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ABSTRACT 

This study aims to determine and analyze the effect of compensation, job 

satisfaction and career development on the Performance of the Auditor and 

P2UPD Regional Inspectorate of Pohuwato Regency.  

This research uses descriptive quantitative method. The population and 

sample in this study were the staff of the Regional Inspectorate of Pohuwato 

Regency. Data analysis used multiple regressions.  

The results show that compensation has a significant effect on perfor-

mance, job satisfaction has a significant effect on performance, career devel-

opment has a significant effect on performance and compensation, job satis-

faction and career development simultaneously have a positive and significant 

effect on performance.  

Keywords: compensation, job satisfaction, career development, performance

INTRODUCTION 

Technological developments & com-

petition in the business sector in Indone-

sia require every organization to adapt to 

existing developments to compete & sur-

vive from time to time. In this case, hu-

man resources are an important factor de-

termining the success of an organization 

in achieving its goals because the success 

or failure of an organization in achieving 

goals is dependent on the capabilities of 

human resources. The ability of human 

resources in carrying out their duties can 

be seen through performance, so that, the 

performance of human resources is very 

important for organizational success. 

The performance of good human re-

sources is characterized by their ability to 

complete tasks on time and be able to ac-

hieve every target set by the organization, 

in other words the performance of human 

resources is the result of work in quality 

and quantity achieved by human resour-

ces in carrying out their duties appro-

priate with the responsibilities given. 

The Regional Inspectorate of Pohu-

wato Regency is one of the OPDs in Po-

huwato Regency with the task of supervi-

sing government affairs in the Regency, 

implementing guidance on the adminis-

tration of subdistrict government and im-

plementing Village Government affairs. 

The decline in employee performan-

ce is known from the results of brief dis-

cussions with several employees who sta-

ted that they sometimes tend to switch to 

the supervisory function (auditor or su-

pervisor of the implementation of region-

al government affairs). This shows prob-

lems in employee performance related to 

the quality of work that is not optimal. 

The overall quality can be accounted 

for. The problem that often occurs within 

the team is the difference in the quality of 

the examiners' human resources, which 

has an impact on the overall team per-

formance. Performance problem in terms 
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of quantity also sometimes some of the 

completion of examination results did not 

reach the predetermined target. Besides, 

the results of the researchers' initial ob-

servations also found that less than opti-

mal performance was reflected in the lack 

of cooperation between fields. 

The performance of the Regional Ins-

pectorate of Pohuwato Regency on com-

pletion of the follow-up results of the ins-

pection by external and internal supervi-

sors still needs to be maximized, namely 

89.17 in 2016, which increased to 92.27 

in 2017, but in 2018 and 2019 it decrea-

sed by 80.96 and 80, 62. 

One way for management to improve 

work performance or employee perfor-

mance is through compensation, in this 

case, a performance allowance or TKD. 

Presidential Regulation of the Republic 

of Indonesia Number 5 of 2014 for the 

level of position, the amount of allowan-

ce attached to the salary namely the main 

auditor Rp. 1,400,000.00; intermediate 

auditor Rp. 1,100,000.00; young auditor 

Rp. 700,000.00; the first auditor is Rp. 

450, 000.00 and the supervisory auditor 

is Rp. 500,000.00. 

Providing an adequate compensation 

can encourage employee performance im 

provement. If the performance of each in-

dividual or employee is good, it will con-

tribute to better organizational perform-

ance. Additional salaries & bonuses that 

are appropriate with employee contribu-

tions can be a strong motivator for impro-

ving individual performance. This shows 

that the provision of appropriate compen-

sation can motivate a person to carry out 

an activity to get the best results for the 

organization, which is shown through his 

performance. 

Compensation is a meaningful aspect 

for employee' because the amount of com 

pensation reflects the amount of the value 

of their work among the employee’ them-

selves.. Compensation is an important fun 

ction in human resource management be-

cause compensation is one of the most 

sensitive aspects of a working relation-

ship. The problem appeared in the Regio-

nal Inspectorate of Pohuwato Regency 

about providing indirect financial com-

pensation, where the net allowance recei-

ved by middle auditors was not much dif-

ferent from that of young auditors. 

