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ABSTRACT

The purpose of this study is to determine the degree to which personal traits and rewards have an impact on
employee performance at the University of Jabal Ghafur Sigli. The researchers used complete sampling to collect
data from 56 respondents as samples. After passing several of the necessary tests, the author draws the conclusion
that this study confirms the ha hypothesis and rejects the ho hypothesis based on the findings of various statistical
tests and test summaries. The F-count was 8.404 with a probability level of 0.001 based on statistical calculations
performed using the SPSS version 21.0 program and described in Table 4-15 above. The F-table, however, is
3.162. since there is a significantly lower likelihood than 0.05. 8.404 F-count > F-table (3.162), This study accepts
the Ha hypothesis and rejects the Ho hypothesis, which means that the incentive variable and individual
characteristics combined strongly explain the employee performance variable. In this study, the individual
characteristic variable, with a t-count value of 2.327 and a t-table value of 2.003, has a more dominant influence
than the reward variable. The employee performance variable at Jabal Ghafur Sigli University may be partially
influenced by the individual characteristic variable, according to the value of the t-count t-table (2.327 > 2.003)
with a probability of 0.024.
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INTRODUCTION

Human resources are something that every organization needs because they are crucial to
fulfilling the organization's vision and goal. HR will serve as the primary factor in determining how
effectively organizational development and activities are carried out in order to achieve success. One
of the standards that any organizational leader must take into account is HR management. The supply
of employee rewards, individual employee characteristics, employee performance, and the influence of
employee performance on the business are a few elements that must be taken into account with regard
to the aforementioned. The leadership's cunning in hiring its staff has a big impact on how well a
business is governed. The aforementioned indicators serve as the starting point for further investigation.

The success of an organizational institution is influenced by the potential of the employees
working there to realize the roles and authorities of the primary tasks and functions in accordance with
the organization's vision and mission. The presence of human resources in an organizational institution
receives a vital target. The goal of HR is to develop, maintain, and use human resources to help the
organization achieve its objectives. The accomplishments made in an organization's operational
activities, including the human resources component, are described as its performance (Jumingan,
2016).

Since 1982, UNIGHA has operated as a private university in Aceh, Pidie Regency, under the
direction of the Jabal Ghafur Campus Foundation. By enhancing organizational performance, UNIGHA
continues to work toward realizing its vision and mission as it performs its obligations. Although some
employees have been very generous and devoted to the organization so that they accept what is offered
by the organization, the issue that arises is based on the phenomenon that when viewed from the
perspective of rewards, there are still some employees who are not satisfied with the rewards they have
so far received.

According to the individual characteristic variables, individuals that operate in the Jabal Ghafur
setting ostensibly have diverse personalities and traits. However, some employees promote their egos,
both personal and structural. Another factor that can be seen from employee performance is that they
are loyal to the company and have not been working as hard as they could have. This is demonstrated
by the fact that there are still some employees who work two jobs outside of the campus organization
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and that admissions for lecturers are frequently delayed. It is vital to review the variables that influence
employee performance as a result.

The issues investigated are:

1. How much of an effect do rewards have on workers' performance?

2. To what extent do personal traits affect an employee's performance?

3. Which factor has the strongest influence on how well employees perform?

Research objectives

The following issues are looked at:

1. The extent to which rewards affect employee performance.

2. The degree to which individual traits affect staff members' performance.

3. To identify the factors that have the strongest bearing on how well employees perform.

LITERATURE REVIEW

The meaning of reward

Because they can boost morale, rewards are typically intended to advance the business or group. By
giving staff trophies, for example, rewards can be used to demonstrate to subordinates how much their
work is valued. By using incentives, employers can raise employee performance and accomplish their
objectives (Ghoniyyah et al., 2017). One of the fundamental duties of the HR discipline is the rewards
management system. increased financial and non-financial performance of the organization.
Additionallys to the advantages of reward workers' overall performance (Aktar et al, 2012). Employee
performance is significantly influenced by rewards (Glingér, 2011). Rewards are usually aimed at
advancing the company/organization because they are able to encourage morale. An important element
used to encourage employees to contribute in generating innovative ideas that lead to better functioning
of the organization. From some of the definitions above, the award is a form of compensation received
by employees for their good and bad performance in accordance with the provisions or work standards
that have been set.

