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The purpose of this study is to examine the effect of leadership, 
compensation and work motivation partially or jointly on employee 
performance. The research method used was descriptive and 
explanatory surveys. The population in this study were employees of 
61 Conventional People's Credit Banks in the Banten Province 
obtained through a sample of 245 respondents. The data analysis 
method used was Structural Equation Modelling (SEM). Based on the 
results of the study, it can be concluded that leadership and 
compensation partially or jointly have a positive and significant effect 
on work motivation (52%). Compensation is the most dominant 
variable influencing work motivation. Leadership, compensation and 
work motivation partially or jointly have a positive and significant 
effect on employee performance  (61%). Work motivation is the most 
dominant variable influencing employee performance. In addition, the 
results of the study indicate that work motivation is a full mediating 
variable for leadership and compensation in influencing employee 
performance. This study recommends that to improve the performance 
of employees of Conventional People's Credit Banks in Banten 
Province it is necessary to increase work motivation, which is reflected 
through work quantity.. Increased work motivation will influence the 
growth dimension, which is supported by increased compensation and 
also reflected by the financial compensation dimension. Improved 
leadership  is reflected by the dimensions of managerial ability.  
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Introduction 
 
The growth of the banking world today is increasingly developing in Indonesia; this is 
marked by the establishment of many private banks through both local and foreign investors. 
All of that is inseparable from the various successes of Indonesia's economic development 
and rapid growth. Each bank is trying to attract as many customers as possible by increasing 
quality in terms of services, products, interest and the growing use of technology. The main 
purpose of all of them is to provide satisfaction for customers. Banks have a very important 
role in the economic system along with the growing needs of the community. Banking 
institutions also play a role as an agent of development in national development, where banks 
distribute funds to the public in the form of credit, in order to increase the ability of fund 
mobility and create a better climate for the business world (Pakdel & Talebbeydokhti, 2018). 
 
The development of various business activities in the private sector has an impact on the high 
capital requirements, especially for small and micro businesses (SMEs) that have not been 
reached by commercial banks. The requirements to obtain capital loans from commercial 
banks are relatively difficult to meet because the need for collateral with certain 
requirements, such as collateral IT, must be: certified; have a financial statement in the form 
of a Balance and Profit/Loss sheets; and the business must have been running for a minimum 
of three years. This means businesses in the SME sector have not been fully touched by 
Commercial Banks. The SME sector is a form of business that has been tested in times of 
crisis and still survived. The businesses absorbed a lot of labour. In addition to Commercial 
Banks, bank financial institutions that can bridge the capital problem for the small and micro 
business sector are Rural Banks (BPR) (Priyono et al., 2018). 
 
The existence of BPR is very helpful for micro, small and medium businesses because the 
business activities of BPR are mainly aimed at serving small businesses and rural 
communities. However, with the growing needs of the community, the task of the BPR is not 
only aimed at rural communities but also includes the provision of banking services to people 
in economically weak groups in urban areas. The development of the number of 
Conventional Rural Banks in Banten Province based on the Indonesian Banking Statistics 
(SPI) data for 2016 during the period of 2011 to 2015 can be seen in the following table. 
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Table 1: Developments Total Bank RB Conventional in District / Town Banten Province 

No City / Regency 
Total BPR 
2011 2012 2013 2014 2015 

1 Kab. Lebak 3 3 3 3 3 
2 Kab. Pandeglang 2 2 2 2 2 
3 Kab. attack 2 2 2 2 2 
4 Kab. Tangerang 34 33 31 30 29 
5 Cilegon City 3 3 3 2 2 
6 City of Serang 0 0 0 0 0 
7 Tangerang City 26 26 26 24 23 
8 South Tangerang City 0 0 0 0 0 
total 71 69 67 63 61 
Growth Rate (%) - -2.82 -2.9 0 -5.97 -3.17 

Source: Data processed from Bank Indonesia Statistics (2016) 
 
Table 1 shows that the development of the number of Conventional BPR Banks based on 
Legal Entities in Regencies/Cities in Banten Province have decreased every year, with an 
average of -3.71%. The development of the fluctuating number of Conventional BPR Banks 
in the Regencies/Cities of Banten Province shows that competition in the banking sector is 
currently very tight. 
 
