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This research is intended to examine the contribution of compensation, work 

environment, and work motivation to work productivity in a manner partially and 

simultaneously. To the end, the study used the Path Analysis Model of Decomposition, 

which analyzes the influence of causality between research variables (Riduwan: 2008). 

The results of the study showed that compensation, work environment, and work 

motivation contribute significantly to the work productivity of BPS Mitra Ngawi 

Regency 2019. 
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1. Introduction1 

In organizational activities both in the form of institutions and companies, productivity is one of the important factors for the 

development of an institution or company. This can be interpreted, if productivity is higher, then the development of institutions 

or companies is also increasingly positive. Productivity is in principle the utilization of all elements of human resources owned by 

an institution or company to produce products or work to the maximum so that it is expected that institutions or companies will 

continue to exist and develop. When viewed from the object of research, then productivity here is the result of work done by Mitra 

BPS Ngawi Regency personnel in helping to handle BPS projects in Ngawi Regency. 

 

From the literature study, it can be known that many factors can affect work productivity.  For example, the compensation factor, 

namely a certain amount of money or direct or indirect goods received by each person or worker in return for the services of work 

he has done (Hasibuan, 2007). In connection with this, compensation closely relates to worker satisfaction. This is reflected in the 

greater the complement will be followed the higher the level of worker satisfaction. Related to this James Sherk (2013) writes that 

if the level of worker satisfaction is high is expected followed by high productivity as well. Furthermore, James Sherk stated that 

the increase in compensation tends to be followed by a rise in productivity, or in other words the tendency of increases in 

compensation and increases in productivity to move in linear lines. 

 

Another factor that has the potential to affect work productivity is the work environment, namely the environment where workers' 

work activities can be both physical and non-physical environments (Sedarmayanti: 011). To be able to achieve high productivity 

every worker needs a comfortable environment. This can be a good relationship between workers, a conducive atmosphere such 

as no noise, cool air and so on. That way every worker will feel comfortable in work so that it can affect their work productivity. 

This is in line with the results of research by Alvin et al (2018) which concluded that the work environment has a significant effect 

on employee work productivity. 

 

Furthermore, the factor that affects work productivity is work motivation, which is the encouragement from within a person to do 

something work to achieve a goal (As'ad: 2005). This factor also has the potential to greatly affect work productivity. This is evident 

from the results of Mulyadi's research (2010) which in its conclusions included that motivation and compensation simultaneously 
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significantly affect employee productivity. In addition, Nahavand in Jih-Hua (2017) on the results of his research stated that a 

person's positive feelings can evoke positive emotions so that in the end it is able to encourage increased productivity of work. In 

addition to these factors, there are many other factors that have the potential to affect work productivity but are not included in 

this study. 

 

Based on the various problems above, this research seeks to reveal the contribution of compensation, work environment, and work 

motivation to the labor productivity of BPS Mitra of Ngawi Regency in 2019 both partially and simultaneously. 

2. Literature Review 

2.1 Review of Compensation with Work Productivity 

As has been stated in his book Hasibuan (2007) that compensation is a sum of money or goods that each worker receives in return 

for the services of the work he has done. While work productivity according to Sutrisno (2009) is an ability of a worker to produce 

a job or product compared to the input used. So, an employee is declared productive if able to complete the work according to 

or exceeding the target set. These two factors are closely related to each other. This is reflected in the results of Bolanle et al 

research (2014) that compensation affects employee performance and increases productivity. Similarly, the results of Emmanual 

research (2013) also stated that compensation has a significant effect on labor productivity. Furthermore, it was also stated that 

the results of his research showed the fact that productivity depends on the level of satisfaction of workers for the compensation 

they receive. The same is also seen from the results of research that concludes that wages and incentives partially have a significant 

effect on work productivity (Vellina: 2012).  

  

2.2 Study of the Work Environment with Work Productivity 

The work environment is all the tools and materials that are used to work, the environment, the methods used, and the work 

system both as an individual and as a group (Sedarmayanti:2011).   Similarly, according to Nitisemito (2007), the work environment 

is everything around workers that can affect themselves in carrying out their work tasks. The work environment is closely related 

to work productivity.  This is evident from the results of research that states that the work environment and work skills have a 

significant effect on employee work productivity in the Black Crow cigarette factory of Maesan District Bondowoso district (Alvin 

et al:2018). In addition, it is also seen from the results of Kumbadewi et al (2016) research that concluded that there is simultaneous 

and partial environment work to the productivity. 

