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Abstract 

This study aims to determine the effect of compensation on employee performance , determine the 

effect of motivation on employee performance , determine the effect of work compensation on job 

satisfaction , determine the effect of work motivation on employee job satisfaction , knowing the 

effect of job satisfaction on employee performance , knowing the effect of compensation on 

employee performance through the mediation of job satisfaction , and knowing the effect of 

motivation on employee performance through mediating job satisfaction at KSP in Karangasem 

Regency . Using a quantitative approach. Questionnaires that have been tested for validity and 

reliability are then analyzed using descriptive analysis and inferential analysis with Structural 

Equation Model-Partial Least Square analysis and produce results. 
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INTRODUCTION  

Cooperatives in Bali are experiencing very rapid development. The province of Bali 

has 8 regencies and 1 municipality, including Jembrana, Buleleng, Karangasem, Klungkung, 

Bangli, Badung, Gianyar, Tabanan and Denpasar cities. Karangasem Regency is one of the 

districts that has various types of cooperatives and experiences development every year. The 

number of cooperatives in each district experiences an unstable development every year. 

Especially in Karangasem district, the development of the number of cooperatives is very 

unstable every year, in 2017 the number of cooperatives was 307 units, in 2018 the number 

of cooperatives was 283 units, in 2019 the number of cooperatives was 213 units, in 2020 

the number of cooperatives was 218 units, and in 2021 the number of cooperatives is 210 

units. In Karangasem Regency, there are various types of cooperatives, one of which is a 

savings and loan cooperative (KSP). Based on the results of the initial observations made, it 

is known that each cooperative has a small number of employees, where in each cooperative 

the management of the cooperative is directly involved as the manager of the cooperative. 

With minimal managers, there are multiple positions in each cooperative, a work system that 

is not in accordance with the position, and is not in accordance with the job description . So 

that it can cause less than the maximum performance produced. In addition, several savings 

and loan cooperatives in Karangasem have not held RATs (annual member meetings) for the 

last 2 years, where these cooperatives admit that there are no costs that can be used to carry 

out RATs, this is because the cooperative's income has decreased which has resulted in the 

inability of the cooperative in conducting the annual member meeting (RAT). The data above 

shows that the performance of cooperatives has decreased every year. The decline in 

cooperative performance can be caused by decreased employee performance. The following 
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is employee performance data in several cooperatives related to the income targets that the 

author took in each sub-district during the 2021 Fiscal year, shown in the following table: 

 

Table 1 

KSP Employee Performance Data in Karangasem in 2021 

 

NO Cooperative Name Subdistrict Target Realization 

1 KSP Wiguna Treasure Mangosteen 25,000,000 20,346,045 

2 KSP Tapa Sari Rendang 10,000,000 7,672,528 

3 KSP Batu Agung Strait 24,000,000 18,435,416 

4 Sinar Artha Cooperative Brother 14,000,000 8,254,848 

5 KSP Darma Sedana Karangasem 22,000,000 12,869,701 

6 KSP Adhi Tama Sidemen 35,000,000 25,149,360 

7 KSP Likes Nadi Burdendem 18,000,000 6,192,849 

8 KSP Wana Giri stronghold 30,000,000 9,387,939 

 

Table 1 shows that the realization of income that has been set by cooperatives tends to 

decrease. the performance data of savings and loan cooperatives in each sub-district in 

Karangasem Regency from the table above can be seen there is a comparison of the 

performance results of each cooperative, the data above is taken by the author as a 

representative of performance data from 106 cooperatives in Karangasem district to 8 

cooperatives where the data is taken one each cooperatives in each district. Judging from the 

data above, the initial observation that the author made a comparison of the results of 

cooperative performance was influenced by the results of the performance of cooperative 

employees. From the results of the initial interviews that the authors conducted, employee 

performance often declined. Based on the description of the background, the following 

problems can be formulated , how does compensation affect employee performance , how 

does motivation influence employee performance , how does work compensation influence 

job satisfaction , how does work motivation influence employee job satisfaction , how does 

job satisfaction affect employee performance , how does compensation influence employee 

performance through mediation of job satisfaction , and how does motivation influence 

employee performance through mediation of job satisfaction at KSP in Karangasem 

Regency. 

