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ABSTRACT

Objective: This research investigates the relationship and impact of motivation, compensation, and work discipline
on the performance of employees at a leading telecommunications company in Balikpapan, Indonesia within the
context of the Industrial Revolution 4.0.

Methodology: Data collection was conducted by sampling the entire population of 113 employees through
observation and closed questionnaires. The hypothesis was tested using Smart-PLS.

Finding: The independent variables of compensation and motivation demonstrate a significant positive impact on
the dependent variable of employee performance. Moreover, compensation and motivation also significantly and
positively affect the intervening variables of discipline. The disciplinary variables exhibit a significant positive
influence on employee performance. Additionally, discipline plays a crucial role in mediating the relationship
between compensation and motivation, leading to enhanced employee performance.

Conclusion: Discipline, motivation, and compensation directly affect employee performance while motivation and
compensation indirectly influence performance through the mediating effect of discipline. By fostering integrity,
employees can enhance their performance and effectively confront the challenges posed by technological
advancements in the digital world.
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INTRODUCTION

The Industrial Revolution 4.0, characterized by rapid technological advancements and digital
integration, presents new challenges for individuals and organizations (Ellitan, 2020). This
revolution encourages quick and strategic thinking, supported by technology, across various
industries, including the Internet of Things. In the manufacturing industry, the implementation
of Industrial Revolution 4.0 faces challenges, such as the lack of leadership styles and
perspectives from top management, as well as the overall adoption of this revolution (Bakhtari
et al., 2020). The challenge extends to the manufacturing business model, necessitating changes
in company management strategies and employee training programs to improve both company
and employee performance in the era of the Industrial Revolution 4.0 (Gajek et al., 2022).
Furthermore, the wider society needs to increase their understanding of the Industrial
Revolution 4.0 to effectively navigate the changes brought about by this technological shift
(Balan et al., 2021).

The current technological developments have a profound impact on individuals and
organizations in terms of accessing information and influencing operational performance.
Organizations acknowledge the effects of Industrial Revolution 4.0, resulting in reduced
employment opportunities for individuals with lower skill levels and increased demand for
those with advanced capabilities (Bal & Erkan, 2019). To mitigate potential concerns,
companies should prioritize practical recommendations focused on information and
communication technology (ICT) that empowers employees through the Internet of Things
(IoT) while avoiding a perception of employees being dominated by autonomous objects
(Sievers et al., 2021). Successful implementation and sustainability of Industry 4.0 require the
support of top management and robust information technology (IT) infrastructure (Jayashree et
al., 2021).

The increasing reliance on technology in the workplace also brings challenges in maintaining
work-life balance and managing digital distractions. With constant connectivity and the
blurring of boundaries between work and personal life, employees may experience difficulties
in effectively managing their time and attention which may impact their overall performance
(Hadikusuma & Siagian, 2022). These challenges highlight the need to enhance employee
performance in the era of the Industrial Revolution 4.0. Motivation plays a crucial role in
improving performance and organizations can achieve this by providing new opportunities and
rewards that foster self-actualization (Diansyah & Juliani, 2022). Comprehensive motivation
strategies that align with employee work and performance can have a positive impact on skills
and overall performance (Antoniades & Haan, 2019). Compensation is another influential
factor in employee performance where better compensation packages are believed to enhance
overall performance and support employees (Arif et al., 2019). Additionally, non-monetary
compensation can be utilized to improve employee performance. Moreover, employee
discipline plays a vital role in enhancing performance. Maintaining discipline and adherence to
company rules have a significant positive impact on employee performance, ultimately adding
value to both employees and the organization (Arif et al., 2019; Bagis et al., 2020; Simatupang
& Saroyeni, 2018). Demonstrating good work discipline, such as punctuality, adherence to
dress codes, and effective time management has been proven to improve employee performance
(Apalia, 2017; Arifet al., 2019). (Sitopu et al., 2021) examined the impact of motivation, work
discipline, and compensation on team member performance using a quantitative approach with
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regression analysis. The research was conducted at PT. Sinar Jernih Suksesindo. The study
found that motivation, leadership, and compensation have a significant and positive influence
on team member performance.

