
 www.ijird.com                                                                                                                      September, 2019                                                                                        Vol 8 Issue 9 

   

INTERNATIONAL JOURNAL OF INNOVATIVE RESEARCH & DEVELOPMENT                  DOI No. : 10.24940/ijird/2019/v8/i9/SEP19040              Page 148 
 

 

 
 
 

The Effect of Performance Appraisal Systems and 
Compensation Systems on Work Motivation  
Mediated by Job Satisfaction of Yogyakarta  

Primary Tax Service Office Employees 
 

 

 

 

 

 

 

 

 

 

 

 
1. Introduction 

HR is a central figure in organizations and companies, so that management activities run well, companies must 
have knowledgeable and highly skilled employees and efforts to manage the company optimally so that employees' 
performance increases (Widodo, 2011). According to some literature, the success of an organization's performance can be 
influenced by the performance measurement system. HR factors must be guided, directed and driven to implement 
company goals; therefore, the company needs to form a performance measurement system. The establishment of a 
performance measurement system is expected to be useful to motivate employees to work and provide opportunities for 
employees to recognize, sharpen, develop, and convey initiative ideas and their thoughts and potential. In accordance with 
research by Naji et al., (2015), Cook (2004), Lira (2014) and Idowu (2017) which states that the performance 
measurement system has an important role in improving employee performance. 

In addition to establishing a performance measurement system, it must be accompanied by a fair and proper 
compensation system. Compensation or remuneration programs generally aim to benefit the company and the employee 
itself. Providing compensation is one thing that is very important to achieve company goals. Efforts to achieve company 
goals need to have a compensation program to motivate employees to work better. If the services provided are large 
enough, the manager will easily motivate his subordinates (Hasibuan, 2008). The importance of the compensation 
system's role in enhancing HR is supported by several literatures namely Darma (2018), Morgesan, Campion and Maertz 
(2001), Ferreira and Baidya (2016) Schwab (1973), Rizal, Idrus Djumahir and Mintarti (2014). 

In addition, the work motivation of employees is no less important both for employees themselves and for the 
company (Simamora, 2006). In encouraging motivation to improve performance, the provision of work motivation in KPP 
Pratama Yogyakarta needs to be done by providing work tasks and or challenges that are difficult to achieve and 
encourage motivation that can impact on work performance to subordinates. Yogyakarta Primary Tax Office also 
implements a job rotation system in completing tasks and mutations in order to adjust the expertise and abilities of each 
employee in work. In addition, the factors that influence employee work motivation are job satisfaction. In general, job 
satisfaction is colored by feelings towards the work environment situation and is a reflection of an employee's satisfaction 
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The role of Human Resources (HR) is very important for the company, HR is one of the factors directly involved in the 
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This research conducts structural equation modeling to test the proposed relationship. The results showed that the 
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work motivation and job satisfaction can mediate a positive and significant relationship between performance appraisal 
systems and motivation that work at the Yogyakarta Primary Tax Service Office 
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with conditions related to the implementation of work (Robbins & Mary, 2008). Employee dissatisfaction can occur if the 
work done is not in accordance with what is obtained from the company. The dissatisfaction of these employees raises 
undesirable things and can harm the company concerned. Therefore, employee job satisfaction must always be considered 
in order to bring a positive impact on the company that is reflected in the achievement of company goals. 
The phenomenon that occurs in KPP Pratama Yogyakarta due to the large size of this institution, it requires a high level of 
support or motivation and of course good compensation from the company to employees in order to increase employee 
motivation. In addition, KPP Pratama Yogyakarta also implements a job rotation system in completing tasks and mutations 
in order to adjust the expertise and abilities of each employee in work. Performance measurement systems and 
compensation systems affect work motivation and job satisfaction mediates the effect of performance measurement and 
compensation on work motivation. This is supported by the results of research by Herpen et al., (2005) and Ainnisya & 
Isnurrini (2018), Pribadi & Dhyah (2014), Ngatemin & Wanti (2013) and Haryani et al., (2015). 

Research on performance measurement systems and compensation systems is already quite a lot but research 
that combines these two variables and measures motivation as mediating variables is still very little. Therefore, the author 
will discuss and study this problem in a study entitled "The Effect of Performance Measurement Systems and 
Compensation Systems on Work Motivation Mediated by Job Satisfaction of KPP Pratama Yogyakarta Employees". 
 
