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Abstract Keywords

The purpose of this study was to determine the "Effect of Work ~ POWer: resistance;

Spirit and Compensation on Employee Performance at PT. Arista  ideology
Auto Lestari Medan ". The type of data used is associative, which

is a study that asks the relationship between two variables. The ABIRCU
population in this study were all employees at PT. Arista Auto </
Lestari Medan as many as 65 people. Data collection techniques in

the form of distributing questionnaires to office employees at PT.

Arista Auto Lestari Medan. Data analysis techniques using validity

and reliability, hypothesis testing, statistical tests using multiple

linear analysis models using multiple linear analysis models and
determination tests. The results of the t test can be seen that the t

count on the morale variable is 4.147 greater than t table of 1.689

with a probability of t that is sig 0.004. Based on these values, the

morale variable has a positive and significant effect on
performance variables and the value of t arithmetic oversight is

6,649 greater than t table of 1,689 with a sig level of 0,000 smaller

than the significance limit of 0.005, the partial compensation

variable has a positive and significant effect on performance

variable. Based on the results of the F test, the F value of 42.567 is

greater than the F table of 3.27, which means that morale and
compensation simultaneously have a positive and significant effect

on performance variables. The R Square value obtained is 0.727.

This figure shows that 72.7% of performance (the dependent

variable) can be explained by morale and compensation. The
remaining 27.3% is influenced by other factors not explained in

this study.

I. Introduction

In life, motivation has a very important role because motivation is an entity causing,
channeling, and supporting human behavior, so that they want to work hard and
enthusiastically to achieve the optimal results. Likewise, in the world of work, motivation
plays an important role in achieving the organizational goals. Motivation is important
because, by having this motivation, it is expected that each individual of employee is willing
to work hard and enthusiastically to achieve high work productivity. Motivation comes from
the Latin word "movers" meaning "impulse or driving force". This motivation is given to
humans, especially to subordinates. Related to this, what is meant by motivation is to
question how to encourage the enthusiasm of subordinates' work, so that they want to work
hard by giving all their abilities and skills to realize organizational goals. Motivation is the
whole process of giving encouragement to subordinates to work in such a way so that they
want to work with sincerity, and the achievement of efficient and economical organizational
goals can be achieved. (Siagian in kuswati, 2019)
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One of the challenges faced by the company is the problem of human resources related
to performance improvement. This is the most difficult aspect of the company related to how
to make employees work efficiently. Performance is the work of individuals or groups in an
organization in order to achieve organizational goals and will later be used as a basis for
evaluating whether or not the targets and objectives of the organization are achieved. In
achieving the targets and objectives of the organization is not easy, both government-owned
or private-owned organizations. In maintaining and increasing the productivity of a company,
the role of human resource management is very important in terms of striving for workers to
be willing and able to provide the best possible work performance. In this case the company
is obliged to pay attention to the needs of its employees both material and non material. The
manifestation of attention, effort and encouragement that can be done by the company
towards its employees, one of which is to carry out the promotion of an objective and fair
position and the right placement.

The morale factor must be known by the leaders or managers of the company because it
is important for the success of a business. Said to be important for the success of a business
because morale can affect employee performance. In addition to morale, the compensation
factor also improves employee performance. compensation is one form of improving
employee performance, through compensation also increases employee morale that will
increase so that with high performance will achieve the desired company goals and set. In an
effort to achieve these goals, managers or leaders must strive to create high morale and
appropriate compensation so that performance increases as desired. High performance will be
accompanied by efficient and effective activities that will create profits for the company.

PT. Arista Auto Lestari Medan which is a company engaged in the field of Automotive.
High morale is expected to increase the company's goals that bring in profits.

Based on previous surveys conducted by researchers of the company, the phenomenon
of the problems faced by PT. Arista Auto Lestari Medan in terms of morale is the lack of
employee morale due to the lack of motivation of employees at work, they look relaxed
during working hours, chatting with each other, there are also employees sleeping during
working hours. The decline in morale makes employee performance here decreases. In
addition to the issue of morale, the provision of compensation also greatly affects employee
performance, the problems found in compensation are that there are still employees who feel
they are not in accordance with the bonus given by the company for work completed and
there are still employees who are not satisfied with the incentives given by the company
which exceeded normal working hours or overtime.

I1. Research Methods

2.1 Definition of Work Spirit

Work spirit is the mental attitude of an individual or group that shows enthusiasm to
carry out his work so that it encourages to be able to work together and be able to complete
tasks on time with a sense of responsibility towards the work assigned to him.

Hasibuan (2008) states that work spirit is the desire and sincerity of someone to do well
and be disciplined to achieve maximum work performance. Tohardi (2008), Work spirit is the
ability of a group of people to work together actively and consistently in pursuing shared
goals.
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From some of the opinions mentioned above, it can be said that basically the spirit of
work is a condition that arises from within an individual that causes the individual or human
being to do work in a happy atmosphere so that they work diligently, quickly, and better.