While previous empirical studies have focused on different settings and mainly focused on
measuring employee performance in terms of discipline and motivation, the current study aims
to fill the existing gap by examining the interaction of compensation, motivation, and discipline
as intervening variables in improving employee performance during the industrial revolution
4.0 era. This research specifically seeks to explore the specific roles of motivation,
compensation, and discipline as intervening factors in improving employee performance in the
context of the Industrial Revolution 4.0. To reach this goal, this research will concentrate on a
leading telecommunication company located in Balikpapan, Indonesia.

LITERATURE REVIEW

literature review provides a comprehensive overview of existing research on employee
performance in the era of the Industrial Revolution 4.0. This study explores the key dimensions
and variables that have been identified as influential factors in understanding and measuring
employee performance. The key dimension variables used as indicators for the questionnaire
are interactions between compensation, motivation, discipline, and employee performance.

Performance

According to (Simanjuntak, 2019), performance is the level of achievement of results for
carrying out certain tasks. However, performance is a condition that needs to be understood and
communicated to specified parties to identify the level of achievement of an agency's results
(Rizana et al., 2023; Sariani et al., 2021). (Nurhayati et al., 2022; Sabuhari et al., 2022) asserted
that employee competency is closely related to employee performance. Employee performance
indicators in this study are indicators from PT. Telekomunikasi Indonesia, Tbk City of
Balikpapan namely Commitment, Integrity, Drive, and Teamwork. Employee performance is
required to ensure objectivity in evaluating employees, it must include all staff because staff
cooperation also impacts employee performance (Fu et al., 2021; Rizana et al., 2023). Employee
performance challenges in the era of the Industrial Revolution 4.0 require employees to improve
their skills and adapt to changes in the work environment. New job and business opportunities
for companies can be created with the Industrial Revolution 4.0 and benefits for employees,
along with the challenges of automation and digitalization. Improving employee performance
in the era of the Industrial Revolution 4.0 has challenges but it can improve performance by
increasing skills that are tailored to company strategy and company goals.

Compensation

Incorporating adequate health benefits and service quality into the remuneration package has
been shown to have a positive impact on employee performance (Owuze & Akhimien, 2022).
According to (Sutrisno, 2020), remuneration acknowledges the sacrifices of time, energy, and
thoughts that employees dedicate to the organization. Compensation indicators typically
include health benefits, pension funds, holidays, variable allowances, and facilities. Studies by
(Ferrara & Giua, 2022) and (Kumar et al., 2019) suggest that offering compensation based on
job hierarchy levels and differences can significantly improve employee performance.
Therefore, companies should prioritize compensation-related matters to enhance employee
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performance (Simon & Riyanto, 2022). Empirical evidence indicates a strong relationship
between compensation and employee performance with higher compensation levels leading to
improved performance (Arif et al., 2019). Additionally, executive compensation as a crucial
factor in finance, demonstrates that when leaders have connections with company owners,
executive compensation plays a more significant role (Cieslak et al., 2021). Based on the
aforementioned research, the following hypotheses can be formulated:

H1: Compensation has a direct positive effect on employee discipline.
H2: Compensation has a direct positive effect on employee performance.
H6: Compensation has an indirect positive effect on employee performance mediated by

discipline.

These hypotheses form the basis for investigating the relationship between compensation,
employee discipline, and employee performance.

