOI 10.4108/eai.5-8-2020.2301204



inception, BPR has been focused on serving people in remote areas that have not been reached
maximally by commercial bank services.

2. Literature Review

2.1 Employee Performance

Performance is a result of the achievements obtained by employee in the company,
because they have carried out its duties and responsibilities with predetermined criteria so that
the goals of the company could be achieved. Employee performance is vital, because through
assesing the performance of the employee, the company will know how far the employees'
ability to carry out the tasks assigned to them; however, managers do not want to achieve half-
performance.

Performance according to [16] was the work that can be achieved by a person or group of
people in the organization, under their respective authorities and responsibilities, in the
context of efforts to achieve the objectives of the relevant organization legally, not breaking
the law and by morals and ethics. Another understanding, According to [13], Performance is
the work of the quality and quantity achieved by an employee in carrying out their duties per
the responsibilities given to him.

Meanwhile, according to [4] performance is the result or level of the overall success of a
person during a specified period in carrying out the task compared with various possibilities,
such as work standards, targets or targets, or Performance that has been determined in advance
and has been agreed together. According to [3], several factors that affect Performance were:
Ability and Expertise
Knowledge
Work Plan
Personality
Work Motivation
Leadership Style
Organizational Culture
Job Satisfaction
Work Environment
Loyalty
Commitment
Work Discipline
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2.2 Compensation

Compensation is something that the company gives to its employees, both financial and
non-financial, directly or indirectly as a form of remuneration for its contribution to the
company or organization. Compensation needs to be distinguished from salary and wages
because the concept of compensation is not the same as the concept of salary or wages. Salary
and Wages is a concrete form of compensation.

According to [3] in general, the purpose of granting compensation by the company were:

a. Give Employee Rights
b. Give a Sense Of Justice
¢. Get Qualified Employees



Retain Employees

Respect Employees

Cost Control

Meet Government Regulations

Avoid Conflict

According to [3], Compensation is a remuneration provided by the company to employees,
both financial and non-financial. According to [26], Compensation is a direct or indirect, fair
financial or non-financial award to employees for their contribution to achieving
organizational goals. Meanwhile, according to [23], compensation is all income in the form of
money, direct or indirect goods received by employees in return for being given to the
company. According to [3], many benefits can be obtained with compensation:

Employee Loyalty Increases

Commitment to The Company Increases

Work Motivation Increases

Increased Morale

Employee Performance Has Improved

Work Conflicts Can Be Reduced

Give a Sense of Security

Give a Sense of Pride

The Process of The Company's Activities Runs Smoothly
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2.3  Work Environment

The work environment is anything that exists around the workers that can influence or
create morale in order to achieve the expected performance. According to [28] Environment
includes institutions or coercion from outside the organization that potentially affect
organizational Performance. According to [21], the work environment exists around the
workers and affects them in carrying out the assigned tasks.

Another understanding, according to [5], 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. According to [28] states that several
factors could influence the organizational environment, such as:

a. Capacity

Capacity refers to circumstances in which the environment can support growth. A vibrant

and growing environment will produce excess resources that can sustain an organization

when relative scarcity occurs.
b. Volatility

Describe the degree of instability in the environment. A dynamic environment with a

degree of change that is very unpredictable will make it difficult for management to make

accurate predictions.
c. Complexity

Complexity is the degree of heterogeneity and concentration among environmental

elements.

2.4 Transformational Leadership Style

Transformational leadership is a leader who could influence subordinates and provide
inspiration and motivation to followers so that followers can work more than expected.
Leadership is a reciprocal relationship between subordinates and superiors.



According to [27], Transformational Leadership is a leader who stimulates and inspires
(transforms) subordinates to achieve extraordinary results. Another understanding, according
to [28], Transformational leadership style is a leader who inspires his followers to put aside
their interests and have the ability to influence extraordinary. Meanwhile, according to [11],
the Transformational leadership style is the behavior of leaders in influencing subordinates to
want to work productively to achieve organizational goals.

According to [2], there are several dimensional factors of transformational leadership
styles, such as:

a. Charisma (later changed to an ideal influence or idealized influence)
b. Inspiration (inspirational motivation)

c. Intellectual Development (intellectual stimulation)

d. Personal Attention (individualized consideration)

2.5 Formulation of the problem

Based on the description from the background above, the main issues in this study are:

Does Compensation have a positive and significant effect on Work Performance?

