
 

 

The Influence of Leadership, Compensation and Work 

Environment on Employee Performance (Study of 

BPJSTK Papua) 

Abd. Karman1, Isra2, M. Anang Firdaus3  Isra

1 Faculty of Economics and Business, Hasanuddin University, Indonesia 

  2,3 Faculty of Economics and Islamic Business, IAIN Fattahul Muluk, Jayapura, Indonesia
abdul.karman@iainfmpapua.ac.id 

Abstract. Changes in leadership at BPJSTK Papua have occurred rapidly, 

affecting 17 districts/cities with a limited workforce of 22 employees. The ability 

to maintain optimal employee performance in such conditions raises concerns. 

This research aims to explore the extent to which leadership, compensation, and 

work environment impact employee performance at BPJSTK Papua. A 

quantitative approach was employed using a questionnaire-based Likert scale 

survey, with a saturated sampling technique covering the entire population. Data 

collection was conducted via an online form, and analysis was carried out using 

multiple linear regression in SPSS. The findings reveal that leadership has a 

positive but statistically insignificant effect on employee performance (t = 2.049, 

p = 0.055). Compensation does not significantly influence performance (t = -

1.131, p = 0.273). Meanwhile, the work environment significantly enhances 

employee performance (t = 2.866, p = 0.01). When analyzed together, leadership, 

compensation, and work environment jointly have a significant impact on 

performance (F = 5.089, p = 0.010). 
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1. Introduction

 Enhancing  employee  performance  is  a  key  objective  for  organizations  seeking  a
competitive advantage. Several factors contribute to performance outcomes, including
leadership, compensation, and the work environment. Leadership plays a crucial role
in guiding the organization’s vision, inspiring employees, and fostering motivation. A
fair and competitive compensation system, on the other hand, not only incentivizes
employees but also strengthens their commitment to the organization. Additionally, a
conducive work environment both physically and psychologically improves employee
satisfaction and well-being, leading to increased productivity.

Agencies can be categorized as productive if the target is achieved and the process of
achieving  the  target  is  realized  by  converting  inputs  into  outputs  by  using  the
minimum possible budget [1]. The implementation of good management, whatever
the company's goals can be mitigated properly. The elements of management itself
consist of people, money, methods, machines, materials, and markets [2][3][4].
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This study aims to investigate the relationship between leadership, compensation, and
work environment with employee performance in the current organizational context.
In the face of global challenges and intensifying competition, organizations need to
understand how these factors interact with each other to create a productive work
environment  and  improve  employee  performance[5][6].  Through  comprehensive
analysis,  this  study  is  expected  to  provide  in-depth  and  applicable  insights  for
researchers and academics in an effort to improve the effectiveness of human resource
management.

Specifically,  this  research  identifies  the  primary  variables  related  to  leadership,
compensation,  and  the  work  environment,  assessing  their  impact  on  employee
performance.  By incorporating existing human resource  management  theories  and
appropriate  methodologies,  this  study  intends  to  bridge  knowledge  gaps  and
contribute significantly to understanding the determinants of employee performance.

2. Literature Review

Leadership and Its Key Factors

Leadership plays a significant role in influencing the performance of an organization.
According to Siagian, leadership is defined as the ability of individuals to influence
others, particularly their subordinates, in various ways so that they are motivated to
carry out their leader's instructions, even when those tasks are personally difficult to
perform [7]. Terry highlights eight critical factors required for someone to become an
effective leader within an organization. These factors include energy, strength, and
health—both mental and physical—because leaders must be capable of appearing in
front, in the middle, and behind their subordinates. A leader must also have emotional
balance  or  maturity  (Emotional  Stability),  which  is  essential  to  maintain  during
challenging situations[8]. In addition, an effective leader must possess knowledge and
understanding of human relationships, as humans inherently need the involvement of
others to achieve success[9]. The leader's wisdom or wise, reflects goodness in the
way they lead. Furthermore, a leader's personality should be attractive and centered
on prioritizing the needs of the many over the interests of specific groups. High self-
confidence,  which stems from past  experiences,  helps  the  leader implement  these
experiences for the benefit of their subordinates. Creativity and initiative are essential,
as a leader must always think ahead of their subordinates. Finally, objectivity and
balance  are  critical,  as  a  leader  must  remain  upright  and  capable  of  positioning
themselves fairly in the organization [10]