 

METHOD 

This study uses a quantitative approach, where the research population is all employees 

who work in savings and loan cooperatives in Karangasem Regency. KSP in Karangasem 

Regency with the object of research is the effect of compensation and motivation on 

employee performance through the mediation of job satisfaction . The data used is primary 

data distributing questionnaires (research questionnaires) to research objects and filled in 

directly by respondents and secondary data, namely data obtained based on the existing 
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population, namely 733 people where the entire population is 

all employees of savings and loan cooperatives in Karangasem district which will be used as 

a sample in this study based on the slovin formula the calculation obtained as many as 88 

people. The number of respondents is considered to be representative which reflects the state 

of the population. Besides that, it was also obtained from previous research, literature, and 

journals related to the problem. The sampling technique was carried out by stratified 

proportion sampling. Questionnaires that have been tested for validity and reliability were 

given to 100 respondents . The data analysis method used is descriptive analysis and 

inferential analysis with Structural Equation Model-Partial Least Square (SEM-PLS) 

analysis. 

  

RESULTS AND DISCUSSION 

Hypothesis test 

Hypothesis testing includes direct effects testing for hypotheses 1 to 5 and indirect 

effects testing for hypotheses 6 and 7. Hypothesis testing was carried out through a t-statistic 

test with an alpha level of 0.05 (5%) or t-table 1.96. If the value of the t-statistic > t-table 

(1.96), this means that the test results are significant, whereas if the t-statistic ≤ t-table, it 

means that the test is not significant. For the purposes of statistical testing, the data is shown 

in Table 5.13 as follows. 

Table 2 Statistical Testing Path Analysis 

Path 

Coefficient 

Between 

Variables 

Original 

Sample 

(O) 

Sample 

Means 

(M) 

STADEV 

standard 

deviation 

T-

Statistics 

P Values 

Criteria 

Compensation 

→ Employee 

Performance 

 

0.238 0.215 0.134 1,971 0.038 Significant 

Motivation → 

Employee 

Performance 

 

0.327 0.314 0.149 2,200 0.014 Significant 

Compensation 

→ Job 

Satisfaction 

 

0.359 0.363 0.106 3,381 0.000 Significant 

Motivation → 

Job 

Satisfaction 

 

0.612 0.608 0.105 5,806 0.000 Significant 
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Satisfaction → 

Employee 

Performance 

0.418 0.453 0.161 2,595 0.005 Significant 

 

Satisfaction 

Compensation 

→→ 

Performance 

Employee 

0.150 0.166 0.080 1,980 0.040 Significant 

 

Motivation 

→Job 

satisfaction → 

Employee 

performance 

0.256 0.274 0.108 2,363 0.009 Significant 

Source: Data processed 

 

Table 2 shows that: 

1) Compensation has a positive effect of 0.238 on employee performance and the effect is 

significant at the 0.05 level because the t-statistic value = 1.971 is greater than 1.96. Based 

on this description, hypothesis 1 in the study, namely compensation has a positive and 

significant effect on employee performance at KSP in Karangasem Regency is accepted 

or proven true. 

2) Motivation has a positive effect of 0.327 on employee performance and the effect is 

significant at the 0.05 level because the t-statistic value = 2.200 is greater than 1.96. Based 

on this description, hypothesis 2 in the study, namely motivation has a positive and 

significant effect on employee performance at KSP in Karangasem Regency is accepted 

or proven true. 

3) Compensation has a positive effect of 0.359 on job satisfaction and the effect is significant 

at the 0.05 level because the t-statistic value = 3.381 is greater than 1.96. Based on this 

description, hypothesis 3 in the study, namely compensation has a positive and significant 

effect on job satisfaction at KSP in Karangasem Regency is accepted or proven true. 

4) Motivation has a positive effect of 0.612 on job satisfaction and the effect is significant 

at the 0.05 level because the t-statistic value = 5.806 is greater than 1.96. Based on this 

description, hypothesis 4 in the study, namely motivation has a positive and significant 

effect on job satisfaction at KSP in Karangasem Regency is accepted or proven true. 

5) Job satisfaction has a positive effect of 0.418 on employee performance and the effect is 

significant at the 0.05 level because the t-statistic value = 2.595 is greater than 1.96. Based 

on this description, hypothesis 5 in the study, namely job satisfaction has a positive and 

significant effect on employee performance at KSP in Karangasem Regency is accepted 

or proven true. 
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6) Compensation has a positive effect on employee 

performance mediated by job satisfaction of 0.150 and the effect is significant at the 0.05 

level because the t-statistic value = 1.980 is greater than 1.96. Based on this description, 

hypothesis 6 in the study, namely job satisfaction plays a positive and significant role in 

mediating the effect of compensation on the performance of KSP employees in 

Karangasem Regency, is accepted or proven true. 