Motivation

Motivation plays a critical role in driving employee performance (Paais & Pattiruhu, 2020).
According to Sutrisno (2020), motivation is a factor that encourages a person to carry out a
certain activity through indicators from David Mcclelland's achievement motivation theory
namely the need for achievement, the need for relationships, and the need for strength. In the
questionnaire, indicators related to motivation included job satisfaction, intrinsic motivation,
extrinsic rewards, and career development opportunities. Employees prefer employee reward
motivation so managers need to keep more detailed motivational records on all lines of the
organization because monetary reward motivation is linear with employee work results
(Mamun & Khan, 2020). Previous research has proven that rewards in the form of money are a
good source of motivation (Hamzah et al., 2022; Sardjana et al., 2019; Sulila, 2020). Still,
monetary rewards cannot be given and predicted at any time so they are more valuable when
given opportunities for work, self-actualization, and promotions. Employees who receive
intrinsic rewards perform better than those who do not. Besides, that reward motivation can
improve employee performance (Saad, 2018; Shashidhara & Erez, 2021)

To summarize, the relationship between motivation and employee performance is multifaceted.
Motivation directly influences both employee discipline and performance. Additionally,
motivation can indirectly affect employee performance by mediating through the pathway of
discipline.

H4: Motivation has a direct positive effect on employee discipline.
HS: Motivation has a direct positive effect on employee performance.
H7: Motivation has an indirect positive effect on employee performance mediated by discipline.

Through understanding and leveraging the various dimensions of motivation, organizations can
create an environment that encourages employee engagement, and satisfaction which ultimately
improves overall performance.
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Discipline

Employees demonstrate higher levels of discipline, their performance tends to be better while
lower levels of discipline can lead to a decline in performance (Ernaningtyas et al., 2020).
According to Sutrisno (2020), "Discipline shows a condition or attitude of respect that exists in
employees towards company rules and regulations". With indicators of obeying the rules of
time, obeying company regulations, obeying the rules of behavior at work, and obeying other
regulations in the company. Discipline can be seen in employees' work according to applicable
regulations. Suppose the application of discipline in a company is very high. In that case, it is
hoped that the employee's discipline can be further increased so that the productivity of the
company's employees increases. In addition, increased work discipline leads to maximum
support and work efficiency (Sulila, 2020). Some research showed that discipline has a positive
and significant effect on employee performance.(Fajar et al., 2022; Hidayat et al., 2022; Nangoy
et al., 2020; Setianingsih et al., 2023; Sitopu et al., 2021; Suwandi & Setiawan, 2022).Work
discipline is needed to produce good performance also with discipline, employees will try to do
the work as much as possible, resulting in better performance. Discipline must be enforced in
an organization or company because, without good employee discipline, it is difficult for
companies to realize their goals. The key to the company's success in achieving its goals is
discipline. This is related to attendance, obeying regulations, and good ethics (Farisi & Fani,
2019; Hidayati et al., 2019). On the other hand, employee's discipline level is not related to the
minimum time to complete work so management requires serious attention (Simatupang &
Saroyeni, 2018). Raising awareness about discipline is very important because disciplinary
implementation policies can help improve and control employee disciplinary behavior by
ensuring solid teamwork within the organization. The issue of employee discipline necessitates
the implementation of guidelines in human resource planning and management, specifically
addressing employee discipline concerns (Novi et al., 2020). This relationship can be described
as follows:

H3: Employee discipline has a direct positive effect on employee performance.

Compensation

L Employee

Motivation

Figure 1. The Research Framework

640 ‘ https://publikasi.mercubuana.ac.id/index.php/jurnal_Mix



MIX: Jurnal limiah Manajemen p-ISSN: 2088-1231
Volume 13 Number 3 | October 2023 e-ISSN: 2460-5328

METHOD

This research is explanatory quantitative research to examine the effect of work discipline,
motivation, and compensation on employee performance. The sample of this research is all
permanent employees at a leading telecommunications company in Balikpapan, totaling 113
people. Data was obtained using a questionnaire, and each answer from the respondent was
scored using a Likert scale, namely by giving a score to each alternative answer statement with
a scale of 1 = strongly disagree to 5 = strongly agree. The data obtained were processed using
the Structural Equation Model (SEM) technique using the Smart-PLS analysis tool. Smart-PLS
analysis is generally used for estimating path models that use latent constructs with multiple
indicators and does not assume data must be of a certain scale of measurement and a small
number of samples. So PLS can help researchers get latent variable values for prediction
purposes (Ghozali, 2021)