2. Literature Review 
 
2.1. Effect of Performance Measurement Systems on Job Satisfaction 

An organization, both private and government, will always try to get members or employees involved in carrying 
out organizational activities. It can improve performance that is realized in the form of employee performance as high as 
possible to realize the goals of the organization. For this reason, skilled, professional and high-working human resources 
are the desire of all organizations. In general, job satisfaction is colored by feelings towards the work environment 
situation and is a reflection of an employee's satisfaction with conditions related to the implementation of work (Robbins 
& Mary, 2008). 

Employee dissatisfaction can occur if the work done is not in accordance with what is obtained from the company. 
The dissatisfaction of these employees raises undesirable things and can harm the company concerned. Therefore, 
employee job satisfaction must always be considered in order to bring a positive impact on the company that is reflected in 
the achievement of company goals. The research results of Herpen et al., (2005); Ukko et al., (2008); Souza & Ilse (2018); 
Almohtaseb et al., (2017); Alvi & Mehree (2013); Ying (2013) that the performance measurement system positively and 
significantly influences employee job satisfaction. The better the performance measurement system, the higher the level of 
employee satisfaction. Based on the description above, the hypotheses in this study are: 

 H1: There is an influence of the performance measurement system on job satisfaction of KPP Pratama Yogyakarta 
employees. 
 

2.2. Effect of Compensation Systems on Job Satisfaction 
According to Simamora (2006) compensation is financial rewards and intangible services and benefits received by 

employees as part of employee relations. According to Newman (2005) that compensation refers to all forms of financial 
rewards as well as measured services and benefits that employees receive as part of an employment relationship. 
According to Hasibuan (2008) compensation is defined as all income in the form of money, direct or indirect goods 
received by employees in return for services provided to the company. 

According to Handoko (2008) compensation is everything received by employees as compensation for 
subordinate work. Mondy (2008) states that compensation is the total reward received by employees in lieu of services 
that have been provided. Compensation is one of the factors that affect job satisfaction of an employee. Every organization 
should strive to improve the work satisfaction of its employees by providing fair and appropriate and competitive 
compensation programs. According to Madura (2001) factors that can affect job satisfaction include fair and proper 
compensation programs, job security, flexible work schedules, and employee engagement programs. Satisfaction with 
compensation is determined by fairness of compensation, level of compensation, and compensation administration 
practices. The research results of Herpen et al., (2005); Bakotić (2016); Rizal et al., (2016); Ghazanfar et al., (2011); 
Sudiardhita et al., (2018) that the compensation system positively and significantly influences employee job satisfaction. 
The better the compensation system, the higher the level of employee satisfaction. 

 H2: There is an effect of the compensation system on job satisfaction of KPP Pratama Yogyakarta employees 
 
2.3. Effect of Performance Measurement Systems and Compensation Systems Together on Job Satisfaction 

Compensation is a major factor influencing an employee's job satisfaction. In certain conditions this opinion can 
be accepted, especially if it is associated with the large number of workers holding rallies to demand improvements to 
their salaries / wages. Many organizations provide high compensation, but do not always make employees satisfied. This 
shows that job satisfaction is not only influenced by the level of compensation received by employees, but by other factors. 
Compensation often triggers employee dissatisfaction. According to Siagian (2006) organizations should be able to create 
a compensation system that can encourage job satisfaction for their employees, which in turn will form a positive and 
productive attitude. Based on the results of research Caugemi & Claypool (As'ad, 2002), found that the factors that cause 
job satisfaction are appreciation, praise, achievement, and promotion, while the factors that cause dissatisfaction are 
supervisors, working conditions, company policy, and salary. The research results of Herpen et al., (2005); Bakotić (2016); 
Rizal et al., (2016); Ghazanfar et al., (2011); Sudiardhita et al., (2018) that the performance measurement system and 
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compensation system simultaneously affect employee job satisfaction. The better the performance measurement system 
and the compensation system together, the higher the level of employee satisfaction. 
H3: There is an effect of the performance measurement system and the compensation system together on the job satisfaction 
of KPP Pratama Yogyakarta employees. 
 
