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ARTICLEINFO ABSTRACT

Employee performance improvement is based on the
willingness to mobilize all elements of human resources. This
study aims to determine the effect of role perception, human
resource development, and compensation on employee
performance. This type of research is causality with a
quantitative approach. The study has a population of 109

Keywords: employees of Ibn Sina University. The number of samples
Perception; obtained by the slovin formula amounted to 85 respondents.
Human Resource Development; The sampling method used is Simple Random Sampling. The
Compensation; data analysis approach used is multiple linear regression. The
Employee performance; result of this research is that there is a positive influence of role

perception, human resource development, and compensation
partially and simultaneously on employee performance. This
study provides findings that there is an empirical model
development on employee performance that is influenced by
role perceptions, human resource development, and
compensation.
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1. Introduction

The development of educational institutions is growing rapidly in Indonesia, rapid technological
changes, as well as environmental changes that tend to be significant that occur in almost all aspects of
human life as a result of globalization, have led to shifts and new paradigms [1]. These changes on the
one hand pose a threat to the survival of an educational institution, but on the other hand, it creates
opportunities for an educational institution to develop its potential as an educational institution. able
to follow, adapt, and take advantage of every opportunity and challenge and anticipate every threat
that exists to survive and create a sustainable competitive advantage [2].

Along with changes in the strategic environment, institutions must restructure and reorient
toward human resource development as the main driving force for the creation of added value to face
increasingly fierce and fierce competition at the national, regional, and global levels [3]. Universitas
Ibnu Sina must be able to produce a competitive advantage over the resulting output. These demands
have made the role of Human Resources experience significant development. Human resources are no
longer seen as complementary but are already the main force, namely intellectual partners and the
main driver in generating competitive advantage in a comprehensive context. To produce quality
resources, Ibn Sina University has a very important role. Role perception is also important because it is
the aspect that makes employees know what they will be doing. Ibn Sina University with its various
programs has an important role in the process of obtaining and improving the quality of individual
professional abilities. Through education, a person is prepared to have the provisions to be ready to
know, recognize and develop methods of thinking systematically to be able to solve a problem.
Knowing whether the results obtained are by the objectives, it is necessary to evaluate the
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implementation of human resource development, because, with careful planning, it is hoped that the
implementation of human resource development can run by the objectives to be achieved.

Comparative and competitive advantages in the field of human resources are now of strategic
value compared to the field of natural resource wealth [4]. Because as a human resource, a means of
production that lives and is active in an organization or company, human labor has its advantages
compared to other factors of production [5]. Resources by emphasizing a power, namely the strength
that comes from humans themselves who can build, in the sense of positive progress [6]. Every person
in his personal life as well as in his position as a member of the community and his role in his official
status in government or private institutions, it is necessary to have this power or ability. Moreover, as
a leader, he must have these abilities, so that he shows his identity as a quality, wise leader who always
motivates his subordinates to also be able to move forward positively [7]. So it appears that human
resources are located not only as objects but also as subjects.

One who meets such criteria will only be owned through the development of the right human
resources with a supportive working environment [8]. The effectiveness of human resource
development is seen in its performance as a combination of mobilizing cognitive, affective, and
psychomotor potentials, including the ability to optimize the use of potential other organizational
resources (employees, machines, equipment, costs, and information) as well as utilizing existing
opportunities to maximize the achievement of the organization's vision and mission. consistently and
continuously [9].

Compensation is not something that can be ruled out but can affect employee performance [10].
Compensation is still recognized as one of the determining factors in improving employee performance
[11]. When associated with job evaluation, employees will be more enthusiastic and maximize their
work, because they feel valued for their work [10]. Employees expect that performance will be
positively related to the compensation provided by the company. Employees determine expectations
regarding compensation received if a certain level of performance is achieved.

Performance is basically what employees do or don't do so it affects how much they contribute to
the agency or organization including the quality services provided [12]. Performance improvement is
to improve employee performance so that goals can be achieved so that the performance improvement
strategy can be successful, and it is necessary to know the performance targets [13]. To be able to
compete with other similar industries, one must have a competitive advantage that is very difficult to
imitate, which will only be obtained from employees who are productive, innovative, creative,
passionate, and loyal [14]. Employee performance which is the result of the thought and energy of an
employee for the work he does can be tangible, seen, and counted in number, but in many cases, the
results of thought and energy cannot be counted and seen, such as ideas for solving a problem,
innovation a new product or service, it can also be an invention of more efficient work procedures
[15]. Ability without motivation or motivation without ability is impossible to produce high
performance [16]. Ability can be improved through employee development and motivation must
always be given in leadership practice [17].