The variables in this study include leadership, compensation, motivation and employee 
performance. The unit of analysis in this study is the employees of 38 Conventional 
People's Credit Banks in  the Banten Province. Problem limitation aims to make researchers 
more focused on the problems of leadership, compensation, work motivation and employee 
performance to provide optimal research results. 
 
Based on the above problem formulation, the research objectives were to analyse and 
prove: 
1. The effect of leadership on work motivation of conventional BPR Bank employees in the 
Banten Province. 
2. The effect of compensation on the work motivation of conventional BPR Bank 
employees in the Banten Province. 
3. The effect of leadership and compensation together on the work motivation of employees 
of Conventional Rural Banks in the Banten Province. 
4. Leadership influence on the performance of conventional BPR Bank employees in the 
Banten Province 
5. The effect of compensation on the performance of conventional BPR Bank employees in 
the Banten Province. 
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6. The effect of work motivation on the performance of conventional BPR Bank employees 
in the Banten Province. 
7. The influence of leadership, compensation and work motivation together on the 
performance of conventional BPR Bank employees in the Banten Province.  
  
Literature Review 
 
Employee Performance 
 
Human Resources (HR) has an important role in achieving the organisation’s vision, mission 
and goals. In fact, it has become a factor in advancing companies to be able to compete in the 
midst of global competition. Gomes (2007) states that organisational performance is 
determined by the performance of the organisation’s employees. Then Mahmood, Iqbal and 
Samsara (2011),  stated that employee performance is the most important factor in 
organisational success, therefore there is a need to adopt an effective human 
resource strategy aimed at improving employee performance in the organisation. The 
existence of HR alone is not enough; it requires quality HR and international 
competitiveness, namely HR that has a superior performance. 
 
Mangkunegara (2009), defines work performance as the work of quality and quantity 
achieved by an employee in carrying out their duties in accordance with the responsibilities 
given to them. Performance is a universal concept. It is the operational effectiveness of an 
organisation,  and its employees based on predetermined standards and criteria. Organisations 
are basically run by humans, so performance is actually human behaviour in playing the role 
that they perform in an organisation to meet the standards of behaviour that have been set in 
order to produce the desired results and actions. 
 
Work Motivation               
 
In essence, human behaviour is motivated by the desire to achieve the goal of the 
activity. Mangkunegara (2011) explains the motive as encouragement of employees  so that 
the employee can adjust to their environment. While motivation is a condition that can 
move employees to be able to achieve their goals. 
 
Leadership 
 
The leader has a special position in an organisation. Their existence is believed to be a person 
who can run, animate, develop, advance and achieve the organisation’s goals. Cohen (2011) 
argues that leadership has the power to be able to distinguish between success and failure, 
both for organisation and for its employees. This understanding has an implicit meaning that 
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leaders use their influence to communicate to their subordinates to achieve the organisation’s 
goals.   
 
Compensation  
 
Creating a solid and well performing work team requires management's ability to build good 
relationships with the work team. One way is to plan a good compensation scheme Hasibuan 
(2010). With adequate compensation, job satisfaction will be created. This gives rise to work 
motivation creating effective performance. 
 
Framework for Thinking 
 
Influence Leadership, Compensation and Work Motivation, Collaborative against 
Employee Performance 
  
Emmanuel Akanpaadgi, Matthew Valogo and Christopher Akaligang (2014),  state 
that employees are more motivated to perform better with democratic leadership then of 
autocratic leadership and laissez faire. Masud Ibrahim and Veronica Adu Brobbey 
(2015),  state that leadership, recognition and assessment of employees, meeting employee 
expectations and socialisation are key factors that motivate employee work.  Irum Shahzadi, 
Ayesha Javed, Syed Shahzaib Pirzada, Shagufta Nasreen, and Farida Khanam (2014),  state 
that intrinsic rewards have a significant positive relationship with employee performance and 
employee motivation.  Muhamad Rizal, M Syafiie Idrus, Djumahir, and Rahayu Mintarti 
(2014),  state that compensation has a significant effect on organisational motivation and 
commitment but does not significantly influence employee performance. 
 