Compensation and Its Role in Employee Motivation

Compensation is an essential factor in motivating employees to perform at their best.
Umer Chapra, an economist from Pakistan, defines compensation as all the rewards
employees receive for the hard work they have contributed [11]. Compensation can be
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categorized into two main types: direct and indirect. Direct compensation includes
wages or salaries, which are predetermined agreements between the employee and the
organization as rewards for their labor. Incentives also fall under direct compensation,
as  they  are  additional  rewards  given  to  employees  for  exceeding  predetermined
targets.  On the  other  hand,  indirect  compensation,  also  known as  fringe  benefits,
refers to additional income that employees receive, which is designed to improve their
overall  welfare[12].  This  type  of  compensation  can  include  insurance,  a  form of
cooperation between companies that ensures employees are financially protected, and
allowances, which provide extra financial support beyond regular wages to help meet
the employees' personal needs[11].

The Work Environment and Its Impact on Employee Productivity

The  work  environment  is  another  crucial  factor  that  influences  employees'
performance and overall productivity. It includes all elements surrounding employees
in their work setting that may affect their ability to carry out their tasks. A conducive
work environment can help increase productivity and reduce production costs[11].
The work environment can be categorized into two main aspects: physical and non-
physical.  The  physical  work  environment  refers  to  the  physical  conditions
surrounding  the  work  location,  such  as  workplace  buildings,  which  should  be
designed to provide comfort and safety for workers[13]. Adequate work equipment is
also crucial, as it helps employees complete their tasks efficiently. Facilities such as
rest  areas,  worship  areas,  bathrooms,  and  canteens  are  essential  for  ensuring
employees' welfare during work breaks. The non-physical work environment refers to
the atmosphere of working relationships between employees and leaders. A positive
horizontal  relationship among coworkers  can create a  harmonious and family-like
environment, while a strong vertical relationship between leaders and subordinates
can foster mutual respect and effective communication[11][7].

Employee Performance and Key Indicators

Employee performance is closely tied to both individual and organizational success.
According to Bernardin and Russel, performance or work achievement is defined as
the  accomplishment  of  job  functions  and  activities  within  a  certain  period  [14].
Silaen, et al. suggest five key indicators for measuring employee performance. These
include  the  quality  of  work,  which  reflects  how  well  tasks  are  completed  in
accordance with the employee’s skills and abilities. The quantity of work refers to the
numerical output or activities produced by employees in line with the organization's
targets. Timeliness is another critical indicator, as it measures the ability of employees
to complete work according to set deadlines, allowing them to use remaining time
efficiently. Effectiveness pertains to the use of resources such as labor, equipment,
and  raw  materials  to  maximize  productivity.  Finally,  commitment  reflects  the
employee's dedication to completing tasks and handling the workload assigned by the
company[12][15]. 
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3. Research Method

This study uses a quantitative research method. According to Sugiono, quantitative
research  is  a  method  that  starts  with  abstract  concepts,  which  are  then  clarified
through a theoretical foundation, leading to the formulation of hypotheses for testing.
This process results in more concrete data [16]. In this research, the authors focus on
understanding the relationship between variables through statistical analysis, ensuring
that the findings are quantifiable and can be generalized to the broader population.

The population for this study consists of all employees at BPJSTK Papua, totaling 22
employees.  In  research,  the population is  defined as  the entire  group that  will  be
examined, representing the area or domain under investigation[16]. A sample, on the
other  hand,  is  a  subset  of  the population selected because  it  represents  the  larger
group. The sample used in this study is derived from the entire population, using a
saturated  sampling  technique.  This  technique  is  chosen  because  the  population  is
relatively small, and using the entire population helps minimize potential errors in the
findings[16].

