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Abstract 

Human resource management (HRM) is the foundation to face business competition. Organizational 

strategies related to HRM create satisfaction among employees so that employees perform well and can 

create a competitive advantage for their organization. The need for human resources in the hospital 

industry has developed along with the availability of hospitals reaching 2813 hospitals in Indonesia. 

This of course requires superior human resources performance. HRM practices are expected to drive 

human resources performance and achieve a competitive advantage in the hospital industry. This study 

will examine the effect of HRM practices, namely training, performance appraisal, and compensation 

systems on employee performance. Furthermore, this study will also examine the role of job satisfaction 

to mediate HRM practices on employee performance. The study was conducted in a private hospital in 

the Surakarta area with a sample of 120 respondents. Convenience sampling technique as a sampling 

method used to collect samples using a questionnaire. SmartPLS is used to analyze research data. The 

results showed that there was a significant positive effect on HRM Practices (training, performance 

appraisal, compensation system) on employee performance. However, job satisfaction only mediates 

the effect of performance appraisal and compensation system on employee performance, while job 

satisfaction does not play a role in mediating the effect of training on employee performance. 

Keywords: HRM Practices; Training; Performance Appraisal; Compensation Systems; Employee 

Performance. 

Abstrak 
Manajemen sumber daya manusia (SDM) menjadi pondasi untuk menghadapi pesaingan bisnis. 

Strategi organisasi yang terkait dengan manajemen SDM menciptakan kepuasan di antara karyawan 

sehingga karyawan berkinerja baik dan mampu menciptakan keunggulan kompetitif bagi 

organisasinya. Kebutuhan SDM pada industri rumah sakit mengalami perkembangan seiring dengan 

tersedianya rumah sakit mencapai 2813 rumah sakit di Indonesia. Hal ini tentu membutuhkan 

kinerja SDM yang unggul. Praktek manajemen SDM diharapkan dapat sebagai pendorong kinerja 

SDM dan mencapai keunggulan kompetitif industri rumah sakit. Penelitian ini akan menguji pengaruh 

praktek manajemen SDM yaitu training, penilaian kinerja, dan system kompensasi terhadap kinerja 

karyawan.  Selanjutnya penelitian ini juga akan menguji peran kepuasan kerja untuk memediasi 

Praktek Manajemen SDM terhadap kinerja karyawan. Penelitian dilakukan di rumah sakit swasta 

wilayah Surakarta dengan sampel sebanyak 120 responden. Teknik convenience sampling sebagai 

metode sampling yang digunakan dengan pengumpulan sample menggunakan kuesioner. SmartPLS 

digunakan untuk menganalisis data penelitian. Hasil penelitian menunjukan adanya pengaruh positif 

signifikan pada Praktek Manajemen SDM (training, penilaian kinerja, sistem kompensasi) terhadap 

kinerja karyawan.Namun kepuasan kerja hanya memediasi pengaruh penilaian kinerja dan system 

kompensasi terhadap kinerja karyawan sedangkan kepuasan kerja tidak berperan memediasi pengaruh 

training terhadap kinerja karyawan.   

Katakunci: Praktek Manajemen Sumber Daya Manusia; Training; Penilaian Kinerja; Sistem 

Kompensasi; Kinerja Karyawan 
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INTRODUCTION 

The dynamic business environment 

requires every organization to maximize its 

strategic capabilities to take advantage of 

business opportunities and achieve superior 

performance compared to its business 

competitors. Human resources, as 

organizational resources, are critical in 

ensuring that an organization's backbone is 

strong enough to obtain a competitive 

advantage in the marketplace. Effectiveness 

of human resource management is needed 

to support organizational performance, for 

that employees as the main organizational 

resources are in a strategic position to be 

able to create a competitive advantage 

(Allameh et al., 2014; Khan, 2010; Taib et 

al., 2018) because human resources in each 

organization vary, they have unique 

characteristics and cannot be imitated 

(Shaukat et al., 2015). Effective human 

resource management practices directly 

impact the performance of an organization 

and its ability to obtain a competitive edge 

(Chukwuka Ernest J., 2016; Rawashdeh & 

Al-Adwan, 2012). This is a fact that human 

resources play an essential role in 

managing the life and long-term viability of 

a company's operations since human 

resources are responsible for carrying out 

the organization's policies, programs, 

objectives, and goals. Good human 

resource management practices (HRMP) 

contributes to the creation of a good 

organizational climate so that it will 

provide opportunities for the development 

and proper distribution of work for 

members of the organization and create a 

pleasant working relationship. 