Research Hypothesis 
 
The hypotheses in this study is: 
 
1. (H1): There is a leadership influence on employee motivation in Conventional Rural 

Banks in the Banten Province. 
2. (H2): There is a compensation effect on the work motivation of employees of 
Conventional People's Credit Banks in Banten Regencies/Cities. 
3.  (H3): There is a joint influence of leadership and compensation on the work motivation 
of Conventional People's Credit Bank employees in Banten Province. 
4. (H4): There is a leadership effect on the performance of Conventional People's Credit 
Bank employees in the Banten Province. 
5. (H5): There is an effect of compensation on the performance of Conventional People's 
Credit Bank employees in the Banten Province. 
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6. (H6): There is an influence of work motivation on the performance of employees of 
Conventional People's Credit Banks in the Banten Province. 
7. (H7): There is an influence of leadership, compensation and work motivation together on 
the performance of Conventional People's Credit Bank employees in the Banten Province. 
  
Research Methods 
 
Method Used  
 
The object of this study that became the independent variable is leadership and compensation, 
the intermediate variable is work motivation, while the dependent variable is employee 
performance. 
 
This research used descriptive and verification methods. Descriptive research aims to obtain a 
description of the characteristics of the variables.  Verification research tests the truth of a 
hypothesis carried out through data collection in the field.  This study tested whether 
leadership and compensation affect work motivation and employee performance.  Descriptive  
and explanatory survey were used. 
 
The unit of analysis in this study is the employees of Conventional People's Credit Banks in 
the  Banten Province. The time period was a cross section time horizon. This is information 
from a sample of respondents collected directly at the scene, with the aim of finding out the 
opinions of some towards the object being studied. 
 
Data Types and Sources  
 
Data Type 
 
In research generally data are grouped into two types namely time series data and cross 
section (Husein, 2008).  Time series data is a collection of data from a particular phenomenon 
that is obtained in a certain time interval. Cross section data (or what is also called one time 
data), is a collection of data to examine a particular phenomenon in a certain period of time. 
 
Data Source 
 
The data source in this study consisted of research data using primary data and secondary 
data (Donald & Pamela, 2006). Primary data is data obtained directly from the first source 
through interviews, questionnaires and observations depending on the research needs. This is 
raw data without interpretation of a particular opinion. While secondary data is interpretation 
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of primary data. This means that this data has been carried out by the first party as a user of 
the data and then made into finished data. 
 
Data Collection Techniques 
 
The data in this study is primary data, that is data collected by the researcher directly from the 
main source (Suliyanto, 2006). In the primary data source there are several kinds of data 
collection techniques including the distribution of questionnaires, interviews and 
observations. However, the authors used a questionnaire distribution technique that referred 
to the Likert scale. 
 
Population and Samples   
 
According to Sugiyono (2013), population is a generalisation area that consists of subjects 
that have certain qualities and characteristics determined by researchers to be examined and 
then conclusions drawn. While Sekaran (2011), states that the population is a whole group of 
people, events or things that researchers want to investigate for research. In this study the 
population is employees of 61 conventional rural banks in the  Banten Province.  
 
Table 2: Population Conventional BPR Bank in the District/City Banten 
No City / Regency Total BPR 
1 Kab. Lebak 3 
2 Kab. Pandeglang 2 
3 Kab. attack 2 
4 Kab. Tangerang 29 
5 Cilegon City 2 
6 Tangerang City 23 
total 61 

Source: Data processed from Bank Indonesia Statistics (2016) 
  
The sample size  used in the hypothesis test is the structural equation model (SEM). Sekaran 
(2011), provides guidelines for determining the number of samples as follows: 
 
1. Sample size between 30 to 500 for most studies. 
2. If the sample is further broken down into sub-samples (male/female, junior/senior, etc.), 
the minimum number of sub samples must be 30 for each category. 
3. In multivariate research (including multivariate regression analysis) sample size must be 
several times larger (10 times or more) than the number of variables to be analysed. 
4. In a simple experimental study, with rigorous experiments (matched pair); the usual 
sample size is between 10 to 20 elements. 
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Joreskog & Sorbom (2001) in Bachrudin Tobing (2003) state that the sample size needed 
for Structural Equation Model analysis is at least 200 observations. Joreskog & Sorbom 
(2001) show  the relationship between the number of variables and the sample size in the 
model equations in Table 3. 
 
