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Abstract
This research aims to determine the influence of compensation and work
motivation on employee performance at TVRI South Sulawesi Station. The
variables in this research consist of independent variables, namely compensation
and work motivation, and the dependent variable, namely employee
performance. The population in this study were all employees of TVRI South
Sulawesi Station. The sampling technique uses Purposive Sampling technique.
The data collection techniques used were questionnaires, interviews, observation
and documentation. The data analysis technique used is multiple linear regression
analysis with SPSS version 25 software to prove the hypothesis. The results of this
research indicate that partial compensation has a significant effect on employee
performance at TVRI South Sulawesi Station. Also, work motivation partially has
a significant effect on employee performance at TVRI South Sulawesi Station.
Then, compensation and work motivation simultaneously have a significant effect
on employee performance at TVRI South Sulawesi Station.
Keywords: Compensation, Work Motivation, and Employee Performance.

INTRODUCTION

A company can operate well if it can effectively combine the available resources,
in which case the effort can produce goods and services that can be marketed, making it
easier for the company to achieve its goals. According to Anggoro Seto et al. (2023),
human resource management is crucial for the sustainability of an organization because
only human resource management utilizes human capacity through intellect, emotions,
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knowledge, and skills in performance.

Middle theory is Human Resources (HR), which focuses on the management and
development of the workforce within an organization. This theory explains how practices
such as fair compensation and motivation programs can directly affect employee
performance. This theory helps to understand how management policies like
compensation and motivation can influence employee performance. (Robbins dan
Judge, 2013).

According to Ambarita and Santi (2020), performance is the work process of an
individual whose results are used as the basis to determine whether the individual's work
is good or not. The performance of employees is required to continuously improve, one
of the steps to maintain or enhance employee performance can be done by providing
compensation to employees. Milkovich et al. (2020) define compensation as the total of
all rewards given to employees in return for their work. These rewards can include salary,
bonuses, allowances, as well as non-monetary incentives such as recognition and career
development opportunities.

According to Luthans and Youssef-Morgan (2023), performance is defined as an
individual's contribution to the effectiveness and success of the organization. They
emphasize the importance of psychological factors such as motivation, commitment, and
engagement in influencing performance. They explain that performance is the result of
behavior driven by motivation, which is a process that initiates, directs, and sustains goal-
oriented behavior. Individual performance is the effectiveness and efficiency of an
employee in completing assigned tasks. Individual performance encompasses how well
an employee completes tasks according to the established standards and expectations.
(Robbins dan Judge, 2021).

Generally, compensation refers to the wages received by employees from their
employer or their work in the company, but it also includes the understanding that
employees have given their best work to the company so that the company will
appreciate the results provided by employees with consistent work. Compensation is a
method used by the Company to enhance employee motivation and work performance.
Compensation is a package of rewards received by employees, which includes financial
components (such as salary and bonuses) as well as non-financial components (such as
praise and recognition). (Armstrong, 2021). The amount of compensation will impact
employee work performance. The next task of the manager is to motivate employees so
that every employee in the company performs well.

The work motivation of each employee greatly determines the increase in the
Company's productivity; employees with high motivation are more likely to work hard
because they view their work as a means of self-development rather than a means to
achieve material success. According to Mangkunegara (2020), motivation is defined as a
condition that encourages, directs, and maintains a person's behavior to achieve certain
goals.
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TVRI South Sulawesi Station is a regional television station that operates within the
TVRI network, which is Indonesia's national television network. TVRI South Sulawesi
Station is committed to providing informative, educational, and entertaining content for
the community living in the South Sulawesi region. The compensation program at TVRI
South Sulawesi includes various forms of rewards received by employees as
remuneration for their work. TVRI South Sulawesi Station strives to provide competitive
compensation to retain quality employees and ensure they are motivated and committed
to their work.

The performance evaluation of each work unit at TVRI South Sulawesi Station is
categorized as Good. This indicates that there are other factors contributing positively to
employee performance evaluations, despite challenges in compensation and work
motivation. The high performance scores suggest that there are other unidentified or
unaccounted variables that can offset the negative effects of the imbalance between
compensation and work motivation, thus still producing optimal performance.

RESEARCH METHOD

This research uses a descriptive data collection method with a quantitative
approach. Kurniawan and Puspitaningtyas (2016;120) explain that the quantitative
approachis to test (verify) a theory. That is, the research aims to prove whether a theory
applies or can be observed in a specific research object.

The data obtained are analyzed using quantitative descriptive techniques. This
technique is used to collect data, analyze data, and describe the characteristics of the
variables that are the focus of the research, in this case, to analyze the influence of
compensation and employee work motivation in depth. Data analysis was conducted
using the statistical software SPSS.

According to Kurniawan and Puspitaningtyas (2016;66), population is not merely
the number of subjects being studied, but also includes all the characteristics or traits
possessed by certain subjects. The population in this study consists of all employees
working at TVRI South Sulawesi Station, totaling 210 employees.

