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Abstract

This study aims to analyze the direct and indirect effects of compensation and job
characteristics on employee performance, with organizational commitment as a
mediating variable. The study used a quantitative approach with a survey method. Data
were collected through a questionnaire with a Likert scale of 1-7 and analyzed using
validity and reliability tests, classical assumption tests, multiple linear regression, and
mediation tests (Sobel test). The results showed that compensation had no effect on
employee performance, while job characteristics had a positive and significant effect
on employee performance. Organizational commitment was shown to partially
mediate this relationship. The implication is that improving fair compensation systems
and effective job design can strengthen employee commitment and improve public
sector performance.

Keywords: Compensation, Job characteristics, Organizational Commitment,
Performance
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INTRODUCTION

One of the challenges facing the government, particularly local governments, is how
to ensure employees perform optimally in carrying out their duties and functions within their
respective government organizations. This challenge is justified, given that the public expects
employees to be able to provide the best possible service to the public in carrying out their
duties and functions as public servants. Gibson (1997) defines performance as the results of
work related to organizational goals such as quality and quantity. The quality of work is
assessed from the responsibility and initiative that employees have in carrying out their work.
completing the task, while the quantity of work can be assessed from the work achievement
targets and timeliness in completing the work.

Good organizational commitment is needed because organizational commitment is
very important in stabilizing conditions and situations in an organization. Organizational
commitment is the commitment of an employee to the organization where he works.
Employee commitment to the organization is one of the guarantees of maintaining the
continuity of the organization. If an organization is able to meet the expectations of diverse
employees with their respective individual characteristics, it will automatically create a sense
of comfort and pleasure for employees, so that it can create a sense of satisfaction and comfort
to work in the organization. Yuliana (2017). Therefore, commitment within the organization
must always be maintained optimally in order to maintain the smooth running of work
activities within an organization so that it can carry out its vision and mission effectively and
efficiently .  Essentially, an employee's performance is highly individualized, as each
employee possesses varying levels of ability in carrying out tasks and tasks. A person's
performance depends on a combination of their abilities, efforts, and the opportunities they
receive. Therefore, individual characteristics are a key factor influencing employee
performance. Each employee possesses unique characteristics, which explain why their
performance differs. The Pekalongan City Government has diverse employees, driven by
their diverse backgrounds, including educational background, family background,
environmental background, economic background, and other factors. With these varying
individual characteristics, employee performance is often suboptimal, negatively impacting
organizational goals.

Among these phenomena are: some employees still don't attend morning roll call,
some employees still arrive late to work, and some employees still leave work early. Based
on attendance data taken from fingerprint recordings, Only a few employees attended and
were absent from the morning roll call. The average number of employees who attended the
morning roll call, which was held no later than 07.30, from the target of 95% of employees
was only 86% of employees in September, 85 employees in October, 81 employees in
November and 80 employees in December. This means that no more than 90 percent of
employees attended the morning roll call each month. Meanwhile, attendance was recorded
using fingerprints can be implemented from 06.30 to 07.30. Based on the data above, it can
be seen that on average per month between September and December, no more than 85
percent of employees who do attendance come in in the morning, in other words, the rest are
late to the office. Meanwhile, for the absence to go home that can be implemented between
16.30 to 19.30, only around 80% to 83% of employees, which means the rest go home before
the office closing time. For employees who do not come in without explanation, an average

The Effect of Compensation ..... JKRYAs



Indonesian Interdisciplinary Journal of Sharia Economics (I1JSE) Vol. 9. No. 2 (2026)
e-1SSN: 2621-606X Page: 13527-13541

of one employee per week. This phenomenon can of course have an impact on less than
optimal work completion.