In working, besides the compensa-

tion, employees also need to get job satis-

faction which can also have an impact on 

improving employee performance. Job sa 

tisfaction will lead to increased perfor-

mance so that satisfied workers will be 

more productive at work. The concept of 

job satisfaction refers to the attitude or 

emotional reaction of an individual to his 

job. Job satisfaction can be defined as a 

feeling that supports or does not support 

an employee concerning his job or with 

his condition. Problems that arise related 

to job satisfaction at the Regional Inspec-

torate of Pohuwato Regency are working 

conditions that are not yet optimal be-

cause the inadequate facilities received, 

too narrow room conditions cause incon-

venience to carry out overhaul inspec-

tions and most of the supervisors still use 

personal laptops and limited printers each 

room. Other dissatisfaction is discrimina-

tion of receiving income because someti-

mes there are supervisors who work hard, 

but the wages and allowance are almost 

the same as supervisors whose burdens 

are less. Dissatisfaction also arises in deal 

ing with coworkers because ideally, a su-

pervisor must comply with a code of eth-

ics, but there are still colleagues who do 

not understand what is the responsibi-lity 

and professionalism of a supervisor, es-

pecially teamwork. 

The results of observations also show 

the low job satisfaction of employees at 

the Inspectorate Office of Pohuwato Re-

gency, which can be seen from the emp-

loyyees' dissatisfaction with their work 

which sometimes has a heavier workload 

than other employees who occupy the sa-
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me position. Besides, some employees 

are not satisfied with the relationships 

between employees because of the unfair 

compensation provided by the organiza-

tion. This indicates that job satisfaction is 

also an important contribution to improv-

ing employee performance. 

Besides compensation and employee 

job satisfaction, career development can 

also have an impact on employee perfor-

mance. Career development is an effort 

carried out in the context of developing 

employee potential to occupy higher po-

sitions to achieve organizational goals. 

The importance of career development is 

closely related to employee performance. 

The clearer the implementation of career 

development in an agency will improve 

employee performance because employe-

es feel satisfied, increase employee mora-

le, loyalty, and creativity. 

Planning & developing a career will 

provide benefits for individuals and orga-

nizations. Through career of development 

programs, the organization will improve 

employee performance and productivity, 

reduce labor turnover, and increase pro-

motion opportunities for employees. For 

employees themselves, career planning 

can encourage their readiness to use exis-

ting career opportunities. Especially for 

the human resources department, it will 

make it easier to meet the needs of the or-

ganization's internal staffing. The prob-

lem that occurs related to career develop-

ment at the Regional Inspectorate of Po-

huwato Regency is that there is no equal 

distribution in determining the Dalnis for 

each Irban or having to change roles to 

become Dalnis. 

Related to the career development at 

the Inspectorate Office of Pohuwato Re-

gency, career separation is carried out or 

takes 2 years after participating in the 

training. This has resulted in fatigue of 

some employees, so that, they more inte-

rested in switching to functional person-

nel. The desire to switch to functional per 

sonnel has an impact on performance that 

is not maximum in the structural field. 

Based on some of the theoretical stu-

dies mentioned above, it indicates that 

employee performance can be affected by 

compensation, job satisfaction, and care-

er development. 

Performance is the quantity or quali-

ty of the work of an individual or group 

within the organization in carrying out 

the main tasks and functions that are gu-

ided by norms, standard operating proce-

dures, criteria, & measures that have been 

set or are applicable in organization [19]. 

Performance is the result obtained by 

an organization, both the organization is 

profit and nonprofit oriented which is ge-

nerated over some time [5]. Performance 

is the Level of attainment results from the 

implementation of certain tasks. Indivi-

dual performance is the level of achieve-

ment or the work of a person from the 

goals that must be carried out within a 

certain period [20]. 

Performance is the result of work ac-

hieved by employees based on job requi-

rements [2]. Performance is about doing 

the job and the results achieved from that 

job [21]. 

Indicators of employee performance 

are as follows: 

1. Work quality. How well an employee 

does what should be done. 

2. Work quantity. How long employees 

works in one day. This work quantity 

can be seen from the work speed of 

each employee 

3. Implementation of tasks. To what ex-

tent are employees able to do their job 

accurately or without errors 

4. Responsible. Awareness of the oblige-

tion to do work accurately or without 

mistakes. 