RESULTS

Questionnaires were given to 113 employees and the individual characteristics of permanent
employees were obtained, namely gender, age, length of work, and education of the
respondents. The number of male respondents is as many as 74 people (65.5%) and female
respondents as many as 39 people (34.5%). It can be concluded that there are more male
employees than female employees at PT. Telekomunikasi Indonesia, Tbk Balikpapan City.
Based on age, respondents aged 20 to 30 years amounted to 25 people (22.1%), respondents
aged between 31 years to 40 years amounted to 33 people (29.2%), respondents aged between
41 years to 50 years amounted to 36 people (31.9%), and respondents aged more than 50 years
amounted to 19 people (16.8%). It can be concluded that most employees are in the age range
of 41-50 years.

Based on the data collected, it can be observed that the educational backgrounds of the
respondents varied. Out of the total respondents, 17 individuals (15%) had completed their
education up to high school or its equivalent. Additionally, there were 15 respondents (13.3%)
who held a Diploma degree while 47 respondents (41.6%) had completed a Bachelor's degree
(S-1). Moreover, there were 34 respondents (30.1%) who possessed a Master's degree.
Consequently, it can be inferred that the majority of employees, accounting for 41.6%, had
attained a Bachelor's degree (S-1) as their highest educational qualification.

The number of respondents whose working period is less than 2 years amounted to 19 people
(16.8%), the respondents whose working period is between 2-5 years amounted to 29 people
(25.7%), the respondents whose working period is between 6-10 years amounted to 36 people.
(31.9%), and the respondents whose working period is more than 11 years amounted to 29
people (25.7%). Concluding, most employees are employees with a long working period of 6-
10 years.
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Table 1. The demographic characteristics of the respondents
Frequency Percentage

Gender

Male 74
65.5%

Female 39
34.5%

Age

20-30 25
22,1%

31-40 33
29.2%

41-50 36
31.9%

>51 19
16.8%

Education

Upper secondary school 17
15%

Diploma 15
13.3%

Bachelor 47
41.6%

Magister 34
30.1%

Tenure

<2 Years 19

16.8%

2 -5 Years 29
25.7%

6-10 Years 36
31.9%
>]1 Years 29
25.7%

Source: respondent data

Table 1 presents an overview of the demographic characteristics of the respondents who
participated in the study. It provides information on gender, age, education level, and working
period. Furthermore, the Data from 113 questionnaires were measured using smart-PLS
analysis, the results are shown in Table 2.
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Outer Model Analysis
Table 2. Operational Variable and Reliability Test
Cronbach rho_A  Composite Reliability AVE

Alpha
Employee 0,870 0,879 0,847 0,719
Performance
Compensation 0,854 0,867 0,847 0,653
Discipline 0,740 0,747 0,882 0,560
Motivation 0,810 0,825 0,807 0,723

Ghozali (2021) stated that the reliability test is measured by AVE, Cronbach Alpha (CA),
rho A, and composite reliability (CR) values. The variable is declared reliable if the AVE,
Cronbach Alpha, and rho_ A values are greater than 0.50 or the composite reliability value is
0.60. Table 3 shows that this research variable has a composite reliability value greater than
0.60, and the AVE, Cronbach Alpha, and rtho A values are greater than 0.50, meaning that all
variables in this study are declared reliable. The four criteria for measuring the reliability of
employee performance, compensation, discipline, and motivation have met the requirements so
that further testing can be continued.