Identified Personal Qualities

A person or item has traits if they have some unique qualities. Individual traits include interests,
attitudes, and aspirations that are controlled by staff in work settings, according to (Hajati, Wahyuni,
2018). (Choi et al., 2015) identified personal traits including staff fit and self-efficacy. Individual or
personal factors include age, BMI, and frequency of activity (Jalil, at all, 2015). According to some of
the descriptions given above, an individual's traits can be derived from their behavior, skills, interests,
and values as well as from how quickly they feel pleased or not.

Staff Performance

Depending on the degree of performance attainment, the performance management system determines
the quantity of performance. The management information system measures employee performance in
a number of ways (Imran, Tanveer, 2015). Employee performance is the level at which they meet job
requirements and adhere to responsibility-based work norms (Ghoniyyah et al., 2017). It is the goal of
management to improve total organizational change through HR performance (Mas'ud, 2014). The
standards and guidelines established by the organization are used to evaluate a person's
accomplishments. According to some of the definitions given above, an employee's performance is the
outcome of their job, which is evaluated in accordance with the organizational work standards without
deviating from the rules and regulations.

METHODS

Location of the Research Object

The study will be carried out at Jabal Ghafur Sigli University in the Aceh province's Indra Jaya District
of the Pidie Regency. whereas all of the UNIGHA staff are the study's subjects. The study will be
conducted in 2022—-2023.

Population

The population is a generalization area consisting of objects/subjects that have certain quantities and
characteristics determined by researchers to be studied and then drawn conclusions, (Sugiyono,
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2012:101). The population in this study are all employees who work at Jabal Ghafur University, as
many as 56 people (Unigha 2022 Personnel Section Data).

A case

Sugiyono (2012) claims that the sample reflects the size and features of the population. According to
Arikunto (2010:112), sampling for this study should include all of the subjects if there are fewer than
100, 10-15%, 20-25%, or more of the subjects if there are more than 100. Sugiyono (2012:103) claims
that because there are fewer than 100 people in the population, the entire population is employed as a
study sample. This is why the total sampling approach was chosen. Regarding the aforementioned
assertion that 56 respondents made up the research sample.

Data gathering method

This research's data was gathered through fieldwork, namely through online surveys (google forms)
that were distributed to respondents online and then processed to create raw data.

RESULTS AND DISCUSSION
The standard hypothesis tests applied in this research are:
Test Results for Normality

To determine if the data is a regression model, the dependent variable and the independent variable both
have a normal distribution or not, testing the data's normality is utilized. The normal probability plot
graph, which contrasts the cumulative distribution of the real data with the cumulative distribution of
normal data, can be used to analyze the normality of the data. The regression model satisfies the
assumption of normality if the data is distributed along a diagonal and moves in the same direction as
the diagonal line. Data processing yields a normal probability plot that looks like the information below:

Normal P-P Plot of Regression Standardized Residual
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Picture I-1. Normalitas P-P Plot Regression (Uji Normalitas)
Based on Figure I-1, it can be seen that the line that describes the actual data follows a diagonal line.
Thus it can be interpreted that the data used in this study is normally distributed as required.
Results of the heteroscedasticity test
The scatterplot graph's existence or lack of specific patterns can be used to determine whether
heteroscedasticity is present or absent. Heteroscedasticity is present if there is a specific pattern, such
as the existing dots making a specific regular pattern (wavy, widening then narrowing). There is no
heteroscedasticity if there is no obvious pattern and the points are evenly spaced above and below the
value 0 on the Y axis.
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Scatterplot

Dependent Variable: Kinerja Pegawai
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Picture 1.2. Heteroscedasticity Test Results

It is clear from the test findings displayed in Figure 4-2 above that the regression model used in this
study does not experience heteroscedasticity, contrary to what was previously asserted.
Results of the Multicollinearity Test