Compensation is a counter achieve-

ment to the use of labor or services that 

have been provided by the workforce 

[21]. Compensation is what an employee 

or worker receives in return for the work 
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given [9]. Some of the compensation pro-

vided by the organization is money, but 

some aren’t money. Compensation in the 

form of wages generally is money so that 

the possibility of its real value fluctuates. 

Compensation is all income in the 

form of money, direct or indirect goods 

received by employees in return for ser-

vices provided to the organization [7]. 

Compensation is the entire reward recei-

ved by employees as an appreciation for 

the contributions given to the organiza-

tion both financial & non-financial [18]. 

Employee compensation is any form 

of payment or gift given to employees 

because of their job and has two compo-

nents: direct payments (wages, salaries, 

incentives, commissions & bonuses), and 

indirect payments (financial benefits such 

as insurance and vacation money paid by 

the organization) [4]. 

Compensation is everything that em-

ployees receive in return for their work 

[6]. Compensation is the overall arrange-

ment for the provision of remuneration 

for employers and employees, both finan-

cial and non-financial [12]. 

The compensation indicator, that is: 

1. Salary is money given every month to 

an employee as remuneration for their 

contribution. 

2. Wages are benefits that are given di-

rectly to employees based on working 

hours. 

3. Incentives are financial rewards given 

directly to employees whose perfor-

mance exceeds the specified standard. 

4. Allowances are compensation given to 

certain employees as a reward for their 

sacrifice. 

5. Facilities are supporting facilities pro-

vided by the organization. 

Compensation is something that em-

ployees receive as a substitute for their 

service contribution to the organization. 

Compensation is also an important factor 

in improving employee performance and 

as an incentive in encouraging employees 

to achieve organizational goals. Implem-

enting a good compensation system will 

make employees feel valued, so that, they 

will be motivated to work. The provision 

of compensation, salaries, bonuses, and 

awards that are not good, is considered to 

reduce employee performance. 

Job satisfaction is the attitude or feel-

ings of employees towards pleasant or 

unpleasant aspects of work appropriate 

with the assessment of each worker [3]. 

Job satisfaction is an evaluation that des-

cribes a person feeling happy or unhappy, 

satisfied, or dissatisfied at work. [15]. 

Job satisfaction is a pleasant emotio-

nal attitude and loves his job [7]. This at-

titude is reflected by work morale, discip-

line, and turnover. Job satisfaction is a 

positive feeling about one's job which is 

the result of an evaluation of characteris-

tics [16]. Job satisfaction depend on what 

someone wants from their job & what 

they get. Most dissatisfied people are tho-

se who have the most desires but get the 

least [13]. 

Job satisfaction is a general attitude 

towards one's job as the difference bet-

ween the amount of reward received by 

workers and the amount of reward that is 

believed to be received [16]. Job satisfac-

tion is the employee's feelings about his 

job, whether happy/like or unhappy/disli-

ke as result of employee interaction with 

the work environment or as a perception 

of mental attitudes, as well as a result of 

employee assessments of their work [14]. 

Employees' feelings about their work re-

flect their attitudes & behavior at work. 

The indicators of job satisfaction con 

sist of below: 

1. Mentally challenging work. Employe-

es tend to prefer jobs that allow them 

to use their skills and abilities and of-

fer a variety of assignments, freedom, 

and feedback. A job that is too less 

challenging will create boredom, but a 

job that is too challenging will create 

frustration and feelings of failure. In 
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conditions of moderate challenges, 

most employees will experience plea-

sure and satisfaction. 

2. Supporting working conditions. Em-

ployees care about a good environ-

ment for personal comfort and to 

make it easier to do good tasks. Stud-

ies show that employees prefer safe, 

harmless, and hassle-free surround-

ings. Besides, most employees prefer 

to work close to home, in clean and 

relatively modern facilities, and with 

adequate equipment. 

3. Fair salary or wages. Employees want 

a wage system and promotion policies 

that they perceive to be fair and along 

with their expectations. When wages 

are seen as fair based on job demands, 

individual skill levels, and community 

wage standards, satisfaction is likely 

to result. The promotion provides op-

portunities for personal growth, more 

responsibility, and increased social 

status. Therefore, for individuals who 

perceive that promotion decisions are 

made fairly, it is likely that employees 

will experience satisfaction in their 

work. 

4. The suitability of personality with 

work. Holland's "job-personality fit" 

theory concludes that a high match be-

tween an employee's personality and 

occupation will result in a more satis-

fied individual. People with the same 

personality type as their job have a 

high probability to succeed in their 

job, so they will also get high satisfac-

tion. 