2.2 Work Morale Indicators
Work spirit is not always present in employees. Sometimes morale can also decrease.

Indications of decreased morale are always there and indeed in general can occur. According

to Nitisemito, quoted again by (Tohardi, 2008: 431), indications of a decline in employee

morale include the following:

1. Low work productivity
According to him, productivity can occur due to laziness, delaying work, and so on. If
there is a decrease in productivity, then this means an indication in the organization that
there has been a decline in morale.

2. Absence rates are high and high
In general, when morale decreases, the employee is overcome with a feeling of being lazy
to work. Moreover, the compensation or wages they receive are not subject to deductions
when they are absent from work. Thus it can lead to the use of free time to get a higher
income, even if only temporarily.

3. Labor turn over or a high rate of employee movement
Increased employee turnover is mainly due to employees experiencing displeasure when
they work, so they intend to even decide to find another place to work that is more in line
with the reasons for looking for comfort in work. Managers must be aware of symptoms
like this.

4. Increased damage rate
The increase in the level of damage actually shows that attention in the work is reduced.
Besides that there can also be carelessness at work and so on. An increase in the level of
damage is a strong enough indication that morale has declined.

5. Anxiety everywhere
Anxiety can take the form of discomfort at work, complaints and other matters. The
disruption of employee comfort allows for continued behavior that can harm the
organization itself.

6. Frequent demands
Demands are an expression of dissatisfaction, which at some stage will bring courage to
submit guidance. The organization must be alert to mass demands on the part of
employees.

7. Strikes
Strikes are a form of dissatisfaction, anxiety and so on. If this continues it will end with
the emergence of demands and strikes.

2.3 Compensation

Someone who has collaborated in a company / organization is often referred to as
human resources. The company / organization should give rights to the members of the
company / organization in the form of compensation or compensation. Everything that an
employee receives from that company is called compensation.

Compensation according to Sihotang (2007: 220) "Compensation is the overall
arrangement of providing compensation for employees and managers in the form of both
financial and goods and services received by each employee".
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According to Mutiara (2009: 84) compensation is all types of awards in the form of
pocket money or not that are given to employees appropriately and fairly for their services in
achieving company goals.

According to Handoko (2009: 245) compensation is giving to employees with payment
as compensation for work carried out and as a motivator for the implementation of activities
in the future.

2.4 Compensation Indicators
In this study, the researchers used compensation indicators stated by Husein Umar

(2007: 16):

1. Salary, which is given by the employer to employees, whose receipts are routine and
permanent every month even if they do not come to work, the salary will still be received
in full.

2. Incentives, awards given to motivate workers to have high work productivity, are not fixed
in nature.

3. Bonuses, i.e. payments that are given at the same time because they meet work goals.

4. Treatment, providing services in managing risks associated with employee health.

5. Insurance is risk management for losses, losses, benefits and legal liability to third parties
arising from uncertain events.

2.5 Performance

Performance is a function of motivation and ability to complete tasks or work. A person
should have a certain degree of willingness and ability. A person's willingness and skills are
not effective enough to do something without a clear understanding of what is done and how
to do it. Performance is a real behavior that is displayed by everyone as a work achievement
generated by employees in accordance with their roles and institutions. Employee
performance is the work of quality and quantity achieved by an employee in carrying out
their duties in accordance with the responsibilities given to him (Mangkunegara 2009).

2.6 Performance Indicators
According to Suryadi Prawirosentono (2008: 27), employee performance can be

assessed by several indicators, namely:

1. Quality. Work quality is measured by employee perceptions of the quality of work
produced and the perfection of the task of the skills and abilities of employees

2. Quantity. Represents the amount produced expressed in terms such as the number of units,
the number of activity cycles completed

3. Timeliness. Represents the level of activity completed at the beginning of the stated time,
viewed from the point of coordination with the output results and maximizes the time
available for the activity

4. Effectiveness. Is the level of use of organizational resources (energy, money, technology,
raw materials) maximized with the intention of increasing the results of each unit in the
resource.

5. Independence. Is the level of an employee who later will be able to carry out the work
function of work commitments. Is a level where employees have a commitment to work
with the agency and employee responsibilities to the office.
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2.7 Hypothesis
According to Sugiyono (2012: 81) "Hypothesis is a guess or reference that is

formulated and accepted for a while that can explain the facts that are observed and used as a

guide in decision making".

1. Work spirit partially has a positive effect on the performance of the employees of PT.
Arista Auto Lestari Medan.

2. Partial compensation has a positive effect on the performance of employees of PT. Arista
Auto Lestari Medan.

3. Working morale and compensation simultaneously have a positive effect on the
performance of the employees of PT. Arista Auto Lestari Medan.