2.4. Effect of Performance Measurement Systems on Motivation 

Performance measurement is related to employee work motivation where the implementation of performance 
measurement is expected to be useful to motivate employees to work and provide opportunities for employees in the 
aspects of extrinsic motivation and intrinsic motivation to recognize, sharpen, develop, and convey ideas of initiative and 
thoughts and their potential. It is hoped that the potentials of its employees will develop the best work performance for 
the development of the company and itself, especially to face the current era of globalization. Efforts to increase employee 
motivation, in addition to measuring performance must be accompanied by the provision of fair and appropriate 
compensation programs. The research results of Herpen et al., (2005); Ainnisya & Isnurrini (2018); that performance 
measurement positively and significantly influences employee motivation. The better the performance measurement 
system, the higher employee motivation. 

 H4: There is an effect of the performance measurement system on the work motivation of Yogyakarta KPP 
Pratama employees. 

 
2.5. Effect of Compensation Systems on Motivation 

Efforts to increase employee motivation, in addition to measuring performance must be accompanied by the 
provision of fair and appropriate compensation programs. Compensation programs on transparency, fairness, and 
controllability generally aim at the interests of the company and the employees themselves. So that these goals can be 
achieved and provide satisfaction for all parties, the compensation program should be based on the principles of fairness, 
fairness and compliance with labor laws. Providing compensation is one thing that is very important to achieve company 
goals. Efforts to achieve company goals need to have a compensation program to motivate employees to work better. If the 
services provided are large enough, the manager will easily motivate his subordinates (Hasibuan, 2008). The research 
results of Herpen et al., (2005); Ngatemin & Wanti (2013); Haryani et al., (2015); Rizal et al., (2016) that the compensation 
system positively and significantly influences employee motivation and performance measurement and compensation 
systems simultaneously influence employee motivation. The better the compensation system, the higher work motivation 
of employees. 

 H5: There is an effect of the compensation system on the work motivation of Yogyakarta KPP Pratama employees. 
 
2.6. Effect of Job Satisfaction on Motivation 

Job satisfaction is a reflection of one's feelings towards their work. Luthans (2005) in his book "Organizational 
Behavior" states that job satisfaction is a positive emotional state of someone arising from appreciation for something the 
work has done. It was further said that job satisfaction is the result of a person's achievements towards how well his work 
provides something useful to him. According to Handoko (Andini, 2006) job satisfaction is an emotional state that is felt 
pleasant or not by employees regarding their work. Rowland (Nursalam, 2008) states the manager's function of increasing 
staff job satisfaction is based on motivational factors which include: a desire to increase trust that the salary received is 
sufficient, has the ability of knowledge, skills and values needed, feedback, opportunities to try, Appearance instruments 
for promotion, cooperation and enhancing income. The research results of Herpen et al., (2005); Ngatemin & Wanti 
(2013); Ukko et al., (2008); Souza & Ilse (2018) that job satisfaction positively and significantly influences employee 
motivation. The better job satisfaction of employees, the higher work motivation of employees. 

 H6: There is an influence of job satisfaction on the work motivation of Yogyakarta KPP Pratama employees. 
 
2.7. The Effect of Performance Measurement Systems, Compensation Systems, and Job Satisfaction Together on Motivation 

Performance measurement and compensation related to employee work motivation where efforts to improve 
employee motivation, in addition to measuring performance must be accompanied by the provision of fair and appropriate 
compensation programs. The research results of Herpen et al., (2005); Souza & Ilse (2018); Alvi & Mehree (2013) that 
performance measurement positively and significantly influences employee motivation. Compensation is one thing that is 
very important to achieve company goals. Efforts to achieve company goals need to have a compensation program to 
motivate employees to work better. The better the performance measurement system, the compensation system and job 
satisfaction together - the higher the employee's work motivation. 

 H7: There is an influence of performance measurement systems, compensation systems, and job satisfaction 
together - the work motivation of Yogyakarta KPP Pratama employees. 

