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 PT. Securindo Packatama Indonesia (Secure Parking) is a 
company that provides parking services at various locations 
such as offices, hotels, shophouses, and hospitals. This study 

aims to examine the effect of compensation on employee 
performance with motivation as a moderating variable. Using a 
quantitative approach with the Structural Equation Modeling 
(SEM) method and involving 40 respondents, the research 
included tests for normality, validity, reliability, moderation, 

hypothesis, and goodness of fit. The normality test showed a 
multivariate value of 0.356 (<2.58), the second-stage validity 
test confirmed all indicators were valid (estimate >0.50), and the 
reliability test indicated sufficient reliability with CR >0.70 and 
AVE >0.50. However, hypothesis testing showed that 
compensation had no significant effect on performance (p = 
0.922), motivation also had no significant effect (p = 0.155), and 
motivation did not moderate the effect of compensation on 
performance (p = 0.488). Therefore, it is necessary to explore 
other variables that may be more relevant in improving 
employee performance. 
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1. INTRO$DUCTIO$N 

The rapid growth in vehicle ownership across Indonesia has significantly increased the 

demand for organized and efficient parking services. This situation has led to the 
emergence of numerous parking management companies competing to offer technological 

innovation and reliable service delivery. One such company is PT. Securindo Packatama 

Indonesia (Secure Parking), which has operated since 1979 and currently manages over 

1,300 locations nationwide. Despite its dominant market presence, recent data from its 

South Jakarta branch shows a 4.15% decline in unit revenue in 2023 compared to the 

previous year, signaling potential inefficiencies that may stem from internal human 
resource factors. 

In the context of service-based organizations like Secure Parking, employee 

performance plays a pivotal role in maintaining operational effectiveness and customer 

satisfaction(Rifa’i, 2021). Therefore, improving performance has become a strategic 

imperative. Compensation and motivation are two critical variables often linked to 
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performance outcomes. (Shohib et al., 2024)Compensation, both financial and non-

financial, is expected to serve as a tangible reward system that encourages productivity. 

Motivation, on the other hand, is believed to internally drive employees to align their 

efforts with organizational goals. Several studies have supported the positive effects of 

these variables. However, findings remain inconsistent—some studies report significant 
relationships while others find no meaningful correlation(Ariani, 2023). 

(Dwipayana et al., 2022)These contradictions suggest that contextual differences 

or unaccounted variables may be influencing results. For instance, the interaction 

between compensation and motivation has received limited attention, particularly in 

Indonesian organizational settings. Furthermore, many prior studies are limited in scope, 
focus primarily on local institutions, and often fail to analytically explore how these 

variables interrelate(S. Wahyuni et al., 2022). 

Based on these considerations, this study aims to analyze the effect of 

compensation on employee performance at PT. Securindo Packatama Indonesia and 

investigate whether motivation strengthens this relationship. The research applies a 

quantitative approach using Structural Equation Modeling (SEM) to provide empirical 
clarity and contribute to the broader discourse on human resource optimization in 

competitive service sectors. 

2. RESEA$RCH METHO$D 

Compensation 

A$cco$rding to$ Supa$rya$di in (Trisna & Guridno, 2021) (Co$mpensa$tio$n is the to$ta$l rewa$rd 

received by emplo$yees a$s a$n a$pprecia$tio$n fo$r their co$ntributio$ns to$ the o$rga$niza$tio$n, bo$th 

fina$ncia$l a$nd no$n-fina$ncia$l. A$cco$rding to$ Riva$i in (Trisna & Guridno, 2021) no$n-fina$ncia$l 

co$mpensa$tio$n is a$ rewa$rd given by the co$mpa$ny to$ emplo$yees no$t in the fo$rm o$f mo$ney, 

but in the fo$rm o$f fa$cilities. A$cco$rding to$ Sima$mo$ra$ in (Manopo et al., 2023) the 

co$mpensa$tio$n indica$to$rs a$re Wa$ges a$nd Sa$la$ries, Incentives, A$llo$wa$nces, and Fa$cilities. 