A sample is a part of the population. Quantitative analysis of sample data
produces sample statistics that are used to estimate population parameters.
Researchers can study all elements or members of the population (census), or study a
portion of the population elements (sample research). (Kurniawan dan Puspitaningtyas,
2016;67).The technique used in this research is the Purposive Sampling method, where
the sample is taken based on specific criteria relevant to the research objectives.
According to Sugiyono (2019), Purposive Sampling is a technique for sampling data
sources based on certain considerations. Therefore, the sample included in the study
consists of 133 respondents, including civil servants (PNS), government employees with
a work agreement (PPPK), and honorary staff (PBPNS).
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RESULT AND DISCUSSION
1. The Influence of Compensation on Employee Performance

The results of this study indicate that compensation partially has a significant effect
on employee performance. The majority of employees at TVRI South Sulawesi Station
show a very high level of satisfaction with the compensation received. The survey results
show that the majority of employees feel that the salary received is commensurate with
the workload given and is sufficient to meet their living needs. The incentives received are
also considered an effective motivator for improving work quality. In this case, employees
feel appreciated for their contributions, which motivates them to continuously improve
their work performance. In addition, welfare facilities such as health insurance and
pension programs are highly appreciated because they support the overall well-being of
employees.The allowances provided are considered fair and equitable among all
employees, while additional facilities, such as parking spaces, work uniforms, and
adequate work equipment, also enhance comfort and job satisfaction. These
compensation and facility policies have a positive impact on employee motivation and
performance, supporting the Equity theory proposed by Adams (1963), which emphasizes
that the perception of fairness in compensation can enhance employee motivation and
performance. Compensation that includes financial aspects, such as salaries, bonuses, and
allowances, as well as non-financial aspects, such as recognition and work facilities,
significantly contributes to job satisfaction, which leads to improved performance.

However, research notes dissatisfaction in the distribution of compensation in
several job classes. Although employees in high job classes receive substantial allowances,
the absenteeism rate in those classes is relatively high, indicating that high compensation
does not always guarantee motivation or discipline. On the contrary, employees in the
non-permanent category with lower compensation show good motivation, influenced by
professionalism and job requirements. This indicates that intrinsic factors, such as
commitment and work ethic, also play a role in employee performance.

This finding aligns with Locke and Latham's (1990) Goal-Setting Theory, which
states that setting clear goals, accompanied by compensation that corresponds to the
achievement of those goals, can enhance motivation and performance. Related research
by Putra and Kurniawan (2019), Thapa (2023), and Rahman and Aulia (2022) also
emphasizes that fair compensation, both financial and non-financial, has a significant
impact on employee motivation and performance, especially when balanced with
employee welfare support policies. To optimize the influence of compensation on
employee performance, strategic steps need to be taken. Periodic evaluation of
compensation policies can ensure fairness in the distribution of compensation across
various job levels. Strengthening non-financial programs, such as providing comfortable
break rooms and employee development-based training, can support well-being and work
motivation. Additionally, enhancing performance-based incentives relevant to individual
achievements, as well as integrating non-monetary recognition policies, such as public
appreciation and award certificates, can strengthen intrinsic motivation. The
development of performance management training is also important to optim&g



employee contributions and improve inter-unit relationships. With these steps, TVRI South
Sulawesi Station is expected to create a more equitable, supportive, and sustainable work
environment, thereby enhancing work motivation, job satisfaction, and overall employee
performance.

2. The Influence of Work Motivation on Employee Performance

The results of this study indicate that work motivation has a significant impact on
employee performance at TVRI South Sulawesi Station. Based on Herzberg's theory
(1959), work motivation can be divided into two types: intrinsic and extrinsic. Intrinsic
motivation, such as responsibility and work achievement, as well as extrinsic motivation,
such as recognition and rewards, all play an important role in improving employee
performance. This research proves that employees with high work motivation tend to be
more efficient in completing assigned tasks, more innovative, and maintain high work
quality. The majority of employees at TVRI South Sulawesi Station show a very high level
of work motivation.

Based on the survey results, employees feel motivated to master their jobs
because they believe that a good mastery of the assigned tasks will open up opportunities
for career advancement. This drive arises not only from the desire to meet job demands
but also from a sense of responsibility and the desire to make the best contribution to the
company. The increasing complexity of the work they face actually becomes a challenge
that motivates them to continue learning and improving their skills. This demonstrates a
strong commitment from employees to develop, adapt, and achieve optimal results in a
dynamic work environment.

Most employees strive to improve their qualifications through training and skill
development in order to gain opportunities for career advancement. By enriching their
knowledge and expanding their skills, they hope to take advantage of the available
opportunities to achieve higher positions. These efforts are driven not only by the desire
to achieve personal success but also to make a greater contribution to the advancement
of the company.