The operational  definitions of  variables  are  essential  for  understanding the  study.
Leadership (X1) is defined as an individual's ability to guide, direct, and manage the
organization. Indicators include energy, emotional stability, personal motivation, and
communication skills, measured using a Likert scale. Compensation (X2) refers to
direct and indirect rewards provided to employees, such as salaries, incentives, and
allowances.  The  work  environment  (X3)  encompasses  the  physical  and  social
conditions  of  the  workplace,  including  facilities  and  coworker  relationships.
Employee performance (Y) is defined by criteria such as work quality, timeliness, and
commitment[17].

For data analysis, the study employs several statistical tests, including validity and
reliability tests. The validity test ensures that the questionnaire accurately measures
the intended constructs, using Pearson Correlation for analysis. A reliability test is
used to check the consistency of the measurement instrument[18]. Additionally, the
classical  assumption tests include the normality test  (to ensure data distribution is
appropriate for regression analysis), multicollinearity test  (to check for similarities
among  independent  variables),  and  heteroscedasticity  test  (to  assess  variance
consistency over time). Hypothesis testing is conducted using t-tests (for individual
variable effects),  F-tests (for  simultaneous variable effects),  and the coefficient  of
determination (R²) to determine the extent of variation explained by the independent
variables. Finally, multiple regression analysis is used to evaluate the combined effect
of the independent variables (X1, X2, X3) on the dependent variable (Y).

BPJS Employment Papua

There was a change of lea
p
dership in a short span of time, the number of employees was only 21
eople and had to oversee 17 districts / cities.



Partial

Simultaneous  

Figure 1. Research Chart

4. Result

Hypothesis Test

a. Test t (Partial)

The t test is taken to determine whether there is an effect of the independent variable
on the dependent variable. With the provisions of the t test results> t table, or if the
sig value <0.05 if this is fulfilled then H0 is accepted, while if t count> from t table or
sig value> 0.05 then H0 is rejected. To find the t table can be found in the statistical
table significant with:

Formula: 
t = [α; (df = n - k)]

Description:
α : significance level
n : Number of respondents/samples
k : number of variables (independent variable and dependent variable)
Unknown:
α : 5% (0,05)
n : 22
k : 4
Then:

t = [α; (df = n - k)]
t = [0.05; (df = 22 - 4)]
t = [0,05 ;18)]
t = 1.734 (t table)

Table 1. T Test Result

Coefficientsa

Results

Employee Performance

Work EnvironmentLeadership
Compensation
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insignificant impact. 

(Y) is insignificant and has a negative impact.
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Model Standardi
zed
Coefficien
ts

t Sig.Unstandardized
Coefficients

B Std.
Error

Beta

(Constant) 4.478 5.631 .795 .437
Leadership .248 .121 .362 2.049 .055

1
Compensati
on

-.105 .092 -.203 -1.131 .273

Work
Environmen
t

.439 .153 .523 2.866 .010

Dependent Variable: Performance
Source: Data Processed with SPSS, 2024

Based on table 1 of the t test results above, the effect of each independent variable can
be written as follows:

a. The effect of leadership (X1) on employee performance (Y) from the table
above can be seen that t count is 2.049> t table 1.1734 and a significant value
of 0.055 > 0.05. So H0 is rejected and H1 is accepted, namely leadership has
an influence on employee performance but is not significant. This means that
leadership (X1) has an effect on employee performance (Y) has a positive but

b. The effect of compensation (X2) on employee performance (Y) from the table
can be seen that the t count is -1.131 < 1.734 and the significance value is
0.273>  0.05.  So  H0  is  rejected  and  H1  is  accepted,  which  means  that
compensation has no effect on employee performance. So the research proves
that the absence of the effect of compensation (X2) on employee performance

c. The effect of the work environment (X3) on employee performance (Y) from
the table above can be seen that the t count for the work environment is 2.866>
1.734 r valuetabel , for a significant value of 0.01 <0.05 so that the hypothesis
H0 is  rejected,  and H1 is  granted.  Thus there is  a  significant  and positive
influence of the work environment (X3) on employee performance (Y).
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b. F Test (Simultaneous)