Table 3. Discriminant Validity Analysis of Constructs

Compensatio  Disciplin Employee Motivatio
n e Performance n
Compensation 0.795
Discipline 0.469 0,748
Employee 0.492 0,528 0,848
Performance
Motivation 0.356 0,468 0,502 0,850

Table 3 presents the results of the discriminant validity analysis for the constructs of
Compensation, Discipline, Employee Performance, and Motivation. In Table 3, each table has
a cross-loading value higher than the cross-loading value of other variables with a cross-loading
value greater than 0.7, meaning that the constructs in this study have good discriminant validity.
The outer model meets the requirements and is declared reliable and valid based on the results.
The correlation value between compensation, discipline, employee performance, and
motivation had good discriminant validity, so further tests can be continued (Ghozali, 2021).
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Table 4. Direct Effects of Relationships on Compensation, Discipline, and Employee
Performance
Origina Sampl Standard T - P-
1 e Deviatio  Statisti Value

Sample  Mean n c J
Compensation [ Discipline 0,346 0,366 0,089 3,872 0.000
Motivation [ Discipline 0,344 0,344 0,082 4,212 0.000
Compensation [ Employee 0,264 0,273 0,094 2,817 0,006
Performance
Motivation 0 Employee 0,281 0,291 0,102 2,752 0,007
Performance
Discipline 0 Employee 0,273 0,250 0,091 3,021 0,003
Performance

The relationship between compensation and discipline can be seen from the t-statistic value of
3.872 > 1.96, so it can be said that there is a positive relationship between compensation and
discipline. The positive relationship between discipline and motivation is evidenced by the t-
statistic value of 4.212, so there is a positive relationship between motivation and discipline.
Compensation with employee performance shows a positive relationship with a t-statistic value
of 2.817 > 1.96. Motivation also positively influences employee performance, as seen from the
t-statistic value of 2.752 > 1.96. The relationship between discipline on employee performance
shows a positive influence, as evidenced by the t-statistic value of 3.021 > 1.96. All variable
relationships have a p-value < 0.5, meaning that the relationship between variables has a
significant influence.

Table 5. R-Square and Adjusted R-Square

R- Adjusted R-Square
Square
Discipline 0,323 0,311
Employee Performance 0,415 0,399

The R-Square results indicate that compensation and motivation variables explain 32.3% of
employee performance variables. With an Adjusted R-Square value of 0.311, the variation
given by the compensation and motivation variables in defining employee performance
variables is 31.1%. The R-square results indicate that the variables of compensation,
motivation, and discipline explain 41.5% of employee performance variables. With an Adjusted
R-Square value of 0.399, the variation given by the compensation, motivation, and discipline
variables in defining employee performance variables is 39.9%.
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Table 6. Indirect Effect of Relationship on Compensation, Discipline, and Employee
Performance

Origina Sampl Standard T- P-
1 e Deviatio  Statisti  Value
Sample  Mean n c J

Compensation [0 Discipline [
Employee Performance
Motivation [ Discipline [
Employee Performance

0,095 0,097 0,044 2.174 0,032

0,094 0,094 0,043 2.188 0,031

Table 6 shows that the discipline variable indirectly affects the relationship between
compensation and employee performance. The p-value is 0.032 and the t-statistic value is
greater than 1.96, discipline has a significant positive indirect effect on the relationship of
compensation to employee performance. The discipline variable also indirectly influences the
relationship between motivation and employee performance. The p-value is 0.031 and the t-
statistic value is greater than 1.96, discipline has a significant positive indirect effect on the
relationship between motivation on employee performance.

DISCUSSION

Effect of Compensation on Discipline

Employees always expect rewards for their work (Syamsuddin et al., 2021; Tania et al., 2022).
This study shows that the compensation desired by having vacation time for employees is the
main requirement for compensation, health insurance is the second most needed to ensure there
is a pension fund to guarantee their welfare later, and finally, there is a fixed allowance that
they get while working. The choice of employees to have vacation time follows the conditions
of those who worked during the Industrial Revolution 4.0 where employees of PT.
Telekomunikasi Indonesia, Tbk Balikpapan City works with a high level of discipline to meet
high employee performance, leading to an increase in the company value. Employees have
complied in carrying out company discipline and provide good performance by providing
integrity to the company, such as giving holidays as one of the compensations. This study
supports research by Marasabessy & Lo (2020), and Simon S & Kasmir (2021) that
compensation can maintain employee discipline, if employee compensation is fulfilled, then
employee discipline can be maintained and tends to follow the rules made by the company.