Multicollinearity signs point to a strong correlation between the independent variables. Multiple linear
regression suggests that these symptoms are not present. This is due to the fact that, if multicollinearity
occurs, changes in one independent variable will also affect changes in other independent variables,
making it challenging to determine with precision how much influence each independent variable will
have. The tolerance and VIF values presented in Table 1.1 can be used to establish whether
multicollinearity symptoms are present or absent as follows:

Table 1.1. Independent Variable VIF Value

No Variabel Tolerance Score VIF
1 Reward (X1) 0.828 1.208
2 Identified Personal Qualities (X2) 0.828 1.208

Source: Primary Data, 2022 (Processed)

The regression model does not exhibit multicollinearity diseases, as shown in table 1.1 above. This is
demonstrated by the fact that each independent variable's tolerance value is bigger than 0.1. The VIF
calculation's results also demonstrate that each independent variable's VIF value is less than 10.
Therefore, it can be said that the regression model used in this study does not have multicollinearity
among the independent variables.

Analysis of Rewards' Impact on Employee Performance at Jabal Ghafur Sigli University and Individual
Characteristics.

Multiple linear regression techniques were employed to ascertain the influence of independent
variables, which included the influence of rewards, individual characteristics, and employee
performance. This is demonstrated by the value of each variable's regression coefficient, which is
displayed in the output section for SPSS version 21.0 below.

11



Proceedings of International Conference on Education
Technology and Social Science

Universitas Jabal Ghafur ISSN: 2964-7762
Table 1.2. Multiple Linear Regression Results
Model Unstandardized Standardized t Sig.

Coefficients Coefficients
B Std. Error Beta

(Constant) 2.058 4.504 457|650

Reward 428 .178 .322 2.396| .021

Identified 451 .164 .369 2.746| .009

Personal

Qualities

Source: Primary Data, 2022 (Processed)
Based on the results of the regression calculation in the SPSS version 21.0 output section above, the
regression equation showing employee performance as a function of rewards and individual
characteristics can be formulated as follows:

Y =11.407 + 0,197 X1 + 0,316 X2

a) From Table IV-8 above, it is clear that there is a multiple linear regression equation. It can be
explained that if the constant value is 11.407, then Employee Performance (), which measures
employee performance at the University of Jabal Ghafur Sigli, is 11.407 on a Likert scale unit if
the Reward variable (X1) and Individual Characteristics (X2) are taken into account as constants.

b)  With a significance level of 0.040 or less than 0.05, the test findings for the reward variable (X1)
produced a positive regression coefficient value of 0.197. Thus, it can be concluded that at Jabal
Ghafur Sigli University, the reward variable (X1) has a favorable and significant impact on the
employee performance variable ().

c) In addition, the test results showed a positive regression coefficient value of 0.316 with a
significance level of 0.024 or less than 0.05 for the individual characteristic variable (X2). Thus, it
can be concluded that at Jabal Ghafur Sigli University, the individual characteristic variable (X2)
has a positive and significant impact on the employee performance variable (Y).

Correlation (R) and Determination Analysis (R2)

to ascertain the degree to which individual characteristics and the variable influence of reward affect
employee performance at the University of Jabal Ghafur Sigli. can be categorized as being quite close.
Additionally, the coefficient of determination (R2) is utilized to estimate the size of the variation in
employee performance at the University of Jabal Ghafur Sigli. Detailed information is shown in the
following table:

Table 1.3. Correlation Coefficient (R) and Determination Coefficient (R?)

Model Summary®

Model R R Adjusted R | Std. Error Change Statistics
Square | Square of the R Square F df1 df2 Sig. F
Estimate Change | Change Change
1 4912 241 212 1.578 241 8.404 2 53 .001

a. Predictors: (Constant), Identified Personal Qualities, Reward

b. Dependent Variable: Worker Performance

The magnitude of the coefficient of determination (R) of the relationship between the independent
variables, namely rewards and individual characteristics, is shown in Table 1.3 above. The relationship
between the independent and dependent variables is strongly correlated, as indicated by the value of
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0.491 or 49.1%. To see the value of the R-Square coefficient, we can observe that at Jabal Ghafur Sigli
University, the influence of incentive variables and individual job characteristics on employee
performance variables is 0.241 or (24.1%). While the remaining (75.9%) were affected by additional
factors not covered in this study.