Job characteristics are also a factor thought to influence organizational commitment
and employee performance. Different job characteristics among employees will produce
different outcomes. Employees with a heavier workload will naturally have different
workloads than those with a lighter workload. A common problem is differences in job
characteristics between employees, which can lead to jealousy and negatively impact
employee performance. This phenomenon occurred in the Pekalongan City Government. Of
course, There is several OPDs whose employees get compensation more However
characteristics his job No complicated, but There are employees who do not get
compensation more but characteristics his job Enough Complicated. Comparing these tasks
Is naturally prone to jealousy between OPDs. This can diminish the work characteristics of
employees with higher workloads compared to other employees if this occurs continuously.

Furthermore, compensation is also suspected of influencing an employee's
commitment and performance within an organization. Compensation is a right that
employees must receive after completing their obligations. For an employee, compensation
helps determine lifestyle, status, and self-esteem. For an organization, compensation can
influence productivity by maintaining existing human resources rather than replacing them.
However, inappropriate compensation can degrade the work characteristics and performance
of civil servants.

Unfair compensation can create a perception of injustice that lowers the morale of
ASN because they feel there is no point in achieving when their work results are valued the
same as other ASN with low performance. Compensation can give based on rank, position
as well as burden work. Compensation that is generally accepted by the apparatus State Civil
Servants (ASN) are salary, benefits, insurance health, inventory, etc. The value of the
compensation provided expected capable sufficient needs and expectations capable make
characteristics work for the employee for more increase its performance. In reality mark the
felt relatively small if compared to with burden work and more tightness regulations in force
to ASN.

Table 1
Employee Attendance Targets and Realizations Pekalongan City Government
September — December 2024

Employees Who Realization %
No Month Are Absent Realization
(Target)
1. September 95 86 86
2. October 95 85 85
3 November 95 81 81
4 December 95 80 80

Source: Pekalongan City Government Presentation (2025)

Based on the table above, it can be concluded that there has been a decline in
performance. employee based on compliance Absenteeism. The decline in employee or
organizational performance is the accumulation of group performance, while group
performance itself is the accumulation of individual performance. Therefore, there is a link
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between the decline in organizational performance and employee performance in the
Pekalongan City Government, which in this case is the main basis for choosing the title in
compiling the research, where performance is a strong dependent factor.

Apart from the job characteristics of each employee, there's also a related factor,
namely compensation. Compensation influences the extent to which an employee performs
in relation to their job responsibilities for the company. Compensation is defined as “an
individual's sense of purpose and focused energy, evident to others in the display of personal
initiative, adaptability, effort, and persistence directed toward organizational goals”. In the
definition above, there are important fundamental things in compensation, namely a sense of
purpose in work, focused energy, all of which are demonstrated in personal initiative,
adaptability, effort, and persistence directed towards achieving organizational goals.

REVIEW OF LITERATURE
Performance

Employee performance (job) performance) can be interpreted as the extent to which
a person carries out his responsibilities and work duties ( Singh et al., 1996). Gomes (1995)
said that job performance is a record of the results or output (outcomes) produced from a
particular job function or activity within a certain time period. According to Gibson (1997),
performance is the result of work related to organizational goals such as quality, quantity,
and work efficiency.

Organizational Commitment

Commitment Organizational commitment is a feeling of psychological and physical
connection or attachment of employees to the organization where they work or the
organization of which they are members (Wirawan, 2013). Luthans (2006) defines
organizational commitment as a strong desire to remain a member of an organization, a desire
to work hard according to organizational expectations, certain beliefs and acceptance of
organizational values and goals. This is not much different from the definition of
organizational commitment according to Robbins & Judge (2011) who explain that
organizational commitment is a condition in which an employee sides with a particular
organization and its goals and desires to maintain membership in the organization.
Organizational commitment reflects employee loyalty to the organization and is an ongoing
process in which organizational members express their concern for the organization and its
continued success and progress.

Characteristics Work

There are several definitions of job characteristics. In an organization, job structure
begins with job design, which defines the activities of individual or group employees within
the organization (Handoko, 2004). The purpose of this structure is to organize work
assignments to meet organizational, technological, and behavioral needs. Therefore, it can be
concluded that job characteristics are job descriptions that serve as guidelines for work and,
in their implementation, can achieve satisfaction.