This research is reinforced by State Of The Art and Novelty from international journals of
previous research.
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Figure 1. Results of Bibliometric Analysis

Based on Figure 1, it can be seen that from 980 international papers on role perception, human
resource development, compensation, and performance, it is found that the state-of-the-art research is
that no research directly uses role perception, and human resource development and compensation
simultaneously. measuring employee performance, so that the analysis in this study will be able to
provide empirical findings (novelty) that can be used as model development from scientific studies.

Literature Review and Submission of Hypotheses, Performance is the result of work in quality and
quantity achieved by an employee in carrying out his duties by the responsibilities given to him.
Performance is the result of work and work behavior that has been achieved in completing the tasks
and responsibilities given within a certain period [18]. The performance also means work
performance, work achievement or work results or work performance, or work appearance [19].
Furthermore, the factors that influence performance are ability and motivation. Ability consists of
potential abilities and reality abilities (knowledge and skills) meaning that the employee's 1Q is above
the average with 110-120 with adequate education for the position, and skills in doing daily work, then
the employee needs to be placed in the appropriate job with his expertise because he will more easily
achieve the expected performance. Motivation is intended here to be formed from the attitude of an
employee in dealing with work situations as a condition that moves employees to be directed to
achieve organizational goals. A mental attitude is a mental condition that encourages employees to try
to achieve maximum work performance or psychophysical meaning, an employee must be mentally
prepared, physically capable, understand the main goals and work targets to be achieved, and be able
to take advantage of and create work situations. [20]

Role Perception, Perception is a process that involves the entry of messages or information into
the human brain, through human perception continuously in contact with the environment [21]. Role
perception is a cognitive process that allows us to interpret and understand the environment around
us [22]. Role perception is a view of how one should act in a given situation [23]. Role perception is a
person's description of the rights and powers he has, as well as obligations and responsibilities that
must also be carried out on the role or task carried out [24]. Role perception is the compatibility
between the effort a person makes with the direct supervisor's view of the task that should be done.
Role perception can be measured by 1) Perception of job descriptions, 2) Perception of understanding
tasks, 3) Involvement in the organization and 4) Understanding of orders [23].

Human resource development, Human resource development is the process of preparing
individuals to assume different or higher responsibilities within the organization, usually related to
increasing intellectual abilities to carry out better jobs [25]. Development refers to learning
opportunities designed to assist the development of workers. Human resource development is an
activity that must be carried out by companies so that their knowledge, abilities, and skills are by the
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demands of the work they do [26]. Human resource development is defined as a series of systematic
and planned activities designed by the organization to provide opportunities for its members to learn
the skills needed to meet current and future job requirements [27]. Human resource development is
defined as a series of systematic and planned activities designed by the organization to provide
opportunities for its members to learn the skills needed to meet current and future job requirements
[28]. Human resource development is born from HR strategy which is derived from company strategy.
For HR development to be by the company's strategy, the HR strategy must also be in line and line with
the company's strategy [29]. Human resource development is all systematic and planned efforts to
realize and improve the quality of human resources, both concerning physical and non-physical
aspects so that high performance can be produced for himself and his organization [30].

Compensation is any form of payment or gift given to employees and arising from their work [31].
Compensation is all income in the form of money, goods directly or indirectly received by employees in
return for services provided to the company [32]. Compensation is something that employees receive
in exchange for their service contribution to the company. The provision of compensation is one of the
implementations of HR functions related to all types of giving individual awards and exchanges in
carrying out organizational tasks. Compensation is an important factor influencing how and why
people work for one organization and not for another [30]. Compensation is given to employees in
return for work and responsibilities given to the company [33].

2 Methods

The type of research in this research is causal research. The survey method aims to determine the
effect of role perception, human resource development, and compensation on employee performance.
The population in this study were employees of the University of Ibn Sina, totaling 109 people. The
sampling technique used in this study is simple random sampling, which is a technique used if the
population has members or elements that are not homogeneous and stratified proportionally [34]. If
the population is known, then the basis for determining using the following formula:

n=———=—-
N.d=+1
Information:
n = Number of Samples
N = Total Population
d?= Set precision
The size of the population is known to be 308 people, so the sample size used is:
109

"7 109 (0.05)2+ 1
1 =85,65 then rounded up to 85 respondents.

Furthermore, the measurement of these variables is presented in a questionnaire or a list of
statements using a Likert scale. Methods of data analysis using quantitative analysis. This study was

conducted to analyze the effect of role perception, human resource development, and compensation on
employee performance at Universitas Ibnu Sina.