 
2.8. Effect of Performance Measurement Systems on Motivation Mediated by Job Satisfaction 

The implementation of performance measurement is expected to be useful to motivate employees to work and 
provide opportunities for employees in the aspects of extrinsic motivation and intrinsic motivation to recognize, sharpen, 
develop, and convey the ideas of initiative and their thoughts and potential. It is hoped that the potentials of its employees 
will develop the best work performance for the development of the company and itself, especially to face the current era of 
globalization. Efforts to increase employee motivation, in addition to measuring performance must be accompanied by the 
provision of fair and appropriate compensation programs. Locke (2004) also explains that one's job satisfaction depends 
on the discrepancy between should be (expectation needs or value) and what according to his feelings or perceptions have 
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been obtained through work. According to Locke (2004) an individual will feel satisfied or dissatisfied is something 
personal, depending on how he prepares for a match or conflict between the desire and the outcome of its release. The 
research results of Herpen et al., (2005); Souza & Ilse (2018) that performance measurement influences employee 
motivation indirectly through job satisfaction. Personal & Dhyah research results (2014); Alvi & Mehree (2013) that work 
measurement has a positive and significant effect on the work motivation of employees of PT. Enseval Putera Megatrading 
Surabaya Branch 2 through job satisfaction. The better the performance measurement system, the higher employee 
motivation is mediated by job satisfaction. 

 H8: There is an influence of the performance measurement system on the work motivation of Yogyakarta KPP 
Pratama employees which is mediated by job satisfaction. 

 
2.9. Effect of Compensation Systems on Motivation Mediated by Job Satisfaction 

Compensation relates to employee work motivation where compensation programs on transparency, fairness, and 
controllability generally aim at the interests of the company and the employees themselves. So that these goals can be 
achieved and provide satisfaction for all parties, the compensation program should be based on the principles of fairness, 
fairness and compliance with labor laws. Providing compensation is one thing that is very important to achieve company 
goals. Efforts to achieve company goals need to have a compensation program to motivate employees to work better. If the 
services provided are large enough, the manager will easily motivate his subordinates (Hasibuan, 2008). 

According to Herzberg (Robbins & Mary, 2008) job satisfaction and job dissatisfaction are different things. 
Satisfaction and dissatisfaction with the work is not a continuous variable. This theory formulates the characteristics of 
work into two groups namely; satisfies or motivators and dissatisfies. Satisfies are factors or situations that are needed as 
a source of job satisfaction consisting of interesting work, full of challenges there are opportunities for achievement, the 
opportunity to get awards and promotions. Fulfillment of these factors will cause satisfaction, but not fulfilling these 
factors does not always lead to dissatisfaction. Dissatisfies (hygiene factors) are factors that are the source of 
dissatisfaction consisting of salary / wages, supervision, interpersonal relations, working conditions and status. This factor 
is needed to meet the biological impulses as well as the basic needs of employees. If these factors are not met employees 
will not be satisfied. If the magnitude of these factors is sufficient to meet these needs, employees will not be disappointed 
even if they are not satisfied. The research results of Herpen et al., (2005); Souza & Ilse (2018); Alvi & Mehree (2013) that 
compensation affects employee motivation indirectly through job satisfaction. The better the compensation system, the 
higher employee motivation will be mediated by job satisfaction. 

 H9: There is an effect of the compensation system on the work motivation of Yogyakarta KPP Pratama employees 
which is mediated by job satisfaction. 

 
3. Research Methods 
               In this study the population is all employees (ASN) KPP Pratama Yogyakarta, amounting to 109 people. All 
censuses are subject to research. 
 
3.1. Performance Measurement System 

The performance measurement system described by Idowu (2017) develops Gardner's explanation (2008) and 
describes performance measurement as an evaluation of individual work with the main objective of achieving objective 
personnel decisions. It is also considered a process of obtaining, analyzing, and recording information that revolves 
around the relative value of employees to the organization. 

Idowu (2017) examines the relationship of performance measurement systems with employee motivation. Idowu 
(2017) measures a good performance measurement system with several indicators as explained below: 

 Level of importance 
 Assessed by the supervisor 
 Effective self-measurement 
 The most effective explicit goal 
 Rewards motivate employees more than awareness 
 Associated with compensation and incentives 
 Able to reach the goal 
 Job descriptions are easy to understand 
 Able to help identify strengths and weaknesses of the company 
 Promotion based on performance measurement 

 
3.2. Compensation System 

Compensation System is the provision of all benefits received by employees in lieu of services that have been 
provided (Herpen et al., 2005). 
Herpen et al., (2005) measure compensation systems with several indicators as to the following description: 

 Clarity by determining salary 
 Clarity with promotion 
 Clarity of criteria about promotion 
 Appreciation of employees who do a good job 
 Compensation of compensation received with performance performed 
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 Compensation received is better when compared to what can be obtained at other companies doing the same 
work 

 Appropriate promotion of promotions for employees 
 Appropriate compensation received if working harder. 
 Suitability of promotion is determined by the ability of each individual. 