Effect of Motivation on Discipline

Motivation is closely related to discipline and is needed by employees who worked during the
Industrial Revolution 4.0. The relationship between motivation is very close to discipline,
especially complying with other regulations in the company so that employee performance
increases and can face challenges during the Industrial Revolution 4.0. Ginting et al. (2022)
concluded that compliance with rules has the most substantial relationship with employee
performance where high discipline greatly influences punctuality. Employees need motivation
in fulfilling the need for a relationship with the company, motivation after getting achievements,
and motivation for promotion. The employees need to be very motivated to improve relations
with the company so that employees can improve their performance. The achievement of
company goals through discipline is closely related to employee motivation. The results of this
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study indicate that motivation influences discipline. This study supports research by Afigiah &
Diana (2022) that discipline is positively and significantly influenced by motivation. As
supported by Jean et al. (2017), companies should improve the relationship between employees
and companies to help attract and retain employees while improving optimal performance.

Effect of Compensation on Employee Performance

(Simon S & Kasmir, 2021) state that compensation can positively and significantly influence
employee performance. Simon and Kasmir's statement is supported by (Jean et al., 2017) that
companies should review the current pension packages, benefits, bonuses, and other incentives
to help attract and retain employees in the company and also improve optimal performance.
Likewise, the opinion Tania et al. (2022) note that compensation has a positive and significant
effect on employee performance. Compensation can significantly improve employee
performance, meaning that the greater the compensation (vacation, health, pension funds, and
non-fixed benefits) provided, the employee's performance will also be affected and increase.
Holidays are the main compensation expectations, then health, facilities, and non-fixed benefits.
Compensation, such as vacation time and health can be used as an option in providing
compensation. Time off and health affect employee performance which means employees
become a unified whole so that they have the potential and ability. In the end, authority and
honesty in work form employee integrity. Regarding the Industrial Revolution 4.0, employee
integrity is needed by PT. Telekomunikasi Indonesia, Tbk City of Balikpapan.

Effect of Motivation on Employee Performance

Employee performance is influenced by motivation in a positive and significant way (Ginting
et al., 2022). Following the motivation of employees of PT. Telekomunikasi Indonesia, Tbk
Balikpapan City which is entering the era of the industrial revolution 4.0, relationships with
superiors, colleagues, and service users are needed. Employees require relationships, a need for
achievement, and a need for power. The need for relationships is very relevant to the industrial
revolution 4.0 which is very dynamic so employees need an increase in relations with
companies and society (Marasabessy & Lo, 2020; Simon S & Kasmir, 2021). This research has
similarities with the research of Siagian et al. (2020) that motivation with indicators of the need
for achievement, the need for affiliation, and employee performance is influenced by the need
for power. Another empirical study states that employee performance is influenced by
motivation in a very positive and significant way (Afiqiah & Diana, 2022; Diansyah & Juliani,
2022; Ginting et al., 2022; Maryani et al., 2021; Nainggolan et al., 2022).

Effect of Discipline on Employee Performance

Discipline can positively and significantly affect employee performance (Tania et al., 2022).
Discipline at work is shown by complying with other regulations in the company which are in
terms of discipline, obeying time rules, obeying rules of conduct at work, and complying with
company regulations. This research shows that compliance with other regulations within a
company has a significant effect on employee performance (Arif et al., 2019; Hidayati et al.,
2019; Siagian et al., 2020). This means that obeying discipline can improve the performance of
employees of PT. Telekomunikasi Indonesia, Tbk City of Balikpapan during the Industrial
Revolution 4.0. The Industrial Revolution 4.0 needs employees who can comply with the
regulations, remembering that running a business requires highly disciplined employees.
Previous research shows that time discipline has a strong impact on employee performance
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(Afigiah & Diana, 2022; Diansyah & Juliani, 2022; Marasabessy & Lo, 2020; Maryani et al.,
2021; Nainggolan et al., 2022; Simon S & Kasmir, 2021).