5. Supportive co-workers. For most em-

ployees, work also fills the need for 

social interaction. Therefore, it is not 

surprising that having friendly and 

supportive coworkers will lead to in-

creased job satisfaction. Superior be-

havior is also a major determinant of 

satisfaction. 

Job satisfaction is one of the most 

important factors to get optimal work re-

sults. When someone feels satisfaction at 

work, they will try their best of their abil-

ity to complete their work assignments. 

Thus, productivity and work results will 

increase optimally. Job satisfaction is 

closely related to how a person does his 

job. 

Career development can be defined 

as an employment activity to help em-

ployees plan future careers where they 

work. So, the employees concerned and 

also the organization can develop them-

selves optimally. 

Career development is the process of 

increasing individual employability to 

achieve the desired career [15]. Career 

development is a formal approach that 

organizations take to ensure that people 

with the right qualifications and experi-

ence are available when needed. 

Career development is a personal 

improvement that a person can do to 

achieve a planned career plan. Career de-

velopment goals are to match the needs 

of employees with the career opportuni-

ties available in an organization or gov-

ernment agency [6]. Career development 

is a series of attitudes and behaviors. re-

lating to work activities and experiences 

throughout a person's life. 

The dimensions that need to be con-

sidered in career development are as fol-

lows: 

1. Fair treatment in a career. Fair treat-

ment can only be realized if the pro-

motion criteria are based on objective, 

rational considerations and are widely 

known among employees. 

2. The concern of direct superiors. Em-

ployees generally crave the involve-

ment of their direct supervisor in their 

respective career planning. One form 

of concern is providing feedback to 

employees about the implementation 

of their respective duties, so that, em-

ployees know the potential that needs 

to be addressed. In turn, this feedback 

is an important material for employees 
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regarding what initial steps they need 

to take so that they are more likely to 

be promoted. 

3. Information about various promotional 

opportunities. Generally, employees 

expect that they have access to infor-

mation about various opportunities for 

promotion. This access is very im-

portant especially if the available va-

cancies are filled through an internal 

competitive selection process. If such 

access does not exist or is very lim-

ited, workers will easily assume that 

the principles of fairness, equality and 

opportunity to be considered, for pro-

motion are not applied in the organiza-

tion. 

4. There is interest in being promoted. 

The right approach used in terms of 

arousing interest in workers for career 

development is flexible and proactive. 

That is, the interest in developing a ca-

reer is very individualistic. A worker 

takes into account various factors such 

as age, gender, type and nature of cur-

rent work, education and training tak-

en, number of dependents, and various 

other variables. These various factors 

can result in a person's interest in de-

veloping their career. 

5. Satisfaction level. Although in general 

it can be said that everyone wants to 

achieve progress, including in pursu-

ing a career, the measure of success 

that is used is indeed different. This 

difference is a result of the level of 

satisfaction, and in the latter context 

does not necessarily mean the success 

of reaching a high position in the or-

ganization, but also means being will-

ing to accept the fact that, due to vari-

ous limiting factors faced by a person, 

workers are "satisfied" if they can 

reach a certain level in career, alt-

hough there are not many career lad-

ders that he has successfully climbed. 

Career development is an effort car-

ried out to develop the potential of em-

ployees to occupy higher positions to 

achieve organizational goals. The im-

portance of career development is closely 

related to employee performance. The 

clearer the implementation of career de-

velopment in an agency will improve 

employee performance because employ-

ees feel satisfied, increase employee mo-

rale, loyalty, and creativity. 

 

RESEARCH METHOD 
This research uses quantitative re-

search with an associative approach or 

research based on influence/relationship 

which aims to determine between two or 

more variables and this research has a 

causal effect/relationship (cause-effect) 

between independent variables. This re-

search uses a causality design that aims 

to understand the influencing (independ-

ent) variables and the consequent (de-

pendent) variables and to determine the 

nature of the independent variables and 

their predicted effects. 

The population in this research was 

39 employees of the Inspectorate of Po-

huwato Regency. The population is rela-

tively small; this research uses saturated 

sampling Analysis of the data in this re-

search using multiple linear regression 

statistics. 