 
3.3. Job Satisfaction 

Job satisfaction. Lund (2003) adds the definition of job satisfaction by stating that the function of the perceived 
relationship between what a person wants from his job and what he feels as an offer Job satisfaction is a positive 
emotional state of someone arising from something the work has done (Luthans, 2005). Measurement of job satisfaction 
measured by indicators from Lund (2003) include: 

 Satisfaction with work in the office 
 Satisfaction with my coworkers 
 Satisfaction with supervisors 
 Satisfaction with my salary 
 Satisfaction with promotion opportunities in the company 

 
3.4. Work Motivation 

Herpen et al., (2005) discuss motivation which is seen from intrinsic versus extrinsic motivation (Calder & Staw, 
1975). Extrinsic motivation is motivation that is obtained with satisfaction that is influenced by external needs and thus 
for example is stimulated by monetary rewards (Frey (1997). Motivation itself is measured by indicators that include 
(Herpen, 2005): 

 By working harder motivates employees to get optimal compensation 
 Employees find a good compensation system so they can motivate themselves 
 Good promotions stimulate employees to work hard 
 Employees are satisfied with a predetermined compensation system 
 Employees are satisfied with promotions held at the office 
 Employees know that the office feels it is important to have a solid and clear compensation system 
 Employees are enthusiastic about their salary levels 
 If it is really necessary, employees are ready to work overtime even if not specifically paid. 
 Employees often have to force themselves to work 
 Employees get a lot of satisfaction from the work I do 
 Employees are very satisfied with their work 
 The work done is in accordance with the business 
 Employees are enthusiastic about their work 
 Employees work with enthusiasm to get the job done 

 
4. Result 
 
4.1. Test Validity 

The results of the validity test based on calculations using SPSS for windows produce that the results of the 
validity test of each question item are concluded valid or a significance value ≤ 0.05. 
 
4.2. Reliability Test 

The method that will be used to perform the reliability test is to correlate the score between the questions with 
the total construct score or variable. As for the reliability test that will be used in this study is to use the SPSS facility, 
namely the Cronbach Alpha statistical test. A construct or variable is declared reliable, if the Cronbach Alpha value> 0.60 
(Ghozali, 2016). From the results of data analysis concluded that the question items are reliable or ≥ 0.60. 
 
4.3. Inferential Analysis 
 
 
 

 
 
 
 
 
 
 
 

Table 1: Result Test 
 

Pengujian Mediasi 
Arah Pengaruh Koefisien Regresi Indirect Effect Total Effect 

ଵܺ Y1 0,324 - - 
ܺଶ Y1 0,596 - - 
ଵܺ Y2 0,311 - - 
ܺଶ Y2 0,235 - - 
Y1 Y2 0,306 - - 

ଵܺ Y1 Y2 - 0,099 0,414 
ܺଶ Y1 Y2 - 0,182 0,417 
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4.4. Regression Analysis Model 1 
From the results of multiple linear regression analysis obtained the results of the regression coefficient, and p-

value. The results of linear regression analysis obtained by the calculation of multiple linear regression that connects the 
performance measurement system variables and compensation variables to the job satisfaction variable with the following 
equation: 
Y1 = 0.324X1 + 0.596X2 
 
4.4.1. Testing the Effect Coefficient (t test) 
 
4.4.1.1. Test the Effect of Performance Measurement Systems on Job Satisfaction 
The results of the calculation of the data processing, there is an effect coefficient of 0.324 and a statistical value of 5.666 
which corresponds to a significance value of 0.000 (calculation results). So, the performance measurement system has a 
positive and significant effect on job satisfaction of KPP Pratama Yogyakarta employees. Thus, the first hypothesis is 
accepted (proven). 
 
4.4.1.2. Test The Effect of the Compensation System on Job Satisfaction 

The results of the calculation of data processing, there is an effect coefficient of 0.596 and a statistical value of 
10.420 which corresponds to a significance value of 0.000 (calculation results). So, the compensation system has a positive 
and significant effect on job satisfaction of KPP Pratama Yogyakarta employees. Thus, the second hypothesis is accepted 
(proven). 

 
4.4.2. Coefficient of Determination (R2) 

Based on the results of the SPSS data processing, a coefficient of determination value of 0.735 is obtained. This 
means that 73.5% of the job satisfaction of KPP Pratama Yogyakarta employees is influenced by the two independent 
variables consisting of performance measurement systems and compensation systems. While the remaining 26.5% is 
influenced by other variables not included in this study. 
 