Table 3: Number of Variables and Minimum Sample Size Structural Equation Model (SEM) 
Analysis 
Number of Variables Sample Size 
3 200 
5 200 
10 200 
15 360 
20 630 
25 975 
30 1395 

Sources: Joreskog and Sorbom (2001:32) 
  
Hair et al. (2006), states there is no single criterion for determining sample size in SEM but it 
is necessary to pay attention to the ratio of samples to parameters (indicators) in order to 
reach a ratio of 1:5. 
 
To determine the sample of Conventional Rural Banks in Banten Province this study used the 
Slovin formula (Sevilla, 2007), namely: n = N / (1 + N (e) ²) where N = population size, n = 
Sample Units and e = Error tolerated (10%). Therefore n = 61 / {1 + 61 (0.1) ²} = 37.88 or 38 
banks. 
 
In this study there are 4 variables therefore a minimum sample size of 200 respondents is 
needed. Taking into account the availability of data outliers (Hair et al, 2006), and the 
principle the larger the sample size the better, then the minimum sample size in this study is 5 
respondents for each parameter in the study (Hair et al, 2006). This study has 49 parameters; 
therefore a minimum sample size was determined with this equation: 
 
n= number of parameters x 5              
= 49 x 5 
= 245 respondents 
 
The sampling method used in this study was probability sampling. According to Sugiyono 
(2013), probability sampling is a sampling method that provides equal opportunities for each 
element (manager) of the population to be selected as a sample. Then the probability 
sampling method used was the proportionate random sampling technique. According to 
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Supranto and Nandan Limakrisna (2012), the proportionate random sampling technique is 
sampling where the population elements consist of proportionally smaller elements. While 
Sugiyono (2013), states that proportionate random sampling is a sampling technique used to 
determine samples when the object to be examined or data sources are very broad. The 
sampling of this study is shown in Table 4.. 
 
Table 4: Population and Sample of Conventional Rural Banks Employees 
in Regencies/Cities in Banten Province 

No City / Regency BPR population 
(N i ) 

BPR Samples 
n i = ((N i) / 61) 
x38) 

Employee 
Samples 
n s = ((n i ) / 38) 
x245) 

1 Kab. Lebak 3 2 13 
2 Kab. Pandeglang 2 1 6 
3 Kab. Serang 2 1 6 
4 Kab. Tangerang 29 18 116 
5 Cilegon City 2 1 6 
6 Tangerang City 23 15 98 
Total 61 38 245 

Description: N i = Population RBs per City/District; n i = Sample BPR per City/District 
and; n s = Sample of Employees per City/District.      
Source: Data processed from Bank Indonesia Statistics (2016). 
 
The correlation formula used in this study is the product moment formula (Sugiyono, 2013): 

 
 
Information: 
r b = The Pearson correlation coefficient between the instrument items to be used  with the 
variable in question. 
X = The score of the instrument item to be used.                            
Y = The score of all instrument items in the variable.                            
n =  The number of respondents in the instrument trial.                            
  
Testing the significance of the correlation coefficient (r b) is done with a significance level of 
5%. The t test formula used is: 
 

; db = n - 2 (Sugiyono, 2013) 
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The decision to test the validity of consumers using a significance level of 5% is based on: 
1. Item questions/questionnaire study considered valid if t arithmetic l is more than or equal 

to t table. .    
2. The question item/research questionnaire question is invalid if t count is smaller than t table.    
 
According to Sugiyono (2013), if the Pearson correlation coefficient (r b) for each item of the 
instrument is positive and the magnitude of 0.3 and above (r b > 0.3), 
then the instrument item is said to be valid. To measure the level of validity of 
each instrument item in this study, SPSS software was used. 
 
Research Results and Discussion 
 
The results of the data analysis that has been carried out are based on the research method 
described in the previous section. The discussion of this section begins with an explanation of 
the data from the research respondents' profiles. Then it proceeds with a discussion of the 
results from processing and analysing the data and ends with conclusions obtained based on 
data analysis. 
 
Research Results 
 
Description Profile of Respondents              
 
Based on the distribution of questionnaires there was  245 samples from the employees of 
Conventional People's Credit Banks in Banten Province  were used as respondents. After 
collecting the completed questionnaire it was determined that all returned were declared 
valid. 
 
Description of Research Variables              
 
In this study the responses to the research variables were examined through descriptive 
analysis of each indicator. The variables in this study consisted 
of leadership, compensation, work motivation and employee performance. 
 