I11. Research Methods
This type of research is associative, according to Sugiyono (2012: 11), an
associative approach is an approach using two or more variables to determine the
relationship or influence of one with another. The population of this study is all
employees of PT. Arista Auto Lestari Medan as many as 65 people. The whole sample
is used in this study.

I11. Discussion
3.1 Multiple Linear Analysis
Coefficients?
Standardized

Unstandardized Coefficients |Coefficients
Model B Std. Error |Beta t Sig.
1(Constant) 3.279 1.848 1.774|0.81
semangat 473 102 481|4.625]0.000
Kerja
Kompensasi .362 .090 .379]3.6460.001

a. Dependent Variable: Kinerja

Regression coefficients were obtained:

y =a+ blX1l+h2X2+e

y =3.279+ 0.473X1 + 0.362X2 + e

The constant value obtained is 3,279 if the morale variable (X') and the compensation
variable (X?) are constant then the performance variable (Y) is worth 3,279.
The coefficient of work morale variable (X') obtained value of 0.473, this shows that every
change in morale variable (X*) of 1% will affect the performance () of 47.3% assuming the
compensation variable (X?) is considered fixed.
The coefficient of compensation variable (X?) is obtained value of 0.362, this shows that
every change in the compensation variable (X2) of 1% will affect the performance (Y) of
36.2% assuming the morale variable (X*) is considered permanent.

3.2 Hypothesis testing
Partial Test (Test t)
Based on the partial hypothesis test results in table 1VV.22 above can be explained as
follows:
1. Free Variable X1 (Work Spirit)
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Teount Value obtained 4.625 where the value of twne at a 5% i.e. 1.670 means positive.
Where the significant level a 5% value of tcount 4,625> tinel,670. This explains that
morale has a positive effect on the performance of the employees of PT. Arista Auto
Lestari Medan.

The p-value in column sig 0.000 <0.005 means that it is significant. This explains that
morale has a significant effect on the performance of the employees of PT. Arista Auto
Lestari Medan.

2. Free Variable X2 (Compensation)

Teount Value obtained 3.646 where the value of tiwnie at o 5% ie 1.670 means positive. Where
the significance level of o 5% value of teount 3,646> tune 1,670 this explains that
compensation has a positive effect on the performance of employees of PT. Arista Auto
Lestari Medan.

The p-value in column sig 0.001 <0.005 means that it is significant. This explains that
compensation can significantly influence the performance of employees of PT. Arista
Auto Lestari.

F Test (Partial)

ANOVAP
Sum of Mean
Model Squares |df Square F Sig.
1 Regressi [94.279 |2 47.139 48.7 |.0002
on 62
Residual |59.936 |62 .967
Total 154.215 |64

a. Predictors: (Constant), Compensation, Work Spirit
b. Dependent Variable: performance

The value of Feount™> Franle Obtained 48.762> 3.15 means positive. While the p-value
obtained in the sig column 0.000 <0.05 means that it is significant. Thus it can be concluded
that work morale and compensation can simultaneously have a positive and significant effect
on the performance of employees of PT. Arista Auto Lestari Medan

Koefisien Determinasi.
Model Summary

Std. Error
Mode Adjusted R of the
| R R Square Square Estimate
1 0.7822 0.611 0.599 983

a. Predictors: (Constant), Work spirit and
Compensation

b. Dependent Variable: performance

Based on the calculation of the coefficient of determination, it can be seen the value of
R Square obtained by 0.599. This figure shows that 59.9%. Performance (the dependent
variable) can be explained by the variable morale and compensation. The remaining 40.1% is
influenced by other factors not explained in this study.
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IVV. Conclusions

From the results of exposure and discussion of the data above, the conclusions from
research results are:

1. Independent Variable X1 (Work Spirit) Tcount Obtained 4.625 where the value of tiapie at o
5% i.e. 1.670 means positive and the p-value in the column sig 0.000 <0.005 means
significant. This explains that morale has a significant effect on the performance of the
employees of PT. Arista Auto Lestari Medan.

2. Independent Variable X2 (Compensation) obtained tcount Obtained 3,646 where the value of
trable at o 5% i.e. 1,670 means positive and p-value in column sig 0.001 <0.005 means
significant. This explains that compensation can significantly influence the performance of
the employees of PT. Arista Auto Lestari Medan. From the results of the hypothesis t test
it is known that the morale variable is more influential than the compensation variable.

3. Based on the results of the study simultaneously the value of Fcount™> Franle Obtained 48,762>
3.15 means positive. While the p-value obtained in the sig column 0.000 <0.05 means that
it is significant. Thus it can be concluded that work morale and compensation
simultaneously can have a positive and significant effect on the performance of employees
of PT. Arista Auto Lestari Medan

4. Based on the calculation of the coefficient of determination, the R Square value obtained is
0.599. This figure shows that 59.9%. Performance (the dependent variable) can be
explained by the variable work motivation and compensation. The remaining 40.1% is
influenced by other factors not explained in this study.
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