4.4.3. Simultaneous Significance Test (Test F) 

Based on the results of data processing calculations, the significance probability value of 0,000 was obtained. 
Because the significance level value <0.05 (α = 5%), then H0 is rejected, this means that simultaneously the performance 
measurement system variable and the compensation system have a significant effect on the dependent variable, namely 
job satisfaction. 
 
4.5. Regression Analysis Model 2 

From the results of multiple linear regression analysis obtained the results of the regression coefficient, and p-
value. The results of linear regression analysis can produce the following equation: 
Y2 = 0.311X1 + 0.235X2 + 0.506Y1 
 
4.5.1. Testing the Effect Coefficient (t test) 

The results of the calculation of the data if there is a coefficient of 0.311 and a statistical value of 3.579 which 
corresponds to a significance value of 0.001. So, the performance measurement system affects the work motivation of 
Yogyakarta KPP Pratama employees. Thus, the third hypothesis is accepted. 
 
4.5.1.1. Test the Compensation System for Work Motivation 

The result of data processing calculation is that there is a coefficient of 0.235 and a statistical value of 2.098 which 
corresponds to a significance value of 0.038. So, the compensation system affects the work motivation of Yogyakarta KPP 
Primary employees. Thus, the fourth hypothesis is accepted. 
 
4.5.1.2. Test Job Satisfaction on Work Motivation 

The results of the calculation of data processing, there is a coefficient of 0.306 and a statistical value of 3.067 
which corresponds to a significance value of 0.003. So, job satisfaction affects the work motivation of Yogyakarta KPP 
Primary employees. Thus, the fifth hypothesis is accepted. 
 
4.5.2. Coefficient of Determination (R2) 

Based on the results of SPSS data processing, the coefficient of multiple determination values obtained is 0.552. 
This means that 55.2% of the work motivation of KPP Pratama Yogyakarta employees is influenced by the three 
independent variables consisting of performance measurement systems, compensation systems and job satisfaction. While 
the remaining 44.8% is influenced by other variables not included in this study. 
 
4.5.3. Simultaneous Significance Test (Test F) 

Based on the results of data processing calculations, the significance probability value of 0,000 was obtained. 
Because the significance level value <0.05 (α = 5%), then H0 is rejected, this means that simultaneously the performance 
measurement system variables, Compensation system variables and job satisfaction variables have a significant influence 
on the dependent variable namely work motivation. 
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4.5.4. Path Analysis 
Path analysis model is a pattern of causal relationships or a set of hypothesized causal asymmetric among the 

variables (Ghozali 2016). Path analysis of the influence between these variables can be described as follows: 
 

 
Figure 1 

 
Based on the test above, a summary table of research results is made with the following details: 

Testing mediation hypotheses is calculated using a procedure developed by Sobel (1982) or Sobel Test. To calculate the 
test, the following data are needed: 

1). ଵܺ Y1    (a1)  = 0,324 
2). ܺଶ Y1    (a2)                = 0,596 
3). Y1 Y2    (b)              = 0,306 
4). SEa1                                        = 0,061 
5). SEa2         = 0,053 

 
4.5.4.1. Testing Mediation Effects 1 

ݖ =
ܾܽ

ඥ(ܾଶܵܽܧଶ	) + (ܽଶܾܵܧଶ)
 

=
0,324 × 0,306

ඥ(0,306ଶ	ݔ	0,061ଶ	) + (0,324ଶ	ݔ	0,077ଶ	)
 

ݖ =	3,18197361. 
From the calculation of the sobel test above obtained z value of 3.18197361, because the z value of 3.18197361> 1.96. 
Then prove that job satisfaction is able to mediate the effect of performance measurement systems on work motivation. 
 
4.5.4.2. Testing Mediation Effects 2 

ݖ =
ܾܽ

ඥ(ܾଶܵܽܧଶ	) + (ܽଶܾܵܧଶ)
 

=
0,596 × 0,306

ඥ(0,306ଶ	ݔ	0,053ଶ	) + (0,596ଶݔ	0,077ଶ	)
 

 
ݖ = 3,74693418 

From the calculation of the sobel test above obtained z value of 3.74693418, because the z value of 3.74693418> 1.96 with 
a significance level of 5% then proves that job satisfaction is able to mediate the effect of the compensation system on 
work motivation. 
 