Research on HRMP in developing 

countries so far has received less attention 

(Aycan et al., 2000; Hassan, 2016; 

Mahadevan & Mohamed, 2014). Even 

some studies show that employee 

performance is not influenced by HRMP, 

for example training (Azis. et al., 2019; 

Ingsih et al., 2021), performance appraisal 

(Japlani. A. & Purnamasari, 2020; Subekti, 

2021), compensation system (Hee & Jing, 

2018; Shanty & Mayangsari, 2017). This 

causes the company to pay less attention to 

the company's HRMP. However, several 

studies provide results that point to a 

significant influence of HRMP on 

organizational performance (Hassan, 2016; 

Taib et al., 2018). Organizations can adopt 

HRMP to attract or retain talented members 

of the organization to achieve their 

organizational goals (Mohamed, 2014; Nor, 

2018).  

To strengthen the theory of HRM in 

developing countries and based on the 

existing gap research in HRMP on 

employee performance, job satisfaction is 

one of the possible variables to mediate 

research gaps on HRMP and employee 

performance. HRMP fosters employee 

confidence so that they can work 

enthusiastically, optimally and obtain job 

satisfaction. Kondisi tersebut nantinya akan 

menumbuhkan efektifitas kerja dan kinerja 

pegawai serta keunggulan bersaing 

organisasi (Alsafadi & Altahat, 2021; 

Astuti et al., 2020; Pradhan et al., 2017). 

Job satisfaction can be interpreted as 

a person's level of happiness and comfort 

with the organization or work he does 

(Rodjam et al., 2020). Employees will feel 

happier and more comfortable at work if 

employees are in a good work environment 

and an organization that supports the 

achievement of their task completion. In the 

hospital industry, job satisfaction of 

hospital staff is very crucial because it will 

have an impact on excellent service to 

patients and will have an impact on patient 

satisfaction, lower medical costs, and will 

ultimately make hospitals more competitive 

(Chaudhury, 2015). HRM efforts are 

needed to be able to build employee job 

satisfaction which ultimately affects 

employee and company performance.  

In this research, job satisfaction will 

play a mediating role between HRMP and 
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employee performance. A good HRMP will 

foster employee satisfaction at work which 

in the end the level of comfort and 

happiness will improve their performance 

at work. Rodjam et al. (2020) argue that 

when employees are satisfied, they will do 

various things that are positive and will 

have an impact on the success of the 

organization.  

Furthermore, this research will be 

conducted in the service industry sector, 

namely private hospitals. Hospitals in 

Indonesia have tremendous growth. Based 

on data from the Ministry of Health in 

March 2019, hospitals reached 2813. This 

is balanced with the high demand for 

human resources. Hospital performance, of 

course, cannot be achieved if it is not 

supported by the superior performance of 

its employees because, in hospitals, 

medical personnel is the arteries that 

maintain the sustainability of the hospital 

industry. This causes HRMP to be 

indispensable in the hospital industry.  

HRMP in this study is training, 

performance appraisal, and compensation 

system. Management of employees as 

company resources is expected to be the 

key to the company's success because it 

supports the company's business strategy. 

The purpose of this study was to investigate 

the impact of human resource management 

practices (HRMP), which include training, 

performance appraisal, and remuneration 

systems, on employee performance in 

private hospitals, as mediated by job 

satisfaction. Through the role of the 

employee job satisfaction construct as a 

mediation, it is hoped that this research can 

provide information about human resource 

management practices and help experts in 

the HRM field to improve employee 

performance, especially in the private 

hospital service industry. 

 

LITERATURE REVIEW 

Human Resource Management 

Chukwuka Ernest J. (2016) rgues 

that human resource management considers 

the dimensions of people as the driving 

force in the organization. Where every 

organization is not only formed by people, 

it will also shape the behavior of the people 

involved in it, get their services 

reciprocated, refine their skills, motivate 

them to achieve superior performance, and 

ensure that they continue to maintain their 

commitment to the organization.  

A strategic approach needs to be 

taken to manage working relationships that 

focus on individual abilities to obtain a 

sustainable competitive advantage (Jocom 

et al., 2017). This is achieved through an 

integrated and unique set of policies, 

programs, and employment practices 

(Bratton & Gold, 2003). HRMP is designed 

and implemented so that it can attract, 

motivate and even retain employees. It aims 

for the sustainable survival of the 

organization (Schuler & Jackson, 1987). 

HRMP expert training (Karim et al., 2019), 

performance appraisal (Khan. et al., 2018; 

Rahahleh et al., 2019), compensation 

system (Onuorah et al., 2019; Siddiqi & 

Tangem, 2018) encourage employees to 

work better to improve organizational 

performance. 

Human Resources Management Practise 

(HRMP) And Employee Performance 

Rapid changes in the business 

environment force the business world to 

adopt HRMP so that they to seize the 

market and maintain business sustainability 

testing the influence of HRMP on 

employee performance has been tested by 

several studies. 

Several studies in various industrial 

sectors show the influence of HRMP on 

employee performance (Croucher et al., 

2012; Hassan, 2016; Mira et al., 2019; Taib 

et al., 2018). Most showed a significant 

effect of increasing employee performance 

from the HRM practice. Employee 

performance is an important factor that acts 

as a driver of organizational performance. 