Job characteristics are attributes of employee tasks and include a number of
responsibilities, various tasks, and the extent to which the job has characteristics that can
make employees feel satisfied (Tamalero et al., 2012). Another concept of job characteristics
is the variety of skills, task identity, task specificity, autonomy and feedback carried out by
workers / employees in carrying out their duties which can affect the level of job satisfaction
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(Heriawan & Setyowati, 2014). Another definition of job characteristics is the basic
conditions and important elements inherent in every job (Mulyani & Soliha, 2014).
Compensation

The term compensation was first popularized by Kahn (1990), who stated that
compensation is the attachment of organizational members to the organization itself, not only
physically and cognitively, but also emotionally, in terms of their performance. Although
similar concepts already exist, such as organizational. (Meyer & Allen, 1991), job or job
satisfaction satisfaction that already exists (Smith et et al., 1969).

The term compensation was recently popularized by Gallup, a consultancy, with its
various survey results . Although some experts still debate the definition of compensation, it
still overlaps with other concepts. However, there is a common thread that is agreed upon:
compensation is crucial in organizations and closely linked to performance.

RESEARCH METHOD

In this study, the author uses a quantitative method with a descriptive research
approach because there are variables whose relationships will be studied and the aim is to
present a picture of the relationship between the variables studied. Quantitative research is a
research method based on the philosophy of positivism which is used to research certain
populations or samples, data collection using research instruments, quantitative or statistical
data analysis with the aim of testing established hypotheses (Sugiyono, 2024).

In this study, the researcher used a census population, namely a sample of Pekalongan
City Government employees from representatives of all Regional Apparatus Organizations
(OPD) totaling 97 people. The population qualifications were employees with job levels from
executive, functional, and structural levels, aged between 20 and 55 years with a work period
of > 2 years.

The sampling technique used a prepared questionnaire to explore key points related
to job characteristics, compensation, performance, and organizational commitment within
the Pekalongan City Government. This allowed for an approach and analysis, leading to
conclusions.

RESULTS AND DISCUSSION
Respondent Demographics

From the 100 questionnaires obtained, the data were then processed to obtain
demographic information about the respondents who made up the research sample. The
demographic data included OPD, gender, age, highest level of education, and length of
service.

Table 2
Respondent Demographics
Information Number of people) Percentage (%)
Type Sex:
Man 41 41
Woman 59 59
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Age:
28 - 37 Years 66 66
38 - 47 Years 33 33
> 47 Years 1 1
Last education:
high school or underneath 2 2
D3 4 4
S1 90 90
Post Bachelor 4 4
Years of service:
2-7 Years 13 13
8 -13 Years 73 73
14 - 19 Years 14 14

Based on table 1 above, most of the respondents were female with a total of 59 people
(59%), while males numbered 41 people (41 %). When viewed from the age group of
respondents, the age group 28-37 years is the largest group with a total of 66 people (66 %),
then the age group 38-47 years with a total of 33 people (33 %) and the age group >47 years
numbered 1 person (1%). From the last level of education, most of the respondents had a
Bachelor's degree, numbering 90 people ( 90 %). Then respondents with a D3 education level
numbered 4 people (4%), Postgraduate numbered 4 people (4 %) and high school or below
numbered 2 people (2 %).

Based on work period, respondents with a work period of 8 — 13 years amounted to
73 people (73 %). Then respondents with a working period of 14 — 19 years totaling 14 people
(14%), while respondents with a working period of 2 - 7 years numbered 13 people (13 %).
Research Instrument Testing
Validity Testing

The initial stage in validity testing is to analyze the adequacy of the research sample.
The adequacy of the sample in the study can be seen from the KMO (Kaiser -Meyer- Olkin)
and Bartlett's output values. A test showing a value > 0.5 indicates that the sample is
sufficient for further testing and is valid. The results of the data validity analysis are as
follows:

Table 3
Validity Test Results
No. Variables KMO | Indicator | Loading | Rule of | Information
Value Factor | Thumb
1 | Compensation 0.842 X1.1 0.640 0.55 Valid
(X1)
X1.2 0.799 0.55 Valid
X1.3 0.770 0.55 Valid
X1.4 0.740 0.55 Valid
X1.5 0.778 0.55 Valid
X1.6 0.704 0.55 Valid
X1.7 0.777 0.55 Valid
X1.8 0.722 0.55 Valid
X1.9 0.677 0.55 Valid
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X1.10 0.703 0.55 Valid

X1.11 0.654 0.55 Valid

X1.12 0.621 0.55 Valid

2 | Characteristics 0.821 X2.2 0.445 0.40 Valid
Job (X2) X2.3 0.550 0.40 Valid
X2.4 0.694 0.40 Valid

X2.5 0.615 0.40 Valid

X2.6 0.702 0.40 Valid

X2.7 0.768 0.40 Valid

X2.8 0.733 0.40 Valid

X2.9 0.845 0.40 Valid

X2.10 0.516 0.40 Valid

X2.11 0.860 0.40 Valid

X2.12 0.691 0.40 Valid

X2.13 0.636 0.40 Valid

X2.14 0.580 0.40 Valid

X2.15 0.753 0.40 Valid

3 | Commitment 0.912 Y1.1 0.502 0.40 Valid
Organizational Y1.2 0.747 0.40 Valid
(Y1) Y1.4 0.482 0.40 Valid
Y1.5 0.544 0.40 Valid

Y1.7 0.567 0.40 Valid

Y1.8 0.585 0.40 Valid

Y1.9 0.481 0.40 Valid

Y1.10 0.543 0.40 Valid

Y1.11 0.533 0.40 Valid

4 | Performance 0.941 Y2.7 0.409 0.40 Valid
(Y2) Y2.8 0.566 0.40 Valid
Y2.9 0.668 0.40 Valid

Y2.10 0.677 0.40 Valid

Y2.11 0.739 0.40 Valid

Y2.12 0.619 0.40 Valid

Table 2 shows the results of the validity test, where each variable has a KMO value of >
0.5 so that it can be stated that the sample adequacy requirements have been met. fulfilled
and loading The overall factor is > 0.4 for each indicator so it can be stated that all indicators
are valid, therefore they can be analyzed further.
Reliability Testing

The reliability test of a variable can be seen from the results of the Cronbach's

statistical test. Alpha (o). If the Cronbach's alpha value is> 0.7, the variable is reliable. The
closer the alpha value is to 1, the more reliable the data is. The results of the reliability test
can be seen in Table 4, below this:

Table 4
Reliability Test Results
No. Variables Cronbach's Rule of Information
Alpha Thumb
1 | Compensation 0.912 0.7 reliable
2 Characteristics Work 0.899 0.7 reliable
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3 Commitment Organizational 0.738 0.7 reliable
4 Performance 0.718 0.7 reliable

In table 3 above , the results of the reliability test show that all variables in this study have a
Cronbach's value Alpha > 0.7 so that all variables can be declared reliable.
Multiple Regression Analysis

Independent variables, namely compensation and job characteristics, and the
dependent variable, performance, can be identified. Regression analysis was used to measure
the strength and direction of the relationship between the independent variables and the
dependent variable. A summary of the regression analysis results is shown in Table 5.

Table 5
Summary of Regression Analysis of Model | and Model 11

Model Testin Hypothesis Testing Results
Information Adjusted F Sig B t Sig
RZ
Model 0.559 63,643 | 0,000
Regression |
Compensation and
Characteristics Work to
Commitment
Organizational
Y1=0.330 X1 +0.457 X2
Compensation to 0.330 | 2,753 | 0.007 | H1
Commitment Accepted
Organizational
Characteristics Work to 0.457 |3,812 | 0,000 | H2
Commitment Accepted
Organizational

Model 0.571 44,891 | 0,000
Regression Il
Compensation,
Characteristics Work and
Commitment
Organizational on
Performance
Y2 =0.226 X1 +0.365 X2
+0.240 Y1
Compensation on 0.226 | 1,843 | 0.068 | H3
Performance Rejected
Characteristics Work on 0.365 | 2,881 | 0.005 | H4
Performance Accepted
Commitment 0.240 | 2,395 | 0.019 | H5
Organizational Accepted
Performance
Results of the Coefficient of Determination (R?) Test
The purpose of the coefficient of determination test is to determine the extent to which
the independent variable (X) is able to explain the dependent variable (Y).
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1.