7) Motivation has a positive effect on employee performance mediated by job satisfaction 

of 0.256 and the effect is significant at the 0.05 level because the t-statistic value = 2.363 

is greater than 1.96. Based on this description, hypothesis 7 in the study, namely job 

satisfaction plays a positive and significant role in mediating the influence of motivation 

on the performance of KSP employees in Karangasem Regency, is accepted or proven 

true. 

 

Mediation Effects Analysis  

Testing the effect of mediation in analysis using PLS can use the procedure developed 

by Baron & Kenny (in Ghozali & Latan, 2015) with the following stages: 

1) The first model tests the significance of the effect of exogenous variables on endogenous 

variables (c) at t-statistics > 1.96. 

2) The second model tests the significance of the effect of exogenous variables on the 

mediating variable (a) at t-statistics > 1.96. 

3) The third model tests the significance of the effect of the mediating variable on the 

endogenous variable (b) at the t-statistic > 1.96. 

The three points of the provisions above can be visualized with the following image in 

order to facilitate understanding. 

 

 

 

 

 

 

 

 

If the effect of the exogenous variable on the endogenous variable (c) is not significant, 

the effect of the exogenous variable on the mediating variable (a) is significant and the effect 

of the mediating variable on the endogenous variable (b) is significant at t-statistics > 1.96, 

then the mediating variable is proven to mediate the effect of the variable exogenous to 

endogenous (full mediating) variables. On the other hand, if the effect of the exogenous 

variable on the endogenous variable (c) is significant, the effect of the exogenous variable 

on the mediating variable (a) is significant and the effect of the mediating variable on the 

endogenous variable (b) is significant at t-statistics > 1.96, then the mediating variable is not 

proven to mediate the effect of exogenous variables on endogenous variables (partially 

mediates). The following mediation test is carried out twice. 

Eksogen Endogen 

Mediation 
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1. Testing of Job Satisfaction Mediation on the Effect of Compensation on Employee 

Performance. 

Table 5.13 shows that the effect of the compensation variable on employee 

performance (c) is significant, t = 1.971 > 1.96. The effect of compensation variable on 

job satisfaction (a) is significant, t = 3.381 > 1.96. The effect of job satisfaction variable 

on employee performance (b) is also significant t = 2.595 > 1.96. Since a, b, and c are all 

significant, it can be concluded that job satisfaction does not fully mediate the effect of 

the compensation variable on employee performance. 

2. Testing the Mediation of Job Satisfaction on the Influence of Motivation on Employee 

Performance. 

In Table 5.13 it can be seen that the effect of the motivational variable on employee 

performance (c) is significant, t = 2.200 > 1.96. The effect of the motivation variable on 

job satisfaction (a) is significant, t = 5.806 > 1.96. The effect of job satisfaction variable 

on employee performance (b) is also significant t = 2.595 > 1.96. Since a, b, and c are all 

significant, it can be concluded that job satisfaction does not fully mediate the effect of 

motivational variables on employee performance. 

 

The Influence of Compensation on Employee Performance of Savings and Loans 

Cooperatives in Karangasem Regency  

Based on the results of the study indicate that compensation has a positive and 

significant effect on employee performance. Thus, H1 in this study is accepted. This can be 

seen from the test results which show that compensation has a positive effect of 0.238 on 

employee performance and the relationship is significant at the 0.05 level because the t-

statistic value is greater than 1.96 which is 1.971. Thus, in this study, employees in savings 

and loan cooperatives in Karangasem Regency generally get compensation with good 

criteria. Judging from the characteristics of the respondents through their dominant tenure 

working for more than 3 years, it is identified that employees feel that the compensation they 

receive is sufficient to meet their daily needs. This can be seen from the facts in the field that 

employees receive compensation in accordance with the job or job description received. In 

addition, KSP employees in Karangasem receive benefits in the form of health benefits. 