Table 2. F Test Result
ANOVAa

Sum  of
Squares

df Mean
Square

F Sig.Model

Regressi
on

35.462 3 11.821 5.089 .010b

1 Residual
s

41.811 18 2.323

Total 77.273 21
a. Dependent Variable: Performance
b. Predictors: (Constant), Work Environment, Leadership, Compensation
Source: data processed with SPSS, 2024

Simultaneous testing is carried out to find out the effect caused by the independent
variable simultaneously on the dependent variable. The decision to accept or reject H0
is seen from the comparison between F count and F table. If F count < F table then H0
is met. If F count> F table then H0 is rejected. To get the F table is done in a way:

Df (N1) = k - 1
              = 4 - 1

          = 3
Df (N2) = n - k
              = 22 - 4

          = 18

Obtained F table = 3.16

So, based on Table 2, the calculated F value of 5.089 exceeds the critical F table value
of 3.16 (df1 = 3, df2 = 18), indicating that the null hypothesis can be rejected. This is
supported by the significance value of 0.010 (< 0.05), confirming that the independent
variables—leadership,  compensation,  and work environment—have a simultaneous
and significant effect on employee performance

c. Test Coefficient of Determination (R )2 

The coefficient of determination test (R2 ) is a step taken to determine the percentage
change in  the  dependent  variable  caused  by  the  independent  variable.  If  (R2 )  is
smaller, the percentage change in the dependent variable caused by the independent
variable also tends to be smaller.
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Table 3. Test Coefficient of Determination (R )2

Model Summary
Model R R Square Adjusted  

Square
R Std.  Error  of  the

Estimate
1 .677a .459 .369 1.524
Source: data processed with SPSS, 2024

From table 3 above, we can know that the R Square value is 0.459, meaning that the
independent variable (leadership, compensation, and employee performance) affects
45.9% of the dependent variable (employee performance), the remaining 54.1% is
influenced by other variable factors outside the variables in the research taken by the
researcher.

Multiple Linear Regression Analysis

Multiple linear regression analysis is a step to detect how strong the influence of the
independent variable (X) on the dependent variable (Y) testing the classical analysis
requirements  of  the  previous  tests  has  been carried out  with  the  result  that  these
variables have met the criteria and conditions of classical assumptions. The next step
is  to  carry out  the  stages  of  testing the  significance  of  the  model  as  well  as  the
interpretation of the significance model. The results of the multiple linear regression
analysis test are as follows:

Table 4. Test of Multiple Linear Regression Analysis
Coefficientsa

Model Unstandardized Coefficients
B Std. Error
(Constant) 4.478 5.631
Leadership .248 .121

1 Compensation -.105 .092
Work .439 .153
Environment

 Source: data processed with SPSS, 2024
From the table above, the formula for the multiple linear regression model equation
can be written, namely:

Y = α + b X11 + b X22 + b X33  + ε

Description:

Y = Employee Performance

α = constant



constant (fixed), the employee performance variable increases by 4.478.

performance variable will also increase by 0.248.

employee performance variable will decrease by 0.105.
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X1    = Leadership

X2    = Compensation

X3    = Work environment

b1 b2 b3   = Independent variable coefficient

ε = error 

Y = α + b X11 + b X22 + b X33  + ε

Y = 4.478 + 0.248 X1 + (-0.105 X2 ) + (0.439 X3 ) +

Y = 4.478 + 0.248 X1 - 0.105 X2 + 0.439 X3 + ε

Table 4 above can be interpreted as follows:

1. The constant value of the equation is 4.478, which means that if the value of
the variables consisting of leadership, compensation, and work environment is

2. The regression coefficient value of the leadership influence variable is 0.248.
This  means  that  if  the  leadership  variable  increases  by  1%,  the  employee

3. The regression coefficient value of the compensation effect variable is 0.105
negative. This means that if the compensation variable increases by 1%, the

4. The regression coefficient value of the work environment influence variable is
0.439. This means that if the work environment variable increases by 1%, the
employee performance variable will also increase by 0.439.