Motivation 

A$cco$rding to$ Juliya$nsa$h in (Tafonao, 2022)  a$nd in (Nurhalizah & Oktiani, 2024) 

mo$tiva$tio$n is a$n individua$l's willingness to$ put in high effo$rt to$ a$chieve o$rga$niza$tio$na $l 

go$a$ls. A$cco$rding to$ Seda$rma$ya$nti in (Nugraha et al., 2021) mo$tiva$tio$n is a$ menta$l 

co$nditio$n tha$t drives a$ctivity a$nd pro$vides energy tha$t lea$ds to$ a$chieving needs.  So$me 

indica$to$rs o$f mo$tiva$tio$n a$cco$rding to$ Geo$rge & Jo$nes in (Mas’ud, 2024) include Emplo$yee 

Beha$vio$r, Emplo$yee Effo$rt, and Emplo$yee Persistence 

Performance 

A$cco$rding to$ Seda$rma$ya$nti in (Putra et al., 2023) a$nd (Mangkunegara, 2013) 

Perfo$rma$nce is the wo$rk results tha$t ca$n be a$chieved by a$ perso$n o$r gro$up o$f peo$ple in 

a$n o$rga$niza$tio$n, in a$cco$rda$nce with their respective a$utho$rities a$nd respo$nsibilities, in 

o$rder to$ a$chieve the go$a$ls o$f the o$rga$niza$tio$n co$ncerned lega$lly, witho$ut vio$la$ting the la$w 

a$nd in a$cco$rda$nce with mo$ra$ls a$nd ethics. A$cco$rding to$ Ka$smir in (P. Wahyuni & 

Maretasari, 2022) emplo$yee perfo$rma$nce is the result o$f co$mpleting ta$sks a$nd o$bliga$tio$ns 

given o$n time. Perfo$rma$nce is the a$mo$unt o$f emplo$yee a$ctivity tha$t benefits o$r ha$rms the 

Co$mpa$ny's go$a$ls. A$cco$rding to$ Ma$this & Ba$ngun in (Damanik, 2021) Perfo$rma$nce 

indica$to$rs include Qua$ntity o$f wo$rk, Qua$lity o$f wo$rk, Punctua$lity, A$ttenda$nce, and A$bility 

to$ wo$rk to$gether. 

Previous Research 
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So$me studies tha$t ha$ve been co$nducted rela$ted to$ co$mpensa$tio$n, mo$tiva$tio$n a$nd 

perfo$rma$nce va$ria$bles include (Utami et al., 2023): 

a. Resea$rch co$nducted by (Agustine & Andani, 2023) sho$ws tha$t mo$tiva$tio$n a$nd bo$th 

ha$ve a$ po$sitive a$nd significa$nt effect o$n emplo$yee perfo$rma$nce a$t PT. Ha$sta$ Ja$ya $ 

Ma$rina$ in Centra$l Ja$ka$rta$. 

b. Resea$rch co$nducted by (Tafonao, 2022) sho$ws tha$t co$mpensa$tio$n (X1) a$nd mo$tiva$tio $n 

(X2) ha$ve a$n effect o$n the Emplo$yee Perfo$rma$nce Va$ria$ble (Y) a$t the Ida$no$ta$e District 

O$ffice, So$uth Nia$s Regency. 

c. Resea$rch co$nducted by (Putra et al., 2023) sho$ws tha$t co$mpensa$tio$n a$nd wo$rk 

mo$tiva$tio$n simulta$neo$usly ha$ve a$ po$sitive a$nd significa$nt effect o$n the perfo$rma$nce o$f 

emplo$yees a$t The A$xa$na$ Ho$tel Pa$da$ng. 

1. Type o$f Resea$rch 

The type o$f resea$rch used is qua$ntita$tive resea$rch,  menurut Desfitria$dy & 

Pa$ndini  in  (Aryata & Marendra, 2023) qua$ntita$tive resea$rch is a$ type o$f resea$rch 

tha$t uses numbers in pro$cessing da$ta$ to$ pro$duce structured info$rma$tio$n. 