4.6. Classic Assumption Test 
 
4.6.1. Data Normality Test 

Based on data analysis that the significance value is greater than 0.05, it can be concluded that the residual data 
are normally distributed. 
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4.6.2. Multicollinearity Test 
Based on the data analysis, it can be concluded that there is no multicollinearity between independent variables in 

the regression model, because none of the independent variables has a tolerance value smaller than 0.10 and a VIF value of 
more than 10 (ten). 
 
4.6.3. Heterokedasticity Test 

Heteroscedasticity test results show that the correlation value of the three independent variables with 
Unstandardized Residual has a significance value ≥0.05. Because the significance is more than 0.05, it can be concluded 
that there is no heteroscedasticity problem in the regression model. 
 
5. Discussion 

 Performance measurement system has a positive and significant effect on job satisfaction 
 Performance measurement system has a positive and significant effect on job satisfaction. Data processing in this 

study that analyzes the effect of performance measurement systems with job satisfaction is not in accordance with 
the hypothesis which states that there is a positive influence between performance measurement systems and job 
satisfaction. This means showing that employees who have a high-performance measurement system will have 
less organizational job satisfaction. 

 The compensation system has a positive and significant effect on job satisfaction 
 The compensation system has a positive and significant effect on job satisfaction. Processing data in this study 

that analyzes the effect of the compensation system with job satisfaction in accordance with the hypothesis which 
states that there is a positive influence between the compensation system and job satisfaction. This means 
showing that employees who have a higher compensation system then employees get job satisfaction in the 
organization. 

 Performance measurement systems and compensation systems have a positive and significant effect on job 
satisfaction 

 Performance measurement systems and compensation systems have a significant effect on work motivation. Data 
processing in this study that analyzes the effect between performance measurement systems and compensation 
systems with job satisfaction in accordance with the hypothesis which states that job satisfaction has a positive 
effect on work motivation. This means showing that employees who have a performance measurement system 
and compensation system will be more likely to have less job satisfaction with an organization. 

 Performance measurement system has a positive and significant effect on work motivation 
 Performance measurement system has a positive and significant effect on work motivation. Data processing in 

this study analyzes the effect of performance evaluation systems with work motivation in accordance with the 
hypothesis which states that there is a positive influence between performance measurement systems and work 
motivation. This means that shows that employees who have a higher performance measurement system 
employee get work motivation in the organization. 

 The effect of the compensation system has a positive and significant effect on work motivation 
 Compensation system has a positive but not significant effect on work motivation. Data processing in this study 

that analyzes the effect of compensation systems with work motivation is not in accordance with the hypothesis 
which states that there is a positive influence between compensation systems and work motivation. This means 
showing that employees who have a higher compensation system then employees tend to lack work motivation in 
the organization. 

 Job satisfaction has a positive and significant effect on work motivation. Job satisfaction has a significant effect on 
work motivation. 

 Data processing in this study that analyzes the effect between job satisfaction and work motivation in accordance 
with the first hypothesis which states that job satisfaction has a positive effect on work motivation. This means 
showing that employees who have job satisfaction will be more likely to have a high level of work motivation 
towards an organization. Thus, in the process of working within the organization, employees must feel 
comfortable and fair so that satisfaction with their work can motivate employees to improve work in the form of 
on time and can meet targets in the organization. 

 Performance measurement systems, compensation systems and job satisfaction have a positive and significant 
effect on work motivation 

 Performance measurement systems, compensation systems and job satisfaction have a significant effect on work 
motivation. Data processing in this study that analyzes the effect between performance measurement systems and 
compensation systems with job satisfaction in accordance with the hypothesis which states that job satisfaction 
has a positive effect on work motivation. This means showing that employees who have a performance 
measurement system and compensation system will be more likely to have less job satisfaction with an 
organization. 

 Job satisfaction can mediate a positive and significant relationship between performance measurement systems 
and work motivation. 

 These results are due to employees at KPP Pratama having high job satisfaction so that they are able to mediate 
performance measurement systems on work motivation. 
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 Job satisfaction can mediate a positive and significant relationship between compensation systems and work 
motivation. 

 These results indicate that Yogyakarta KPP Pratama employees have high job satisfaction so that they are able to 
mediate the compensation system for work motivation. 
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