The results of this analysis are in accordance with research conducted by Dhermawan, 

Sudibya & Utama (2012) which states that compensation for performance shows a positive 

and significant influence on the office environment of the Bali provincial public works 

office. This means that an increase in compensation will have an impact on improving the 

performance of its employees and vice versa if the compensation provided by the company 

to employees is less or not good, then the impact that occurs in the company is that employee 

performance will be low. 

 

The Effect of Motivation on Employee Performance of Savings and Loans Cooperatives 

in Karangasem Regency 

Based on the results of the study indicate that motivation has a positive and significant 

effect on employee performance. Thus, H2 in this study is accepted. This can be seen from 
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the test results which show that motivation has a positive effect 

of 0.327 on employee performance and the relationship is significant at the 0.05 level 

because the t-statistic value is greater than 1.96 which is equal to 2.200. This means that the 

higher the work motivation of employees, the higher the performance of employees in 

savings and loan cooperatives in Karangasem Regency. Judging from the facts in the field, 

there is motivation among employees and the motivation given by the leadership is able to 

improve employee performance. The motivation given can be in the form of recognition for 

the work done. 

The results of this analysis are in accordance with research conducted by Darmayanti, 

Bagia, and Suwendra (2014) which states that there is an influence between motivation on 

employee performance at regional drinking water companies (PDAMs) in Gianyar Regency. 

 

The Effect of Compensation on Job Satisfaction of Savings and Loans Cooperative 

Employees in Karangasem Regency 

Based on the results of the study indicate that compensation has a positive and 

significant effect on employee job satisfaction. Thus, H3 in this study is accepted. This can 

be seen from the test results which show that compensation has a positive effect of 0.359 on 

employee performance and the relationship is significant at the 0.05 level because the t-

statistic value is greater than 1.96 which is 3.381. In this study, savings and loan cooperative 

employees were generally satisfied with the compensation given. Employees feel that the 

amount of compensation given can meet their daily needs and in accordance with the work 

they receive. Judging from the characteristics of the respondents through salary and years of 

service, it is more dominant to get a salary of under 3 million with a working period of more 

than 3 years. 

Research by (Purnamasari, 2013) shows that there is an influence between 

compensation on employee job satisfaction at PT. Eliza Parahyangan Garut Subbranch with. 

Research by (Retnoningsih et al., 2016) shows that financial compensation variables affect 

employee job satisfaction and non-financial compensation affects employee job satisfaction 

at PT PLN (Persero) East Java Distribution Malang Area. 

 

The Effect of Motivation on Cooperative Employee Job Satisfaction in Karangasem 

Regency 

Based on the results of the study indicate that motivation has a positive and significant 

effect on employee job satisfaction. Thus, H4 in this study is accepted. This can be seen from 

the test results which show that motivation has a positive effect of 0.612 on employee 

satisfaction and the relationship is significant at the 0.05 level because the t-statistic value is 

greater than 1.96 which is equal to 5.806. 

 

The Effect of Job Satisfaction on Employee Performance of Savings and Loans 

Cooperatives in Karangasem Regency 

Based on the results of the study indicate that job satisfaction has a positive and 

significant effect on employee performance. Thus, H5 in this study is accepted. This can be 
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seen from the test results which show that job satisfaction has a positive effect of 0.418 on 

employee satisfaction and the relationship is significant at the 0.05 level because the t-

statistic value is greater than 1.96 which is equal to 2.595. Thus, the results of this analysis 

provide information that the more satisfied employees are at work, the performance will 

increase. 

In this study, the job satisfaction of savings and loan cooperative employees in 

Karangasem Regency is good. This can be seen from the facts on the ground that employees 

of savings and loan cooperatives in Karangasem Regency have attained a fairly high level 

of education and have a relatively long working period identifying that employees are able 

to complete work responsibly and feel comfortable and happy at work so that performance 

is maximized. 

Research conducted by Syaifuddin (2017) "analysis of the effect of individual 

characteristics, employee competency, and organizational climate on job satisfaction, and 

employee performance at a state-owned trading company in Indonesia" states that job 

satisfaction can affect employee performance. As well as Carvalho, et. al. (2020) The results 

show that motivation has a significant positive effect on job satisfaction and employee job 

satisfaction performance. 