2. Resea$rch Va$ria$bles 

a. The independent va$ria$ble in this resea$rch is Co$mpensa$tio$n 

b. The dependent va$ria$ble in this resea$rch is emplo$yee perfo$rma$nce 

c. The mo$dera$ting va$ria$ble in this resea$rch is Mo$tiva$tio$n 

3. Po$pula$tio$n a$nd Sa$mple 

A$cco$rding to$ Trisna$ & Guridno$ in (Aryata & Marendra, 2023) Po$pula$tio$n is 

the to$ta$lity o$f ea$ch element to$ be studied which ha$s the sa$me cha$ra$cteristics, it 

ca$n be individua$ls fro$m a$ gro$up, event, o$r so$mething to$ be studied. The 

po$pula$tio$n in this study were a$ll emplo$yees o$f PT Securindo$ Pa$cka$ta$ma $ 

Indo$nesia$, So$uth Ja$ka$rta$, to$ta$ling 40 emplo$yees. 

The sa$mple is the number a$nd cha$ra$cteristics o$f the po$pula$tio$n. Sa$tura$ted 

sa$mpling is a$ sa$mpling technique when a$ll members o$f the po$pula$tio$n a$re used a$s 

sa$mples (Rika & Suci, 2019). Ba$sed o$n the po$pula$tio$n size a$nd sa$mpling 

technique used, the number o$f sa$mples in this study wa$s 40 emplo$yees. 

4. Resea$rch Fra$mewo$rk 

The fra$mewo$rk o$f thinking in this resea$rch ca$n be seen in the picture 

belo$w where the Co$mpensa$tio$n va$ria$ble ha$s 4 indica$to$rs, the Mo$tiva$tio$n va$ria$ble 

ha$s 3 indica$to$rs a$nd the perfo$rma$nce va$ria$ble ha$s 5 indica$to$rs. 

 

 

 
 

 

 

 

 
 

 

 

1. Wages and Salaries 

2. Incentives 
3. Allowances 

4. Facilities 

         Compensation 

 

1. Quantity of work 

2. Quality of work 

3. Punctuality 

4. Attendance 

5. Ability to work together 

     Employee Performance 

 

H1 

1. Employee Behavior 

2. Employee Effort 

3. Employee Persistence 

           Motivation 

 

H3 

H2 



Ma $ntik ISSN 2685-4236 (O$nline)  

I Made Aryata, Impact of compensation on employee performance with motivation as a moderator 

359 

 

            Figure 1. Resea$rch Fra $mewo$rk 

5. Da$ta$ A$na$lysis Techniques 

Da$ta$ a$na$lysis is a$n a$ctivity ca$rried o$ut a$fter da$ta$ fro$m a$ll respo$ndents o$r o$ther 

da$ta$ so$urces ha$s been co$llected (Ghozali, 2008) . A$ctivities ca$rried o$ut in 

co$nducting da$ta$ a$na$lysis include gro$uping, ta$bula$ting da$ta$, ca$rrying o$ut 

ca$lcula$tio$ns to$ a$nswer the specified pro$blem fo$rmula$tio$n a$nd ca$rrying o$ut 

ca$lcula$tio$ns to$ test resea$rch hypo$theses tha$t ha$ve been pro$po$sed Sugiyo$no$ in 

(Aryata & Marendra, 2023). Structura$l Equa$tio$n Mo$deling (SEM) is a$ co$mbina$tio$n 

o$f two$ a$na$lysis metho$ds, na$mely fa$cto$r a$na$lysis a$nd pa$th a$na$lysis into$ o$ne 

co$mprehensive sta$tistica$l metho$d. A$cco$rding to$ (Rian Iskandar & Hariandy Hasbi, 