Results of testing analysis either partially or jointly are shown in Table 5. 
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Table 5: Hypothesis Test Results 

Hypothesis Hypothesis 
Description 

Koef. 
Lane 
/ R 2 

t value / 
F value 

t criter

ia/ 
F crit

eria 

Statistical 
Conclusions 

H1 

H 0 : γ11 = 0 
Leadership 
has no effect on work 
motivation 

0. 28 3.83 1.96 

H 0 is rejected and 
H a is accepted, 
meaning 
leadership has a 
positive and 
significant effect 
on work 
motivation 

H a : γ11 ≠ 0 
Leadership influences
 work motivation 

H2 

H 0 : γ1 2= 0 
Compensation 
has no effect on work 
motivation 

0. 51 6.24 1.96 

H 0 is rejected and 
H a is accepted, 
meaning 
compensation 
has a positive 
and significant 
effect on work 
motivation 

H a : γ1 2≠ 0 
Compensation effects
 work motivation 

H3 

H 0 : γ11 = γ12 = 
γ1 3= 0 

Leadership and 
compensation togethe
r do not effect work 
motivation 

0.52 133.2
8 3.84 

H 0 is rejected 
and H a accepted, 
meaning 
leadership and 
compensation 
jointly effect the 
work motivation 

H a : γ11 = γ12 = 
: γ1 3≠ 0 

Leadership and 
compensation togethe
r influence work 
motivation 

H4 

H 0 : γ2 1= 0 

Leadership 
has no effect 
on employee 
performance 

0. 24 3 , 58 1.96 

H 0 is rejected 
and H a accepted, 
meaning 
leadership has a 
positive and 
significant effect 
on the 
performance of 
employees 

H a : γ2 1≠ 0 
Leadership influences
 employee 
performance 

H5 H 0 : γ22 = 0 
Compensation 
has no effect 0. 22 2.67 1.96 H 0 is rejected 

and H a accepted, 
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Hypothesis Hypothesis 
Description 

Koef. 
Lane 
/ R 2 

t value / 
F value 

t criter

ia/ 
F crit

eria 

Statistical 
Conclusions 

on employee 
performance 

meaning 
compensation 
has a positive 
and significant 
effect on 
employee 
performance 

H a : γ22 ≠ 0 
Compensation effects
employee 
performance 

H6 

H 0 : β21= 0 
Leadership has no 
effect on employee 
performance 

0. 40 4.33 1.96 

H 0 is rejected 
and H a accepted, 
meaning that 
work motivation 
positive and 
significant effect 
on employee 
performance 

H a: β21 ≠ 0 
Leadership influences
employee 
performance 

 
Discussion 
 
Leadership, Compensation and Work Motivation Together have a Positive and Significant 
Effect on Employee Performance 
 
The results of data analysis with statistical tests state that leadership, compensation and work 
motivation together have a positive and significant effect on employee performance, with 
large contributions jointly amounting to 61 %, while 39 % are influenced by variables other 
than leadership, compensation and work motivation. But partially the most dominant variable 
influence on the performance of employees of Conventional People's Credit Banks in   the 
Banten Province is the variable of employee motivation that is equal to 0.40 with a total 
contribution of 29, 91 %. 
 
Conclusions and Suggestions 
 
Conclusion        
 
The results of this study can be concluded as follows: 
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1. The leadership reflected by the dimension of managerial ability (X2) partially has a 
positive and significant effect on the work motivation of employees of Conventional 
People's Credit Banks in the Banten Province as reflected by the growth dimension (Y3). 

2. Compensation reflected by the financial compensation dimension (X4) partially has a 
positive and significant effect on the work motivation of Conventional People's Credit 
Bank employees in the Banten Province as reflected by the growth dimension (Y3). 

3. Leadership reflected by the managerial ability dimension (X2) and compensation 
reflected by the financial compensation dimension (X4) jointly have a positive and 
significant effect on the work motivation of Conventional People's Credit Bank 
employees in the Banten Province with the coefficient of determination (R) 2 ) by 52%, 
shows that 52% of work motivation is able to be explained jointly by the variables of 
leadership and compensation while 48% is influenced by other variables  apart from the 
variables of leadership and compensation. The compensation variable reflected 
by the financial compensation dimension (X4) is partially the most dominant variable in 
increasing work motivation reflected by the growth dimension (Y3). 