3. Results and Discussion

a. The Influence of Role Perception on Employee Performance

The results in this study show that the role perception variable has a t value of 7.889> 1.989 t
table and a significance of 0.000 <0.05 whose decision HO is rejected and H1 is accepted. These results
are obtained because employees have a good perception of their respective jobs and responsibilities,
the existence of employee involvement in an organization and the ability to contribute by providing
input for the company, and a good understanding with superiors so that it can influence employee
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performance. This research is in line with previous research which states that role perception has a
significant effect on employee performance [24][21][35].
b. The Effect of HR Development on Employee Performance

The results in this study show that the human resource development variable has a t-count value
of 4.637> 1.989 t table and a significance of 0.000<0.05 whose decision HO is rejected and H2 is
accepted. These results are obtained because employees are able and willing to participate in
development to increase knowledge, presenters can adapt the material to what is needed by
employees, the material presented can also be received positively by employees, and with employee
participation in HR development, it can improve employee performance. This research is in line with
the previous one which states that HR development has a significant effect on employee performance
[36][37]]38].
c. The Effect of Compensation on Employee Performance

The results of this study show that the compensation variable has a t value of 8.702> 1.989 t table
and a significance of 0.000 <0.05 whose decision HO is rejected and H3 is accepted. The conclusion is
that compensation partially has a positive effect on employee performance at Universitas Ibnu Sina.
These results are obtained because employees receive compensation that is balanced between
workload and expertise, the company can provide more appropriate compensation to each employee
so that this can give influence and make improvements to employee performance. This research is in
line with previous research which states that comments have a significant effect on employee
performance [39][17][40].
d. The Influence of Role Perception, HR Development, and Compensation on Employee

Performance

The results of this study and based on the results of the processed data, it is obtained that the
calculated F value is 83.176> 2.48 F table and the significance is 0.000 <0.05, the decision is HO is
rejected and H4 is accepted. In conclusion, role perception, HR development, and compensation
simultaneously have a positive effect on employee performance. Effect of Compensation on Employee
Performance (study of Pudam Tirta Bina, Labuhanbatu Regency). This research is in line with previous
research which states that role perception, HR development, and compensation have a significant
effect on employee performance [9][41][42]. Overall research that has been described with the results
of the analysis, this study provides a new finding (novelty) that role perception, human resource
development, and compensation together can contribute strongly to employee performance. Of course,
these results can break the research foundation with the existence of a state of art that this research
provides a difference from previous international research. This research can provide a
comprehensive scientific study because it is equipped with the right measuring tools or indicators so
that it can provide a definite answer that employee performance cannot be separated from the
existence of a role perception, consistent development of human resources, and an ideal compensation
system. This research also provides a scientific contribution to the development of empirical models
related to the existence of a unified construct that is studied and analyzed. The fact is that if this model
can be implemented on employees of Universitas Ibnu Sina, it will overall be able to make a significant
increase in employee performance achievements.

4. Conclusion

Based on the results and discussion above, it can be concluded as follows. Role perception has a
positive and significant effect on employee performance at Universitas Ibnu Sina with a t value of
7.889> 1.989 t table and a significance of 0.000 <0.05. Human resource development has a positive and
significant impact on the performance of employees of Universitas Ibnu Sina with a t-count value of
4.637> 1.989 t table and a significance of 0.000<0.05. Compensation has a positive and significant
effect on employee performance at Universitas Ibnu Sina, the t-count value is 8.702> 1.989 t table and
the significance is 0.000<0.05. Role perception, HR development, and compensation simultaneously
have a positive and significant effect on employee performance at Universitas Ibnu Sina with an F
arithmetic value of 83.176> 2.48 F table and a significance of 0.000 <0.05. This research provides a
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scientific contribution to the development of an empirical model related to the unity of the construct
that is studied and analyzed and it is found that this research can solve the research foundation with
the state of the art that this research provides differences from previous international research.

Based on the results of this study, the authors submit suggestions or input as follows The results of
the research conducted, the compensation variable that most affects employee performance.
Therefore, Universitas Ibnu Sina can formulate an ideal compensation system formula for employees,
and employee performance can continue to be stable. It is hoped that Universitas Ibnu Sina can build a
perception for employees so that they can carry out their roles when carrying out their duties and
responsibilities. It is hoped that Ibn Sina University can formulate and apply appropriate human
resource development methods to suit the objectives of Ibn Sina University. Employee performance is
influenced by role perception, HR development, and compensation by 75.5%, while the remaining
24.5% is influenced by other variables not examined in this study. It is hoped that further research can
add other variables that can affect employee performance such as conflict management, work mental
attitude and work morality.
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