 

FINDING AND DISCUSSION 

Compensation is proven to have a 

positive and significant effect on perfor-

mance at the Regional Inspectorate of 

Pohuwato Regency, indicated by the 

count = 4,650 greater than 1.688 and the 

Sigcount value of 0,000 less than 0.05. 

This means that if the compensation in-

creases, it will be followed by an increase 

in performance at the Regional Inspec-

torate of Pohuwato Regency. The results 

of descriptive data, items that have a very 

high effect on performance are the salary 

that is appropriate with the needs, while 

the items with the high category of influ-

ence are full health insurance coverage 
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for all family members, the right to leave 

by applicable regulations and sufficient 

transport fees for every official journey. 

This study is relevant to the results of 

previous studies which show that com-

pensation has a positive and significant 

effect on performance [17] [11] [1] and 

[8] but it is not along with the results of 

research which states that compensation 

has no significant effect on human re-

source performance [17]. 10]. 

Job satisfaction is proven to have a 

positive and significant effect on perfor-

mance at the Regional Inspectorate of 

Pohuwato Regency, indicated by the 

tcount = 2.442 greater than 1.688 and the 

Sigcount value of 0.020 less than 0.05. It 

means that, if job satisfaction increases, it 

will be followed by an increase in per-

formance at the Regional Inspectorate of 

Pohuwato Regency. The results of de-

scriptive data, items that have a high in-

fluence on performance include the at-

mosphere of calm and comfort at work, 

my boss often provides constructive criti-

cism for work, my colleagues always 

provide encouragement/enthusiasm at 

work. The level of agency discipline in 

implementing regulations, policies, and 

satisfaction with salaries. This research is 

relevant to the results of previous studies 

which show that job satisfaction has a 

positive and significant effect on perfor-

mance [17] [11], [1], and [8]. 

Career development is proven to 

have a positive and significant effect on 

performance at the Regional Inspectorate 

of Pohuwato Regency, indicated by the 

tcount = 2.109, greater than 1.688 and the 

Sigcount value of 0.033, less than 0.05. 

This means that if career development 

increases, it will be followed by an in-

crease in performance at the Regional 

Inspectorate of Pohuwato Regency. The 

results of descriptive data, items that 

have a very high effect on performance 

are employee career development paying 

attention to employee tenure and promo-

tion principles are trust, fairness, and ex-

isting formation. Whereas the item that 

has a high impact on performance is the 

determination of employee competency 

standards in career development which is 

very good and appropriate. Career devel-

opment has taken into account the educa-

tional background of employees and 

promotions are based on the needs and 

work performance of employees. Where-

as, the item that has a high impact on per-

formance is the determination of employ-

ee competency standards in career devel-

opment which is very good and appropri-

ate. Career development has taken into 

account the educational background of 

employees and promotions are based on 

the needs and work performance of em-

ployees. This research is relevant to the 

results of previous studies which show 

that career development has a positive 

and significant effect on performance 

[11] but it is not along with the results of 

research which states that compensation 

does not have a significant effect on hu-

man resource performance [10]. 

 

CONCLUSION 
1. Compensation has a positive and sig-

nificant effect on performance with a 

Sig value of 0.000 less than 0.05 and a 

contribution of influence of 26.60%. 

Thus the hypothesis which states that 

compensation has a positive and sig-

nificant effect on performance can be 

accepted. 

2. Job satisfaction has a positive and sig-

nificant effect on performance with a 

Sig value of 0.020 less than 0.05 and a 

contribution of influence of 12.30%. 

Thus the hypothesis that job satisfac-

tion has a positive and significant ef-

fect on performance can be accepted. 

3. Career development has a positive and 

significant effect on performance with 

a Sig value of 0.033 less than 0.05 and 

a contribution of influence of 11.80%. 

Thus the hypothesis that career devel-



The Effect of Compensation, Job Satisfaction, and Career Development on The Auditors' 

Performances and P2UPD Regional Inspectorate of Pohuwato Regency 

40 

opment has a positive and significant 

effect on performance can be accept-

ed. 

Compensation, job satisfaction, and 

career development simultaneously have 

a positive and significant effect on per-

formance with a Sig value of 0.000 less 

than 0.05 and an influential contribution 

of 50.70%. Thus the hypothesis which 

states that compensation, job satisfaction, 

and career development simultaneously 

have a positive and significant effect on 

performance can be accepted. 
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