Regression Model I: Compensation and Characteristics Work to Commitment
Organizational

In table 4 the values coefficient Determination (Adjusted R Square) in the Regression
Model equation I : Y1 = 0.330 X1 + 0.457 X2, has mark coefficient determination of
0.559 or 55.9%, this This show that independent variables (Compensation and Job
Characteristics) capable explain variables dependent (Commitment Organizational) of
55.9%, while the rest 44.1 % is explained by the variable others outside the current model
researched.

Regression Model 1lI: Compensation, Characteristics Work and Commitment
Organizational on Performance. Furthermore, based on Table 4, it shows The coefficient
of determination (Adjusted R Square) in the Regression Model 11 equation: Y2 = 0.226
X1+ 0.365 X2 + 0.240 Y1, has a coefficient of determination of 0.571 or 57.1 % , this
shows that the independent variables (Compensation, Job Characteristics and
Organizational Commitment) are able to explain the dependent variable (Performance)
by 57.1 %, while the remaining 42.9 % is explained by other variables outside the model
being studied.

Simultaneous Significance Test (F Statistic Test)

The simultaneous significance test is used to determine the extent of the simultaneous

or joint influence between the independent variables on the mediator variable and the
dependent variable.

1.

F Test Model I: Influence Compensation and Characteristics Work to Commitment
Organizational. In table 4.9 in Model I it has calculated F value amounting to 63,643 and
the value significance of 0.000 < 0.05. This is show that independent variables
(Compensation and Job Characteristics) fulfills goodness of fit to variables dependent
(Commitment Organizational).

F Test Model II: Influence Compensation, Characteristics Work and Commitment
Organizational on Performance Based on Table 4 in Model Il has calculated F value
amounting to 44,891 and the value significance of 0.000 < 0.05. This is show that
independent variables (Compensation, Characteristics) Work and Commitment
Organizational) meets goodness of fit to variables dependent (Performance).

Hypothesis Testing (t-Test)

The t-test is a statistical test to determine the extent to which individual independent variables
explain variation in the dependent variable. The t-test is conducted using a significance level
0f 0.05 (o= 5%). The results of the t-test are as follows:

1.

Influence Test Compensation to Commitment Organizational

Hypothesis first (H1) in study This is that compensation influential positive to
commitment organizational. Based on table 4.9 is known compensation own 3 value =
0.330 with mark significance 0.007 < 0.05, this means that themore tall compensation
so will influential positive and significant to commitment organizational. This is due to
mark significance below standard (<0.05) so that hypothesis First This accepted.
Influence Test Characteristics Work to Commitment Organizational

Hypothesis second (H2) in study This is that characteristics work influential positive to
commitment organizational. Based on table 4.9 is known characteristics work own f3
value=0.457 with mark significance 0.000 < 0.05, this means that the more complex
characteristics work so will influential positive and significant to commitment
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organizational. This is due to mark significance below standard (<0.05) so that
hypothesis second This accepted.

3. Influence Test Compensation on Performance
Hypothesis third (H3) in study This is that compensation influential positive to
performance. Based on table 4.10 is known compensation own 3 value = 0.226 with
mark significance 0.068 > 0.05, this means that high compensation No influential to
performance. This is due to mark significance above standard (< 0.05) so that hypothesis
third This rejected.

4. Influence Test Characteristics Work on Performance
Hypothesis fourth (H4) in study This is that characteristics work influential positive to
performance. Based on table 4.9 is known characteristics work own  value = 0.365 with
mark significance 0.005 < 0.05, this means that the more complex characteristics work
so will influential positive and significant to performance. This is due to mark
significance below standard (< 0.05) so that hypothesis fourth This accepted.