2024)  Severa$l sta$ges ca$rried o$ut in the Structura$l Equa$tio$n Mo$deling (SEM) 

metho$d include: 

a. Va$lidity test ca$n be seen in the fa$cto$r lo$a$ding weight va$lue o$f 0.50 o$r mo$re 

which is co$nsidered to$ ha$ve stro$ng eno$ugh va$lidity to$ expla$in the la$tent 

co$nstruct  

b. The relia$bility test ca$n be seen if the Co$nstruct Relia$bility (CR) va$lue is ≥ 0.70 

a$nd the va$ria$nce extra$cted va$lue is ≥ 0.50 

c. The Mo$dera$tio$n Test is a$n a$ppro$a$ch tha$t a$llo$ws a$ rela$tio$nship between a$n 

independent va$ria$ble a$nd the dependent va$ria$ble tha$t is influenced by o$ther 

la$tent va$ria$bles. Va$ria$bles tha$t a$llo$w the rela$tio$nship between o$ne va$ria$ble a$nd 

a$no$ther va$ria$ble a$re ca$lled mo$dera$ting va$ria$bles. O$ne metho$d tha$t ca$n 

estima$te the mo$dera$ting effect o$n a$ co$mplex SEM is the Ping metho$d. 

Ping(1995) in (Kamila et al., 2023) sta$tes tha$t a$ single indica$to$r sho$uld be used 

a$s a$n indica$to$r o$f a$ mo$dera$ting la$tent va$ria$ble. This single indica$to$r is a$ 

multiplica$tio$n between the indica$to$r o$f the exo$geno$us la$tent va$ria$ble a$nd the 

indica$to$r o$f the mo$dera$to$r va$ria$ble. Fo$r exa$mple, the rela$tio$nship between X 

a$nd Y is influenced by the la$tent va$ria$ble Z. where Y is the ma$nifest dependent 

va$ria$ble while X a$nd Z a$re la$tent va$ria$bles a$nd ea$ch ha$s a$n indica$to$r(Sutrisno, 

2019). 

d. Hypo$thesis testing is do$ne by lo$o$king a$t the significa$nt level o$f rela$tio$nship 

between va$ria$bles by lo$o$king a$t the P-va$lue <0.05 (Sugiyono, 2017). 

e. Go$o$dness o$f Fit is used to$ test the mo$del used in the study. A$cco$rding to $    

(Lisnawati et al., 2022), In the SEM a$na$lysis technique, severa$l sta$tistica$l tests 

a$re used to$ test the hypo$theses o$f the develo$ped mo$del. The sta$tistica$l test 

used to$ mea$sure the level o$f fit o$f the mo$del in resea$rch a$fter the a$ssumptio$ns 

in the SEM a$re met. (Hair, 2010) The criteria$ fo$r Go$o$dness o$f Fit a$re a$s sho$wn 

in the ta$ble belo$w: 

Ta$ble 1. Go$o$dness o$f Fit criteria $ 

Criteria Value 

Chi-Squa$re 0: Perfect FIT, the bigger the less fit 

Pro$ba$bility ≥α: FIT, the va $lue o$f α tha$t ca $n be used is 5%, 

1% a$nd 10% 

GFI 0: Unwell; 1: Perfect FIT; ≥0.9 : FIT 
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A$GFI 0: Unwell; 1: Perfect FIT; ≥0.9 : FIT 

RMSEA $ ≤0,05 : FIT ; >0,1 : No$ FIT 

TLI 0: No$t FIT; 1: Perfect FIT; ≥0.9 : FIT 

NFI 0: No$t FIT; 1: Perfect FIT; ≥0.9 : FIT 

PCFI 0: No$t FIT; the bigger the fit 

PNFI 0: No$t FIT; the bigger the fit 

6. Hypo$thesis Develo$pment 

Ho$1 : There is no$ significa$nt influence between Co$mpensa$tio$n o$n Emplo$yee 

Perfo$rma$nce a$t PT. Securindo$ Pa$cka$ta$ma$ Indo$nesia$ 

Ha$1: There is a$ significa$nt influence between Co$mpensa$tio$n o$n Emplo$yee 

Perfo$rma$nce a$t PT. Securindo$ Pa$cka$ta$ma$ Indo$nesia$ 

Ho$2: There is no$ significa$nt influence between Mo$tiva$tio$n o$n Emplo$yee 

Perfo$rma$nce a$t PT. Securindo$ Pa$cka$ta$ma$ Indo$nesia$ 

Ha$2: There is a$ significa$nt influence between Mo$tiva$tio$n o$n Emplo$yee 

Perfo$rma$nce a$t PT. Securindo$ Pa$cka$ta$ma$ Indo$nesia$ 

Ho$3: There is no$ significa$nt influence between Co$mpensa$tio$n o$n Emplo$yee 

Perfo$rma$nce with Mo$tiva$tio$n a$s a$ Mo$dera$ting Va$ria$ble a$t PT. Securindo $ 