Proof of the Hypothesis

Simultaneous Test (F Test)

To assess the impact of the independent variable on the dependent variable, namely the performance of
employees at Jabal Ghafur Sigli University, simultaneous hypothesis testing (F-test) was done. The
findings of the F-Test are shown in Table 1.4 below for more information:

Simultane Test Results, Table 1.4 (F-Test)

ANOVA?
Model Sum of Squares df Mean Square F Sig.
Regression 41.857 2 20.929 8.404 .001b
1 Residual 131.982 53 2.490
Total 173.839 55

a. Predictors: (Constant), Identified Personal Qualities, Reward

b. Dependent Variable: Worker Performance

Table 1.4. above summarizes the results of statistical calculations made using the SPSS Version 21.0
program. It shows that the F-count is 8.404 with a 0.001 probability level. The F-table, however, is
3.162. since there is a significantly lower likelihood than 0.05. In other words, this study accepts the Ha
hypothesis and rejects the Ho hypothesis since F-count (8.404) > F-table (3.162) indicates that the
incentive variable and individual attributes can explain the employee performance variable together
considerably.

Limited Test (t Test)

Limited statistical analysis The Jabal Ghafur Sigli University employee performance was the dependent
variable, and the t-test was used to assess the significance (real or not) of the influence of independent
factors (rewards and individual characteristics) on it. The variables used in the regression approach,
rewards (X1) and individual traits (X2), can be partially seen in the regression equation below,
according to the calculations performed above using SPSS.

1) The reward impact variable (X1) research findings had a t-count value of 2.107 and a t-table value
of 1.670. Because of the probability of 0.404 more than 0.05 and the t-count value t-table (2.107 >
2.003), it may be inferred that the incentive variable at Jabal Ghafur Sigli University has a partial
impact on employee performance ().

2) The t-count value of the study's findings for the individual characteristic variable (X2) was 2.327,
while the t-table value was 2.003. The employee performance variable at Jabal Ghafur Sigli

University may be partially influenced by the individual characteristic variable, according to the
value of the t-count t-table (2.327 > 2.003) with a probability of 0.024.

CONCLUSION
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This study rejects the theory Ho and accepts the theory Ha. The study's findings indicate that the
individual characteristic variable (X2), whose t-count value is 2.327 while its t-table value is 2.003, has
a more significant influence than the reward variable.

ACKNOWLEDGEMENTS
Thank you to LPPM Unigha, Jabal Ghafur University, and all those who participated in the 2022 Unigha
International Conference for organizing such a fantastic event.

REFERENCES

1.

2.

11

13

14

15

16

17
18

19

Jumiringan. (2016). Pengantar manajemen dan sumber daya manusia. Jakarta : Prestasi Pustaka
Jakarta.

Ghoniyyah, D., Setyaningsih, Y., & Wahyuni, I. (2017). Analisis Hubungan Karakteristik
Individu, Safety Leadership, Motivasi, Reward dan Punishment Terhadap Kinerja Karyawan CV.
Eterna garment, 5(3), 249-259.

Gungor, P. (2011). The relationship between reward management system and employee
performance with the mediating role of motivation: A quantitative study on global banks. Procedia
- Social and Behavioral Sciences, 24, 1510-1520. https://doi.org/10.1016/j.sbspro.2011.09.029.
Aktar, S., Sachu, M. K., & Ali, M. E. (2012). The Impact of Rewards on Employee Performance
in Commercial Banks of Bangladesh: An Empirical Study. I0SR Journal of Business and
Management, 6(2), 9-15. https://doi.org/10.9790/487x-0620915

Hajati, D. I., A, D. W., & Wahyuni, H. N. (2018). Pengaruh Karakteristik Individu, Karakteristik
Pekerjaan dan Karakteristik Organisasi terhadap Kinerja Pegawai (Studi pada Politeknik
Kotabaru). Latar Belakang Masalah Tujuan Penelitian Tinjauan Teori. Jurnal Bisnis Dan
Pembangunan, 7 (1), 1-10.