 

The Influence of Compensation on Employee Performance Through Mediation of Job 

Satisfaction Employees of Savings and Loans Cooperatives in Karangasem Regency 

Job satisfaction has a significant mediating role of 0.150 in the effect of compensation 

on employee performance and the relationship is significant at the 0.05 level because the t-

statistic value is greater than 1.96 which is 1.980. Based on this description, H6 in this study 

is accepted. It can be interpreted that the higher the compensation given is able to increase 

employee job satisfaction, which will have an impact on employee performance. This can 

be seen from the fact that compensation is able to increase the satisfaction of employees of 

savings and loan cooperatives in Karangasem Regency with the work they do. This 

satisfaction has a real impact on the performance they do. Employees are happy to work 

more enthusiastically and actively so that they are able to complete and be responsible for 

the work given. 

Research conducted (Syah, 2013; Kurniawan, et al., 2014) states that compensation 

has a positive and significant relationship with worker job satisfaction, where workers will 

feel satisfied when they receive compensation that is proportional to the sacrifices they give 

to the company. And Darma & Supriyanto (2017) "the effect of compensation on satisfaction 

and employee performance of PT. Telekomunikasi Indonesia” which states that job 

satisfaction mediates the effect of compensation on employee performance. 

 

The Influence of Motivation on Employee Performance through Mediation of Job 

Satisfaction Employees of Savings and Loans Cooperatives in Karangasem Regency 

Job satisfaction has a significant mediating role of 0.256 in the effect of compensation 

on employee performance and the relationship is significant at the 0.05 level because the t-

statistic value is greater than 1.96, which is 2.363. Based on this description, H7 in this study 



 

SINOMICS JOURNAL | VOLUME 2 ISSUE 2 (2023) 

WWW.SINOMICSJOURNAL.COM 
393 

 

ISSN (e): 2829-7350 | ISSN(p): 2963-9441 

is accepted. It can be interpreted that the higher the motivation 

given will produce its own satisfaction for cooperative employees in Karangasem Regency 

so as to produce maximum performance. 

The results of this analysis are consistent with the results of research conducted by 

Murti and Srimulyani (2013) regarding "the effect of motivation on employee performance 

with the mediating variable of job satisfaction at PDAM Madiun City" stating that 

motivation has a significant effect on job satisfaction, job satisfaction has a significant effect 

on employee performance and job satisfaction. is a mediating variable between motivation 

and employee. 

 

CONCLUSION  

Based on the description and results of the research, it can be concluded as follows, 1) 

Compensation has a significant positive effect on employee performance. This means that 

the higher the compensation received by employees, it can significantly increase the 

performance of employees in savings and loan cooperatives in Karangasem Regency. 2) 

Motivation has a significant positive effect on employee performance. This means that the 

higher the motivation received by employees, it can significantly improve employee 

performance at savings and loan cooperatives in Karangasem Regency. 3) Compensation has 

a significant positive effect on job satisfaction. This means that the higher the compensation 

received by employees, it can significantly increase employee satisfaction at savings and 

loan cooperatives in Karangasem Regency. 4) Motivation has a significant positive effect on 

job satisfaction. This means that the higher the motivation received by employees, it can 

significantly increase employee satisfaction in savings and loan cooperatives in Karangasem 

Regency. 5) Job satisfaction has a significant positive effect on job satisfaction. This means 

that the higher the job satisfaction felt by employees, the performance of employees in 

savings and loan cooperatives in Karangasem Regency can significantly increase. 6) Job 

satisfaction does not fully mediate the effect of compensation on employee performance. 

This means that compensation can improve employee performance, either indirectly or 

directly without going through job satisfaction and 7) Job satisfaction does not fully mediate 

the effect of motivation on employee performance. This means that motivation can improve 

employee performance, either indirectly or directly without going through job satisfaction. 

Furthermore, it can also be conveyed in this research, namely, to be able to maintain high 

employee performance achievements, the management of the cooperative should maintain, 

if necessary, increase compensation, benefits and insurance received by employees in 

accordance with the work received by employees, to be able to maintain high employee 

performance achievements should the management of the cooperative maintains, if 

necessary, increases motivation in the form of praise and rewards to employees who have 

excellent performance. So that in this way employees will be more enthusiastic about 

completing their work and to be able to maintain high employee performance achievements, 

the management of the cooperative should try to achieve employee job satisfaction by 

providing comfortable facilities, a comfortable work environment, and trying to increase 
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compensation and motivation. So that if employees are satisfied, their performance will 

increase and produce excellent performance. 
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