Pa$cka$ta$ma$ Indo$nesia$ 

Ha$3: There is a$ significa$nt influence between Co$mpensa$tio$n o$n Emplo$yee 

Perfo$rma$nce with Mo$tiva$tio$n a$s a$ Mo$dera$ting Va$ria$ble a$t PT. Securindo $ 

Pa$cka$ta$ma$ Indo$nesia$ 

3. RESULTS A$ND DISCUSSIO$NS 

Ea$rly Mo$del 
There a$re Co$mpensa$tio$n va$ria$ble ha$s 4 indica$to$rs, the Mo$tiva$tio$n va$ria$ble ha$s 3 

indica$to$rs a$nd the perfo$rma$nce va$ria$ble ha$s 5 indica$to$rs a$s seen in the ima$ge belo$w. 

 
Figure 2. Initia$l Resea $rch Mo$del 

No$rma$lity Test 
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Ba$sed o$n the results o$f the no$rma$lity test ca$rried o$ut using SEM A$MO$S, the Multiva$ria$te 

va$lue o$bta$ined wa$s 0.356, where this va$lue is sma$ller tha$n 2.58 so$ tha$t the mo$del ca$n be 

tested a$t the next sta$ge. 

Ta $ble 2. No$rma$lity Test 

Va$ria $ble min ma$x skew c.r. kurto$sis c.r. 

KP_1 1 5 -0,366 -0,946 -1,025 -1,324 

MO $_1 2 5 -0,296 -0,765 -0,728 -0,94 

MO $_2 2 5 -0,111 -0,285 -0,537 -0,694 

MO $_3 2 5 -0,281 -0,725 -0,633 -0,817 

MO $_4 1 5 -0,307 -0,794 -0,067 -0,086 

MO $_5 1 5 -0,62 -1,601 -0,329 -0,425 

KI_5 2 5 -0,537 -1,387 -0,32 -0,413 

KI_4 1 5 -0,782 -2,02 0,542 0,7 

KI_3 1 5 0,351 0,908 0,351 0,454 

KI_2 1 5 -0,121 -0,311 -0,536 -0,692 

KI_1 1 4 0,413 1,067 -0,996 -1,286 

KP_2 1 5 0,043 0,112 -1,116 -1,44 

KP_3 1 5 0,134 0,347 -0,528 -0,682 

KP_4 1 5 -0,151 -0,39 -0,789 -1,019 

KP_5 2 5 0,121 0,311 -0,724 -0,935 

KP_6 1 5 -0,41 -1,059 0,373 0,482 

Multiva $ria $te 
    

2,704 0,356 

Va$lidity Test 

A$t this sta$ge, a$ va$lidity test will be ca$rried o$ut where the test is ca$rried o$ut to$ determine 

whether the sta$tements used in the questio$nna$ire ca$n be used o$n the resea$rch o$bject 

being ca$rried o$ut a$nd pro$vide a$ccura$te results. Ba$sed o$n the o$utput results pro$duced 

using the A$MO$S a$pplica$tio$n, it is kno$wn tha$t there a$re severa$l indica$to$rs tha$t a$re 

decla$red INVA$LID with a$ va$lue sma$ller tha$n the required va$lue o$f 0.5 so$ tha$t these 

indica$to$rs need to$ be remo$ved fro$m the mo$del crea$ted fo$r further va$lidity testing. 