 

2.3 Study of Motivation with Work Productivity 

Motivation is the encouragement in a worker both physical and spiritual to do a job to achieve an organizationally defined goal 

(As'ad: 2005). Motivational factors are closely related to work productivity. This is evident from the results of Mulyadi's research 

(2010) which states that motivation and tension all together have a significant effect on employee productivity in PT. Galamedia 

Bandung Perkasa. In addition, it is also reflected in the results of Ibrahim's research (2013) which concluded that motivation can 

increase productivity. The same thing is also seen from the results of Nahavand's research in Jih-Hua (2017) which states that the 

ability of someone who continues to encourage work motivation will be able to increase work productivity. 

 

2.4 Hypothesis 

Compensation, work environment, and work motivation partially and simultaneously contribute significantly to the labor 

productivity of Mitra BPS Ngawi Regency. 

3. Research Methodology  

3.1 Operationalization of Research Variables 

1) Compensation (X1)  

Compensation is a sum of money or goods received by each Partner Power 

BPS Ngawi Regency in return for the work he has done. The indicators to measure these variables are: a) Appreciation for 

creativity; b) Appreciation for achievement; c) Tolerance of working hours; d) There is attention; e) Basic salary; f) 

Incentivizing; g) Giving money to eat. 

       2)    Work Environment (X2)  

The environment of work is everything that is around the workers of Mitra BPS Ngawi regency that can affect him in 

carrying out his work tasks. The indicators for measuring this variable consist of 1) Lighting at work; 2) Aircirculation; 3) 

Noise; 4) Mechanical vibrations at work; 5) Security at work; 6) Comfort; 7) The leadership's concern for employees; 8) 

There is a concern between employees. 

       3)    Motivation (X3)  

Motivation is the encouragement for the workers of Mitra BPS Ngawi Regency to carry out their work to achieve the goals 

set by the BPS Ngawi Regency. The indicators to measure the motivation variables are:  a) The duration of the activity; b) 
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Frequency of activity; c) Persistence in activities; d) Fortitude, tenacity, and the ability to overcome obstacles and 

difficulties;  e) Devotion and sacrifice to achieve the goal; f) The level of aspiration to be achieved in the activities carried 

out; g) The level of qualification of achievement or product (output) achieved from the activities carried out; h) Direction 

of attitude towards the target of the activity. 

       4)    Work Productivity (Y) 

Work productivity is the ability of the workers of Mitra BPS Ngawi Regency in producing a job or product compared to 

the input used. Indicators to measure it are a) The comparison between the present implementation and the historical 

implementation that does not show whether the current implementation is satisfactory or not, but only highlights whether 

the increase at is reduced and the level; b) Comparison of the implementation of one unit (individual task, section, process) 

with another. Measurements like this show relative achievement; c) Comparison of the present implementation with its 

target and this is best to focus the attention of the target and objectives. 

 

3.2 Population and Sampling 

As the population in this study is the entire Mitra BPS Power of Ngawi Regency which is 466   people. All members of the population 

were taken samples using the formula Slovin with a precision of 10% so that a sample of 82 people was obtained. The sampling 

technique used is simple random sampling or a simple random system. 

 

3.3 Data Collection Techniques 

In every research process, you need data. This data collection tool uses techniques:   Observation, documentary, and questionnaire 

as the main technique.  

 

3.4 Data Analysis Techniques 

Data analysis in this study uses the Path Analysis Model of Decomposition, which analyzes the influence of causality between 

research variables (Riduwan: 2008). But previously conducted validity tests and reliability tests and normality tests. 

 

4. Results and Discussions 

4.1 Validity Test 

The Validity Test in this study used the corrected item-total correlation technique, which correlates the score of each item with its 

total score. With a 2-sided test at a significance level of a = 5%. As for criteria if r calculates ≥ r table means valid question item, and 

vice versa if r calculates ≤ r table with invalid question item.  From the calculation results obtained the lowest X1 correlation coefficient 

value of 0.472, the lowest X2 of 0.634, the lowest X3 of 0.576, and the lowest Y variable of 0.625 which are all greater than the table 

of 0.361. So, all items for all variables are declared valid. 