This research aligns with the Job Satisfaction-Outcome theory proposed by
Herzberg (1959) and Judge and Kammeyer-Mueller (2022), which shows that high job
satisfaction can enhance employee motivation and performance. Factors such as
compensation, recognition, and a supportive work environment play a crucial role in
enhancing job satisfaction, which in turn contributes to better performance. Research by
Andriani et al. (2020), Hidayati and Sari (2021), and Fahmi and Setiawan (2022) all show a
positive relationship between work motivation and employee performance.

High work motivation can encourage employees to work harder and achieve better
performance, which is reflected in the improvement of their performance and work
effectiveness. Thus, work motivation not only affects individual satisfaction but also has a
direct impact on the overall performance of the company.
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3. The Influence of Compensation and Work Motivation on Employee Performance

The results of this study found that compensation and work motivation
simultaneously have a significant impact on employee performance at TVRI South
Sulawesi Station. Based on the survey conducted at TVRI South Sulawesi Station, the
majority of employees demonstrated very good performance, in line with the company's
expectations. They not only complete the assigned tasks but also exceed expectations in
many areas. This reflects their high dedication and commitment to the work they do.
Employees feel bound by their responsibilities, and this is reflected in achievements that
go beyond mere quantity, but also in the quality of the work they produce.

Although the current performance evaluations are quite adequate, research
results indicate that there is still potential for further improvement in the evaluation
system. There may be room to further enhance transparency and fairness in the evaluation
process, so that employees feel that the assessments of them are truly objective and
support their career development.

Compensation, both financial and non-financial, is a key factor that influences
employee motivation and performance. At TVRI South Sulawesi Station, decent salaries,
relevant allowances, and adequate facilities play an important role in supporting
employee welfare. Employees who feel valued with compensation that matches their
contributions tend to be more motivated to work hard and demonstrate optimal
performance. However, even though the compensation provided is quite adequate, this
research shows that employee performance is not solely influenced by financial factors.
Although salary and benefits are important to meet the basic needs of employees, there
are deeper factors that influence their motivation and job satisfaction, namely that their
work is evaluated fairly based on the quality of the results they achieve.

Work motivation has a significant impact on employee performance at TVRI South
Sulawesi Station. Employees who are motivated to work well do not only focus on the
material rewards received but also on the psychological and emotional aspects related to
their work. Programs that provide recognition for achievements, opportunities for
development, and performance-based incentives greatly encourage employees to strive
harder.

In this context, Herzberg's motivation theory provides relevant guidance.
Herzberg distinguishes between motivator factors and hygiene factors in the workplace.
Motivator factors, such as recognition of achievements and opportunities for
development, have a greater influence on employees' intrinsic motivation. Meanwhile,
hygiene factors, such as financial compensation, although important to avoid
dissatisfaction, are not sufficient to drive high work motivation. Therefore, at TVRI South
Sulawesi Station, in addition to providing fair compensation, the company also needs to
pay attention to other motivational factors, such as fair job evaluation, recognition, and
opportunities for career development.

As explained by Sipahutar & Hasyim (2021) and Solihah (2020), the relationship
between compensation and employee performance is very close. Fair and adequate
compensation not only encourages employees to work better but also enhances tl}ﬁg



motivation to continue achieving. This study found that employees who feel valued
through compensation that corresponds to their contributions tend to have high
motivation, which in turn positively affects their performance. However, this research also
highlights the importance of work results being evaluated fairly based on quality and
output as a key factor in strengthening work motivation. This recognition, whether in the
form of financial or non-financial incentives, plays an important role in enhancing job
satisfaction and employee motivation.

This research provides important insights for the management of TVRI South
Sulawesi Station in designing more effective compensation and work motivation policies.
As a company that employs staff with various statuses, such as civil servants, government
employees with contracts, and honorary staff, the company needs to develop fair and
balanced compensation policies that not only focus on salaries and allowances but also on
recognizing individual contributions.

Management also needs to continuously develop a more transparent and objective
performance appraisal system. Clear evaluations based on measurable performance can
provide employees with a sense of fairness, as well as increase their motivation to
continue performing optimally. In addition, opportunities for career development and
chances to receive further training can help employees to grow, which will improve their
performance in the future.

By optimizing compensation and work motivation, TVRI South Sulawesi Station can
continue to improve employee performance and create a work environment that is not
only efficient but also supports employee well-being. A holistic approach that combines
compensation policies with recognition of individual achievements is key to maintaining
optimal performance and advancing the sustainability of the company.

CONCLUSION

Based on the research results and data analysis as explained in the previous
chapter, it can be concluded that the results of this study indicate that Compensation
partially has a significant effect on Employee Performance at TVRI South Sulawesi Station.
Additionally, Work Motivation partially has a significant effect on Employee Performance
at TVRI South Sulawesi Station. Furthermore, Compensation and Work Motivation
simultaneously have a significant effect on Employee Performance at TVRI South Sulawesi
Station.
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