5. Discussion

The  effect  of  each  independent  variable  (leadership,  compensation,  work
environment) on employee performance can be explained as follows:

1. The  effect  of  leadership  on  employee  performance  at  the  BPJSTK  Papua
office. In this study, it shows that there is a partial insignificant effect between
leadership and employee performance as evidenced by the t test of the effect of
leadership (X1)  on employee  performance (Y),  it  is  known that  t  count  is
2.049>  t  table  1.734  and  a  significant  value  of  0.055>  0.05.  In  line  with
scientific  research  conducted  by  Ain  Kezia  Aritonang  and  Wenny  Desti
Febrian  with  the  title  The  Impact  of  Leadership,  Compensation,  Work
Environment on Employee Job Satisfaction (PT. Indomarco Prismatama)[19].
The result is that leadership has no significant effect on job satisfaction.



significant on employee performance partially[20].

employee performance.

performance.

productivity.

 

2. The effect of compensation on the performance of BPJSTK Papua employees.
This study proves that the compensation variable is negative, has no effect and
is also insignificant to the employee performance variable. Based on the results
of the t test conducted, it is known that the t count is -1.131 < 1.734 and a
significant value of 0.273> 0.05. Likewise, research conducted by Sevynica
Rianda and Alex Winarno, with the title "The Effect  of Compensation and
Physical  Work  Environment  on  Employee  Performance  at  PT  Rajasaland
Bandung" in this study concluded that compensation has no effect and is not

3. The effect of the work environment on employee performance BPJSTK Papua.
tabelIn  this  study,  it  shows  that  there  is  a  high  influence  between  the
independent variables of the work environment on employee performance, this
is supported by the results of the t test that has been carried out, the t count for
the work environment is 2.866> 1.734 r value, for a significant value of 0.01
<0.05.  So  that  the  conclusion  of  the  work  environment  on  employee
performance is a positive and significant effect. So, it can be concluded that
the work environment on employee performance has a positive and significant
effect. Based on research conducted by Febi Safitri, The Effect of Leadership,
Compensation and Work Environment on Employee Performance (Case Study
on  Chicken  Slaughterhouse  Employees  (RPA)  CV.  Panji  Jaya  Abadi)[21].
Shows that  the  work  environment  has  a  positive  and  significant  effect  on

4. Simultaneously, it is known that the calculated F value of 5.089 is greater than
the  critical  F  table  value  of  3.16.  This  result  is  further  supported  by  the
significance value of the F test, which is 0.010 (< 0.05). Therefore, it can be
concluded that the independent variables—leadership, compensation, and work
environment—have  a  statistically  significant  simultaneous  influence  on  the
employee performance variable.
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6. Conclusions

Based on the analysis and discussion, the following conclusions can be drawn:

1. Leadership has a positive but insignificant impact on employee performance at
BPJSTK Papua.  Leaders  must  actively  engage  with  employees  to  enhance

2. Compensation  does  not  significantly  influence  performance.  Employee
benefits  such  as  health  and  social  security  do  not  necessarily  enhance

3. The  work  environment  has  a  significant  positive  effect  on  employee
performance.  Factors  such  as  workplace  facilities  and  interpersonal
relationships contribute to productivity.
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4. Leadership,  compensation,  and  work  environment  collectively  influence
performance.  Improving  these  three  elements  together  can  enhance  overall
employee productivity.
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