5. Influence Test Commitment Organizational on Performance
Hypothesis fifth (H5) in study This is that commitment organizational influential
positive to performance. Based on table 4.9 is known commitment organizational own [3
value = 0.240 with mark significance 0.019 < 0.05, this means that the bigger
commitment organizational so will influential positive and significant to performance.
This is due to mark significance below standard (< 0.05) so that hypothesis fifth This
accepted

Mediation Test ( Sobel Test) Test)

Mediation Test ( Sobel Test) Test ) is a statistical technique used to testing whether a
mediating variable (mediator) significantly bridges the relationship between the independent
variable (X) and the dependent variable ().

1. Mediation Test Influence Compensation on Performance through Commitment

Organizational

Table 6
Regression Analysis Results
Variables Standard Error Standard beta coefficients
Compensation to Commitment 0.083 (SEA) 0.330 (A)
Organizational
Commitment Organizational on 0.038 (SEB) 0.240 (B)
Performance
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A: | .330 | @
B: | .240 | &
SEa: | -083 | @
SEg: | -038 | @

Calculate!

Sobel test statistic: 3.36470944
One-tailed probability: 0.00038312
Two-tailed probability: 0.00076624

Figure 1. Sobel Calculator Results Test

Based on the image 1 Sobel Calculator Results Test , Sobel score test The statistic is
3. 36470944 indicates a strong mediation effect. The p-value (probability): One- tailed p-
value = 0.0 0038312 and Two- tailed p- value = 0.000 76624. Both are <0.05, meaning the
results are significant. These results indicate that Y1 mediate influence X1 on Y2 . This
means that organizational commitment is a significant mediator. Therefore, it can be
concluded that H6, which states that Organizational Commitment mediates the relationship

between Compensation and Performance, is accepted.

2. Mediation Test Influence Characteristics Work on Performance through Commitment

Organizational

Table 7
Regression Analysis Results
Variables Standard Error Standard beta coefficients
Characteristics Work to Commitment 0.102 (SEA) 0.457 (A)
Organizational
Commitment Organizational on 0.038 (SEB) 0.240 (B)

Performance

[ =
LSEA (SE, )
indopocndent [ = dopendent
wariablo I wariablo

A: | .as57

=: [ .240 |
SEa: [102 |
SEg: | .038 |

Sobel test statistic: 3.65427811
One-tailed probability: 0.00012895
Two-tailed probability: 0.00025791

Figure 2. Sobel Calculator Results Test

Based on Figure 2 Sobel Calculator Results Test , Sobel score The test value is 3.654,
meaning there is a significant mediation effect. Furthermore, the p-value (probability): One-
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tailed p =0.000.012.895 and Two - tailed p = 0.0002.5791 . Both also show significant results
because p < 0.05.

These results show that Organizational commitment significantly mediates the effect
of job characteristics on performance. This means that some of the influence of job
characteristics on performance occurs through increased commitment to the organization.
Therefore, it can be concluded that H7, which states that Organizational Commitment
mediates the relationship between Job Characteristics and Performance, is accepted.

CONCLUSION
From the data analysis that has been carried out in this study, the following results can

be concluded:

1) Compensation influential positive to commitment ASN organizational structure in the
environment Pekalongan City Government.

2) Characteristics Work influential positive to commitment ASN organizational structure in
the environment Pekalongan City Government.

3) Compensation No influential to ASN performance in the environment Pekalongan City
Government.

4) Characteristics Work influential positive to ASN performance in the environment
Pekalongan City Government.

5) Commitment organizational influential positive to ASN performance in the environment
Pekalongan City Government.

6) Commitment Organizational mediate connection between Compensation on ASN
Performance in the environment Pekalongan City Government.

7) Commitment Organizational mediate connection between Characteristics Work on ASN
Performance in the environment Pekalongan City Government.
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