Does Work Environment have a positive and significant effect on Work Performance?

c. Does Transformational Leadership Style have a positive and significant effect on on Work
Performance?
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2.6 Research Model Development

Based on the description above can be described the following framework:

4 N
X1: Compensation
L ) H1
e N
X2: Work
Environment = Y:Work Performance
H2
o J
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X3: Transformational
Leadership Style H3
. J

Fig.1. Framework

Hypothesis:

H1: Compensation have a positive and significant effect on Work Performance.

H2: Work Environment have a positive and significant effect on Work Performance.

H3: Transformational Leadership Style have a positive and significant effect on on Work
Performance.



3. Method

The method used in this research is quantitative—data obtained by distributing Likert scale
questionnaires. The questionnaire was distributed directly to employees who included samples
in each office in the entire Banyumas district to ensure that respondents were given enough
time to answer questions and get a high response rate. All data collected was entered into a
computer for further analysis using SPSS 24.

The population in this study was all PD. BPR BKK Purwokerto employees in Banyumas
Regency. This research sample is permanent employees who have worked for at least one
year, selected using purposive sampling techniques. We obtained a sample of 134 people.

4. Results And Discussion

Based on the results of the analysis of the data presented in the questionnaire, the
following are the results obtained:

4.1 Validity Test

Based on the item validity test, which was conducted to test whether each question
contained in the questionnaire could represent the indicators examined in each statement, the
results were found that each factor had a positive correlation and the r-count value>0.1427.
Then it can be ascertained that the research instruments used have good compilation validity.

4.2  Reliability Test

The reliability test that was carried out showed that every statement that exists produced a
Cronbach Alpha value> 0.60. It indicates that the research instrument used to measure every
variable that exists can be reliable or reliable.

4.3 Classic Assumption Test

4.3.1 Normality Test

Normality test conducted shows that the probability / significance value (p-sig) indicates
that P > 0.05. It shows that the regression model, the dependent and independent variables are
normally distributed.

4.3.2 Multicollinearity Test

The multicollinearity test that has been done shows that the correlation value between
independent variables (VIF) is 1.83. There are no multicollinearity symptoms. Because if the
VIF value> 10, it means that there are multicollinearity symptoms in the data.

4.3.3 Heteroscedasticity Test

Heteroscedasticity test results that have been done show that the probability value (sig) for
variable X1 = 0.372 while for variable X2 = 0.287 and for variable X3 = 0.184. It shows that
there are no symptoms of heteroscedasticity.



4.4 Multiple Linear Regression Analysis
Table 1. Multiple Linear Test Results Model

Model Unstandardized Coefficients
B Std. Error
1 (Constant) 788 288
Compensation (X1) 319 .075
Work Environment (X2) .184 .083
Transformational Leadership Style (X3) .343 .062

Based on the regression analysis results, the equation of the multiple linear regression
model is obtained as follows:
Y = a+p1X1+P2X2+B3X3+e
=0,788+0,319X1 + 0,184X2 + 0,343X3 + ¢

Based on the results of the regression equation above, it can be concluded that:

2. The intercept constant is 0.788.

3. The Compensation Variable (X1) has a positive regression coefficient. It can be interpreted
if there is an increase in the X1 variable, then the Y variable will also increase by 0.319 if
the other independent variables remain.

4. The Work Environment Variable (X2) has a positive regression coefficient. Can be
interpreted if there is an increase in variable X1, then the variable Y will also increase by
0.184 if the other independent variables remain.

5. The Transformational Leadership Style Variable (X2) has a positive regression coefficient.
It can be interpreted if there is an increase in the variable X1, then the variable Y will also
increase by 0.343 if the other independent variables remain.

—_—

4.5 Coefficient of Determination

The data analysis technique used in this study is multiple regression analysis with
moderation using the absolute difference method. This test is done by regressing the absolute
difference in the standardized independent variable with the variable hypothesized as a
standardized moderating variable.

Table 2. Model Summary
Model R R Adjuste Std. Error of
Squa dR the Estimate
re Square
1 .764* 583 574 4377
a. Predictors: (Constant), Transformational Leadership
Styles, Work Environment, Compensation

The magnitude of the coefficient of determination (Adjusted R Square) shows 0.574. It
shows that simultaneously the independent variable Compensation (X1), Work Environment
(X2), and Transformational Leadership Style (X3) affect the dependent variable Employee
Performance (Y) by 57.4%. Thus, the remaining 42.6% is influenced by other variables
outside this study.