Ta $ble 3. Va$lidity Test Pha$se 1 

      Estima $te 

KP_6 <--- Co$mpensa$tio$n 0,575 

KP_5 <--- Co$mpensa$tio$n 0,479 

KP_4 <--- Co$mpensa$tio$n 0,788 

KP_3 <--- Co$mpensa$tio$n 0,645 

KP_2 <--- Co$mpensa$tio$n 0,753 

KI_1 <--- Perfo$rma$nce 0,229 

KI_2 <--- Perfo$rma$nce 0,614 

KI_3 <--- Perfo$rma$nce 0,417 

KI_4 <--- Perfo$rma$nce 0,641 

KI_5 <--- Perfo$rma$nce 0,822 

MO$_5 <--- Mo$tiva $tio$n 0,797 

MO$_4 <--- Mo$tiva $tio$n 0,717 

MO$_3 <--- Mo$tiva $tio$n 0,514 
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MO$_2 <--- Mo$tiva $tio$n 0,719 

MO$_1 <--- Mo$tiva $tio$n 0,276 

KP_1 <--- Co$mpensa$tio$n 0,495 

Fro$m the results o$f the sta$ge 2 va$lidity test, it is kno$wn tha$t a$ll indica$to$rs in the va$ria$bles 

used in the study a$re sa$id to$ be VA$LID, this ca$n be seen fro$m the estima$te va$lue >0.50. 

 
Ta $ble 2. Va$lidity Test Pha$se 2 

      Estima $te 

KP_6 <--- Co$mpensa$tio$n 0,571 

KP_4 <--- Co$mpensa$tio$n 0,774 

KP_3 <--- Co$mpensa$tio$n 0,719 

KI_2 <--- Perfo$rma$nce 0,555 

KI_4 <--- Perfo$rma$nce 0,675 

KI_5 <--- Perfo$rma$nce 0,84 

MO$_5 <--- Mo$tiva $tio$n 0,798 

MO$_4 <--- Mo$tiva $tio$n 0,716 

MO$_3 <--- Mo$tiva $tio$n 0,522 

KP_2 <--- Co$mpensa$tio$n 0,706 

MO$_2 <--- Mo$tiva $tio$n 0,723 

Relia$bility Test 

In the next sta$ge, a$ relia$bility test will be co$nducted to$ check the co$nsistency o$f the 
results thro$ugho$ut the resea$rch perio$d, in va$rio$us pla$ces a$nd resea$rchers, a$nd 

thro$ugho$ut a$ll pa$rts o$f the test itself. Ba$sed o$n the test results using A$MO$S so$ftwa$re, it is 

kno$wn tha$t a$ll indica$to$rs a$re decla$red Unrelia$ble beca$use they ha$ve a$n A$VE va$lue <0.50. 

Ta $ble 3. Relia $bility Test Pha $se 1 

Components Compensation Motivation Motivation 

CR 0,7884 0,7874 0,7368 

A$VE 0,4851 0,4862 0,4898 

A$fter retesting the relia$bility by deleting severa$l indica$to$rs in the va$ria$ble tha$t ha$d a$n 

estima$te va$lue <0.6, it wa$s fo$und tha$t the indica$to$r wa$s decla$red relia$ble beca$use it ha$d 

a$ CR va$lue>0.70 a$nd a$n A$VE va$lue>0.50. 

Ta $ble 4. Relia $bility Test Pha $se 2 

Components Compensation Motivation Motivation 

CR 0,7713 0,7868 0,7278 

A$VE 0,5312 0,5528 0,5736 

Mo$dera$tio$n Test 

A$t this sta$ge, intera$ctio$n testing will be ca$rried o$ut by lo$o$king a$t the influence o$f 

Mo$tiva$tio$n a$s a$ mo$dera$ting va$ria$ble in strengthening o$r wea$kening the rela$tio$nship 

between independent a$nd dependent va$ria$bles, in this ca$se Co$mpensa$tio$n o$n Emplo$yee 

Perfo$rma$nce. The fo$llo$wing is a$ SEM mo$del where Mo$tiva$tio$n a$cts a$s a$ mo$dera$ting 

va$ria$ble. 
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Figure 1. Mo$dera$tio$n Test 

Hypo$thesis Testing 

Ba$sed o$n the test results co$nducted using A$MO$S so$ftwa$re, it wa$s fo$und tha$t 

Co$mpensa$tio$n ha$s no$ effect o$n emplo$yee perfo$rma$nce, this ca$n be seen fro$m the p-va$lue 

o$f 0.922 so$ tha$t Ho$1 is a$ccepted, while Mo$tiva$tio$n ha$s no$ effect o$n emplo$yee 

perfo$rma$nce, this ca$n be seen fro$m the p-va$lue o$f 0.155 so$ tha$t Ho$2 is a$ccepted. 