Mediation Effects of Discipline on Compensation on Employee Performance

Simon & Riyanto (2022) concluded that compensation is proven to provide significant results
on employee performance. This research supports the research of (Jean et al., 2017) that
employees strongly agree that the compensation received is in line with the discipline that
employees have carried out so that employees will provide even better performance. In line
with research by (Lu & Niu, 2022) and Tania et al. (2022), when employee compensation
increases sharply, employees are affected to work even more complex so employee
performance also grows. Companies should review compensation to help attract and retain
employees while improving optimal performance.

Mediation Effects of Discipline on Motivation on Employee Performance

Motivation can fulfill the relationship between employees and parties in the internal company
and is strengthened by applying discipline by complying with company regulations at PT.
Telekomunikasi Indonesia, Tbk City of Balikpapan. The results of our research support
research by Afiqiah & Diana (2022) that work motivation indirectly has a positive and
significant effect on employee performance through work discipline. There is a positive and
significant relationship between motivation and discipline and employee performance in
integrity (Ginting et al., 2022; Maryani et al., 2021; Siagian et al., 2020). Employee motivation
is related to the need for good relationships which can improve employee performance through
discipline.

CONCLUSION

The research findings highlight the importance of compensation, motivation, and discipline in
driving employee performance during the Industrial Revolution 4.0. The finding shows that
compensation plays an important role in maintaining employee discipline. Employees rate
holiday time, health insurance, pension funds, and fixed allowances are also important forms
of compensation. When employees receive these benefits, they tend to show high levels of
discipline which leads to improved performance and increased company value. Motivation also
affects employee discipline and performance. Employees who are motivated to build
relationships, achieve goals, and advance in their careers tend to exhibit better discipline and
perform well. Motivated employees contribute to improved performance and help organizations
succeed in the industrial revolution 4.0. In addition, compensation has a direct positive impact
on employee performance. Higher levels of compensation, such as holiday time and health
benefits, lead to improved employee performance. It contributes to employee unity and their
overall potential and capabilities which in turn improves their performance and integrity.
Similarly, motivation has a direct positive impact on employee performance. Motivated
employees who seek achievement, affiliation, and power, tend to perform better and adapt well
to the challenges of the Industrial Revolution 4.0. Building strong relationships with the
company and the community plays an important role in improving employee performance.
Discipline significantly affects employee performance. As employees comply with company
regulations, manage time effectively, and maintain workplace behavior, their performance will
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improve. Discipline was especially important during the industrial revolution 4.0 where highly
disciplined employees were essential for successful business operations. In summary, this
research emphasizes the importance of compensation, motivation, and discipline in driving
employee performance. By understanding and optimizing these factors, the company can
improve its performance and thrive in the era of Industrial Revolution 4.0.

In conclusion, the study reveals the significant interconnectedness of discipline, motivation,
and compensation in shaping employee performance. These factors have a direct impact on
employee performance while motivation and compensation indirectly influence performance
through their influence on discipline.

MANAGERIAL AND THEORETICAL IMPLICATIONS

The findings of this study have several managerial and theoretical implications. From a
managerial perspective, this study suggests that companies should pay attention to their
compensation strategies. Designing and implementing a comprehensive compensation package
that matches employee needs and expectations can have a positive impact on employee
motivation and discipline. In addition, this research highlights the importance of motivational
programs in the workplace. This can be achieved by recognizing and rewarding achievements,
providing growth opportunities, and fostering positive relationships within the organization.

From a theoretical viewpoint, this study contributes to existing knowledge by confirming the
positive relationship between compensation, motivation, discipline, and employee
performance. This research validates previous studies that emphasize the importance of these
factors in driving employee outcomes. The findings support the idea that compensation and
motivation play an important role in shaping employee behavior and performance. These
insights can assist managers in making informed decisions regarding compensation strategies
and motivation programs, ultimately leading to the development of effective human resource
management practices.
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