4.6 The T-test (Partial Test)
Tab. 3. T-Test Results (Partial Test)

Standardized
Coefficients T Sig.
Beta
2.737 .007
311 4.226 .000
.148 2.223 .028
436 5.514 .000

Dependent Variable: Employee Performance

T-test results show that the significance level of t for the variable X1 is 0,000, which is
smaller than the significance level of 0.05 and has a standardized beta value of 0.311. It shows
that the Compensation variable (X1) has a positive and significant effect on Employee
Performance (Y).

T-test results indicate that the value of the significance level of t for the X2 variable is
0.028, which is smaller than the significance level of 0.05 and has a standardized beta value of
0.148. It shows that the Work Environment variable (X2) has a positive and significant effect
on Employee Performance (Y).

T-test results indicate that the value of the significance level of t for the X3 variable is
0,000, which is smaller than the significance level of 0.05 and has a standardized beta value of
0.436. It shows that the Transformational Leadership Style (X3) variable has a positive and
significant influence on Employee Performance (Y).

The validity test conducted showed that all variables, both dependent and independent, had
a positive correlation and r-count value> 0.1427. The reliability test in this study was declared
reliable because it showed a Cronbach Alpha X1 variable value of 0.781; X2 variable of
0.632; variable X3 was 0.908, and variable Y was 0.813.

The Compensation Variable (X1) has a positive regression coefficient. It can be interpreted
if there is an increase in the X1 variable. The Y variable will also increase by the value of the
regression coefficient, which is equal to 0.319, assuming the other independent variables are
fixed. Meanwhile, the Work Environment Variable (X2) has a positive regression coefficient.
It can be interpreted if there is an increase in the X2 variable. The Y variable will also increase
by the value of the regression coefficient, which equals 0.184, assuming the other independent
variables are fixed.

Moreover, the Transformational leadership style variable (X3) has a positive regression
coefficient. It can be interpreted if there is an increase in the X3 variable. The Y variable will
also increase by the value of the regression coefficient, which is equal to 0.343, assuming the
other independent variables are fixed.

The coefficient of determination (Adjusted R Square) shows 0.574. It shows the good
enough effect between independent variables X1, X2, and X3 on the dependent variable Y. F
test results show that the variables X1, X2, and X3 have a significant positive effect on the Y
variable.

T-test results indicate that the value of the level of significance t for the variable X1 is
equal to 0,000. The value of the significance level of t for variable X2 is 0.028. Furthermore,
the value of the significance level of t for the X3 variable is 0,000. It further supports other
tests that have been carried out: the Compensation variable (X1), Work Environment (X2),



and the Transformational Leadership Style have a positive and significant value on the
Employee Performance variable.

5. Conclusion

Based on the results of data analysis and discussion of research results and the results of

data testing that have been carried out, it can be drawn as follows:

1.

Compensation (X1), Work Environment (X2), and Transformational Leadership Style
(X3) simultaneously have a significant effect on Employee Performance (Y) in PD. BPR
BKK Purwokerto.

Compensation (X1) has a positive and partially significant effect on Employee
Performance (Y) in PD. BPR BKK Purwokerto.

. Work Environment (X2) has a positive and partially significant effect on Employee

Performance (Y) in PD BPR BKK Purwokerto.

Transformational Leadership Style (X3) has a positive and partially significant effect on
Employee Performance (Y) in PD. BPR BKK Purwokerto.

Based on the results of the study and the conclusions available, the recommended

recommendations are as follows:

1.

For PD BPR BKK Purwokerto

a.  Compensation
To give compensation both financial and non-financial, directly under the limits of
PD. BPR BKK Purwokerto to pay employees to improve employee performance.

b.  Work environment
They created a safe and comfortable work environment, especially at room
temperature in PD. BPR BKK Purwokerto, so employees are eager to work.

c.  Transformational Leadership Style
Leader PD. BPR BKK Purwokerto must always be supervised the Performance of
each employee and help develop the personal strengths of its employees so that it
works well.

d. Employee performance
With increasing side compensation, work environment, and transformational
leadership style, over time, it will improve employee performance PD BPR BKK
Purwokerto.

2. For Researchers

Future studies should broaden the research sample and add new research variables such as
price, service quality, and consumer motivation so that the results obtained are expected to
be generalizable.
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