Ho$wever, Mo$tiva$tio$n do$es no$t strengthen the effect o$f Co$mpensa$tio$n o$n Emplo$yee 

Perfo$rma$nce, this ca$n be seen fro$m the p-va$lue o$f 0.488 so$ tha$t Ho$3 is a$ccepted. 

Ta $ble 5. Uji Hipo$tesis 

   
Estimate S.E. C.R. P 

PERFO$RMA$NCE <--- CO$MPENSA$TIO$N 0,206 0,173 1,194 0,922 

PERFO$RMA$NCE <--- MO$TIVA $TIO$N 0,775 0,175 4,429 0,155 

PERFO$RMA$NCE <--- EFEK_MO$DERA$SI 0,004 0,001 3,156 0,488 

Go$o$dness o$f Fit 

A$t this sta$ge a$ mo$del suita$bility test will be ca$rried o$ut a$ga$inst the mo$del being 

develo$ped, fro$m the results o$f the Go$o$dness o$f Fit test it is fo$und tha$t mo$st o$f the criteria $ 

ha$ve been decla$red Fit a$s sho$wn in the ta$ble belo$w. 

Ta $ble 6. Go$o$dness o$f Fit 

Criteria Test Value Information 

Chi-Squa$re 19,351 NO$T FIT 

Pro$ba$bility 0,624 FIT 

GFI 0,911 FIT 
A$GFI 0,818 FIT 

RMSEA$ 0,000 FIT 

TLI 1,019 FIT 
NFI 0,928 FIT 
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PCFI 0,611 MA$RGINA $L FIT 

PNFI 0,567 MA$RGINA $L FIT 

Based on the results of hypothesis testing using AMOS software, the study found 
that compensation does not significantly influence employee performance at PT. 

Securindo Packatama Indonesia. This conclusion is supported by a p-value of 0.922, 

which is far above the standard significance level of 0.05. As a result, the null hypothesis 

(H₀1), stating that there is no significant influence of compensation on employee 
performance, is accepted. 

Similarly, motivation alone also does not have a significant effect on employee 

performance. This is evidenced by the p-value of 0.155, which again exceeds the 0.05 

threshold. Consequently, the null hypothesis (H₀2), which posits that motivation does not 
significantly influence performance, is accepted as well. 

Furthermore, when analyzing the interaction between compensation and 

motivation as a moderating variable, the study revealed that motivation does not 

significantly strengthen or weaken the influence of compensation on employee 
performance. This is demonstrated by a p-value of 0.488, leading to the acceptance of the 

third null hypothesis (H₀3). 

These findings suggest that compensation and motivation—either individually or 

interactively—do not serve as significant predictors of employee performance in this 
specific organizational context. It indicates a need to explore other variables or 

organizational factors that may more effectively influence performance outcomes. 

4. CO$NCLUSIO$N 

Based on the results of the analysis, it was found that compensation and motivation, 

both individually and interactively, did not have a significant effect on employee 
performance at PT. Securindo Packatama Indonesia. This indicates that the initial 

assumption regarding the role of financial rewards and intrinsic drivers in enhancing 

performance may not apply in this organizational context. The findings highlight the need 

for the company to explore alternative factors—such as leadership style, organizational 

culture, or job satisfaction—that might better explain variations in employee 

performance. From a practical standpoint, management should re-evaluate current HR 
strategies, particularly those related to non-monetary incentives, employee engagement, 

and work environment improvements. Academically, future research should consider 

expanding the sample size, integrating qualitative approaches to capture employee 

perceptions, and including comparative studies with other organizations. Additionally, 

this study was limited by its relatively small sample size and reliance on self-reported 
data, which may affect the generalizability and objectivity of the results. 
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