4. The leadership reflected by the dimension of managerial ability (X2) partially has a 
positive and significant effect on the performance of Conventional People's Credit 
Bank employees in the Banten Province which is reflected by the dimension of work 
quantity (Y5). 

5. Compensation reflected by the financial compensation dimension (X4) partially has a 
positive and significant effect on the performance of Conventional People's Credit 
Bank employees in the Banten Province as reflected by the quantity of work (Y5). 

6. Work Motivation which is reflected by the growth dimension (Y3) partially has a positive 
and significant effect on the performance of Conventional People's Credit 
Bank employees in the Banten Province as reflected by the quantity of work (Y5). 

7. Leadership that is reflected by the dimensions of managerial ability 
(X2) , compensation reflected by the dimensions of financial compensation (X4)  and 
motivation that is reflected by the dimensions of growth (Y3) jointly have a positive and 
significant impact on the performance of employees of Rural Banks Conventional in the 
Banten Province which is reflected by the dimensions of the quantity of labour (Y5) with 
a coefficient of determination (R 2 ) by 61%, it  shows that 61% of the variable 
performance of employees are able to be explained jointly by the variables of leadership, 
compensation and work motivation. This seventh conclusion shows that the most 
dominant variable turned out to be the variable of motivation work. It also acts as a full 
mediating variable in mediating the variables of leadership and compensation in 
improving the performance of employees. 
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Suggestions   
 
After conducting this study the researcher has several suggestions in an effort 
to improve leadership, compensation, work motivation and employee performance of 
Conventional People's Credit Banks in the Banten as follows: 
 
1. Work motivation of Conventional People's Credit Bank employees in the Banten 

Province is relatively high as seen from the average perception of respondents (Table 4) 
which will lead to an increase in performance. Increased employee 
motivation is dominantly influenced by increased compensation, especially in the 
dimensions of financial compensation. Several indicators from the financial 
compensation variables  are: the level of the amount of meal allowance received; the level 
of transportation allowance received; the level of holiday allowance; and the level of 
annual leave allowance. However, 
there are still some indicators from financial compensation that can be considered and 
improved, namely: the level of overtime allowances; the level of position allowance; the 
level of salary received; the level of incentive received; the level of bonus received; the 
level of health benefits; and the level of retirement benefits. Then from the dimensions 
of non-financial compensation to be considered such as the level of giving protection 
program and the level of awards. 

 
2. Employee performance of Rural Bank Conventional in the Banten province is relatively 

high as seen the average perception of respondents in Table 5, in carrying out the 
management of the company. Enhancing the performance of the 
employees was dominant by the motivation to work mainly on the dimensions 
of growth. Some indicators from work motivation were: the recognition of the work; 
rewarding a high performance level; and the level of development potential. However, 
there are still several indicators on employee motivation that are suggested to be 
considered  such as:  the level of income conformity with the fulfilment of needs; the 
level of  job certainty and security; and the level of protection at work. Considering the 
dimension of connectedness it could be improved through: the level of 
relationships with fellow employees. As well with the dimensions of growth it is 
suggested to consider the level of involvement in the work and the level of employability. 

 
Suggestions for Further Researchers 
 
1. In this study, the compensation variable had the smallest influence on the performance of 

employees of Rural Banks Conventional in the Banten Province, so it is recommended to 
study that variable more. 
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2. Considering the motivation variable (influence of  variables of leadership  and 
compensation amounting to 52%,) further research could include a few other variables, 
such as work conditions, work discipline, ability to work, cooperation, competence, 
revitalisation training, job satisfaction, communication and organisational culture These 
could improve the motivation of  employees of Conventional Rural Banks 
in the Banten Province. 

3. In the performance variable employees are  influenced by of variables of leadership, 
compensation  and  work  motivation   for 61%, Further research  could incorporate other 
variables so that the expected contribution of the effect on the performance 
of employees can be increased. 

4. This study uses the work motivation variable as an intermediate variable (mediating); 
therefore further research will likely be able to produce different 
findings when using other variables such as job satisfaction or organisational 
commitment as mediating variables. 

5. This study can also be carried out at other companies, as well as government institutions 
or agencies and state-owned or private businesses, at both provincial and national levels. 
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