Choi, Y. J, Lee, C., & Jacobs, R. L. (2015). The hierarchical linear relationship among structured
on-the-job training activities, trainee characteristics, trainer characteristics, training environment
characteristics, and organizational characteristics of workers in small and medium-sized
enterpris. Human Resource Development International, 18(5), 499-520.

Jalil, S. W., Achan, P., Mojolou, D. N., & Rozaimie, A. (2015). Individual Characteristics and
Job Performance: Generation Y at SMEs in Malaysia. Procedia - Social and Behavioral Sciences,
170, 137-145.

Imran, M and A. Tanveer. (2015). Impact of Training & Development on Employees’ Performance
in Banks of Pakistan. European Journal of Training and Development Studies Vol.3, No.1, pp.22-
44,

Mas’ud, Fuad. (2014). Pemimpin dan Kepemimpinan, CV. Rakawali Jakarta.

10. Navimipour, N. J., Milani, F. S., & Hossenzadeh, M. (2018). A model for examining the role
of effective factors on the performance of organizations. Technology in Society, 55(April), 166—
174,

. 0. Oyemomi, S. Liu, I. Neaga, A. Alkhuraiji. (2016). How knowledge sharing and business process

contribute to organizational performance: using the fSQCA approach, J. Bus.

. Qadariah, Majid2, M. S. A., & Idris, S. (2019). https://doi.org/10.9790/487X-2102015562.
. Fahmi, H. K., Musnadi, S., & Nadirsyah, N. (2019). Role Conflict, Self Efficacy, Employees’

Performance and Organizational Performance. Journal of Accounting Research, Organization
and Economics, 2(1), 31-40. https://doi.org/10.24815/jaroe.v2i1.13013.

. Asadullah, A. B. M., Juhdi, N. B., Islam, N., Abdullah, A. B. M., Al, A., & Ahmed, A. (2018). The

Effect of Reinforcement and Punishment on Employee Performance. Journal of Advanced
Research, 7(2), 97-108.

. Hair, J. F., Black. W. C., Babin. B. J.; and Anderson. R. E. (2013). Multivariate Data Analysis.

Anderson Seventh Edition. Pearson Prentice Hall, New Jersey.

. Sugiono. (2012). Metode Peneltian Kuantitatif, Kualitatif dan R&D. Bandung : CV. Alfabeta.
. Sugiharto. (2012). Faktor-faktor yang Mempengaruhi Kinerja Akuntan. Publik di Jakarta, Jurnal

Bisnis dan Akuntansi, Vol. 14, No. 3, him. 181.

. Da Silva, R.V. & Syed Alwi, S. F. (2008). “Online brand attributes and online corporate brand

14


https://doi.org/10.1016/j.sbspro.2011.09.029
https://doi.org/10.9790/487x-0620915
https://doi.org/10.9790/487X-2102015562

Proceedings of International Conference on Education
Technology and Social Science
Universitas Jabal Ghafur ISSN: 2964-7762

images”, European Journal of Marketing, Vol. 42, 1039- 1058.

20. Joreskog, K.G. & Sorbom, D. (1989). LISREL 7: A guide to the program an SPSS, Inc

21. Anderson, J. C., & Gerbing, D. W. (1988). Structural equation modeling in practice: A review and
recommended two-step approach.

22. Byrne. (2012). Structural Equation Modeling with LISREL, PRELIS, and. SIMPLIS, New Jersey:
Lawrence Erlbaum Associates, Inc. Caruana.

23. Ghozali, Imam. (2014). Aplikasi Analisis Multivariate Dengan Program SPSS. Semarang: Badan
Penerbit Universitas Diponegoro.

15