 

4.2 Reliability Test 

This study's reliability test used the Alpha (Cronbach's) method. As for alpha (Cronbach's) testing provisions, if the reliability index 

is> 0.60, it can be stated that the instrument is reliable. From the results of statistical calculations obtained the index of reliability 

X1 amounted to 0.864, X2 amounted to 0.762, X3 by 0.728, and Variable Y by 0.849. The reliability index numbers are all greater 

than 0.60, so it can be stated that all the variables of this study are declared reliable. 

 

4.3 Normality Test 

The normality test uses the Kolmogorov-Smirnovmodel. The results of statistical calculations can be known from the Kolmogorov-

Smirnov column which shows that the value of significance for compensation variables is 0.074, the work environment is 0.082, 

work motivation is 0.078, and work productivity is 0.106. So, the significance value of all variables is greater than 0.05, so it can be 

stated that the data on all variables is a normal distribution. 

 

4.4 Discussion 

The hypothesis proposed in this study reads compensation, work environment, work motivation partially and simultaneously 

contribute significantly to the labor productivity of Mitra BPS Ngawi Regency.  

 

Based on the results of partial statistical calculations for variable X1, as seen in table 3 (in the appendix) that the motivation 

compensation to work productivity obtained t-calculate= 2,274 with the value of probability (Sig) = 0.015 < 0.05. This means that 

Ho is rejected and Ha is accepted. So, compensation partially contributes significantly to the labor productivity of Mitra BPS Ngawi 

Regency.  

 

Based on the results of partial statistical calculations for variable X2, it is seen in table 3 (in the appendix) that the effect of the 

work environment on work productivity is obtained t-calculate = 2,266 with probability value (Sig) = 0.027 < 0.05. This means that 
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Ho was rejected and Ha accepted. Therefore, the partial working environment contributes significantly to the labor productivity of 

Mitra BPS Ngawi Regency.  

 

Based on the results of partial statistical calculations for variable X3, it is seen in table 3 (in the appendix) that the effect of work 

motivation on work productivity is obtained t -calculate = 2,114 with null probability (Sig) = 0.035 < 0.05. This means that Ho was 

rejected and ha accepted. So, work motivation partially contributes significantly to the labor productivity of Mitra BPS Ngawi 

Regency.  

 

Based on calculations simultaneously obtained F calculates 10.458 with probability (Sig) = 0.000, which means <0.05. This means 

ho or the null hypothesis is rejected and Ha or the work hypothesis is accepted, so it can be stated that compensation, work 

environment, work motivation simultaneously contributes significantly to the labor productivity of Mitra BPS Ngawi Regency.  

 

5. Conclusion 

Based on the results of the above analysis, it can be concluded that compensation, work environment, and motivation partially 

and simultaneously contribute significantly to the labor productivity of Mitra BPS Ngawi Regency.  

 

6. Suggestions 

It is empirically evident that compensation, work environment, and work motivation contribute significantly encourage work 

productivity. Therefore, BPS Ngawi Regency needs to pay attention to these three factors if you want to increase the labor 

productivity of BPS Partners of Ngawi Regency. 
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Appendix: Statistical Calculation Results 

 

Table 1:  Summary Model 

Type R R Square Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .715a .511 .349 1.602 

a Predictors: (Constant), Motivation, Environment, Compensation 

b Dependent Variable:  Productivity 

 

 

Table 2:  ANOVAa 

Type Sum of Squares Df Mean Square F Sig. 

1 

Regression 12,782 3 1.822 10.458 .000a) 

Residual 74.192 79 3.102   

Total 86.974 79    

a Predictors: (Constant), Motivation, Environment, Compensation 

b Dependent Variable:  Productivity 

 

Table 3:    Coefficients 

 

   Type 

 

Unstandardized Coefficients 

 

Standardized 

Coefficients 

 

t 

 

Sig. 

B Std. Error Beta 

 1 

(Constant) -8.417 7.728         .258 .394 

Compensatio

n 
1.327 .467 2.274 2.724 .015 

Milieu  1.182 .328                  2.078 2.266 .027 

Motivation 1.090 .187 1.651 2.114 .035 

a. Dependent Variable: Productivity 

 

 

 

 

 