A well-executed HRMP will bring 

organizational success (Nor, 2018; Shaukat 

et al., 2015).   
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Ghebregiorgis and Karsten (2006) 

argues that the community's economic 

conditions, political instability and 

environmental uncertainty will affect 

HRMP, among others, on recruitment, 

performance appraisal, training, 

compensation and reward systems. Carlson 

et al. (2006) found that providing 

competitive compensation, attractive 

recruitment and performance appraisal 

systems, and providing training & 

development to employees all affect 

employee performance.  While Tessema 

and Soeters (2006) studied eight HRMPs 

that had a significant and positive effect on 

perceived performance, including 

retirement or social security, training, 

complaint practices, placement, promotion, 

recruitment and selection, compensation 

practices, and performance evaluation.  

 

Effect of Training and Employee 

Performance  

Tzafrir (2005) believes that the 

training provided to employees is an 

important part of building human resource 

competencies. Training is given to make 

changes through new skills or improve the 

skills that employees already have. 

Training can initiate employees in 

completing their work so that it has an 

impact on achieving the organization's 

long-term goals (Laird et al., 2003). 

Therefore, the company has an interest in 

designing the right training program so that 

it fits the needs of employees and the 

company.  

Training plays an important role in 

creating and improving employee 

competence and productivity so that later it 

can produce superior employee 

performance (Cardon & Stevens, 2004; 

Castilla, 2005; Qureshi & Mohammad, 

2006). In addition, training will motivate 

employees to engage in important 

organizational activities in order to achieve 

organizational targets (Bolman & Deal, 

2011). Research shows a significant effect 

of training on employee performance 

(Chełmecka, 2018; Jocom et al., 2017; 

Karim et al., 2019; Younas et al., 2018; 

Zhavoronkova et al., 2018).   

H1a: Training affects employee 

performance 

 

Effect of performance appraisal on 

employee performance 

Observations on the impact of the 

effectiveness of performance appraisal on 

employees have not been widely carried 

out, especially in the Asian region 

(Shahzad et al., 2008). Performance 

appraisal is a systematic evaluation of the 

work of employees and aims to motivate 

employees in carrying out their work 

(Singh, 2004; Wan et al., 2002). Companies 

can take advantage of employee 

performance appraisals to improve 

employee performance. As stated by Sels 

(2003) that the performance appraisal set 

by the company will motivate employees to 

work more productively and achieve good 

performance. 

Several studies have the opinion 

that performance appraisal can close the 

performance gap between employees, 

therefore clarity is needed in conducting 

performance appraisals. Accurate and fair 

performance appraisals focus on employee 

performance behavior and not on employee 

personal characteristics (Ghauri, 2012). 

Performance appraisal has the toughest 

challenge regarding subjectivity but several 

researchers have identified a positive 

influence between performance appraisal 

on employee performance (Khan, 2010; 

Khan. et al., 2018; Meysen et al., 2012).  

H1b: Performance appraisal affects 

employee performance 

Effect of Compensation System on 

employee performance  

Employees are motivated to perform 

well because of the compensation structure. 

In exchange for their efforts on behalf of 

the company, employees receive a salary or 

other form of remuneration. (Hafiza. N. S 

et al., 2011) defines compensation as the 

accumulation of benefits earned by 
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employees for their efforts in the 

organization's job obligations. Salmela-Aro 

and Nurmi (2004) mention compensation 

as an extrinsic incentive for certain tasks 

performed.   

Performance-based compensation is 

an HRMP that is often used to evaluate and 

reward employees' efforts (Alqudah et al., 

2014). Several studies indicate that there is 

an influence between the compensation 

system and employee performance (Hafiza. 

N. S et al., 2011; Hameed, 2014; Siddiqi & 

Tangem, 2018).  

H1c: Compensation system affects 

employee performance 

 

The Role of Job Satisfaction Mediates 

the Effect of HRMP on Employee 

Performance 

Employee job satisfaction will be 

achieved if the expectations or benefits 

desired by employees can be realized after 

they do what is their obligation or duty. 

George and Zakkariya (2018) argue that job 

satisfaction is an individual's emotional 

reaction to the results of his work, namely 

by comparing the results that have been 

achieved with the desired results. 

Individuals when they have achieved job 

satisfaction will be more enthusiastic about 

working. Job satisfaction is the key to 

improving performance that leads to the 

achievement of organizational goals (Rais 

et al., 2021). Even an organization with a 

good work plan will not run well to achieve 

its goals if the employees involved do not 

work with pleasure and enthusiasm. 

Robbins and Judge (2015) also state that 

happy employees are productive 

employees. Job satisfaction is one of 

several factors that can mediate HRMP and 

employee performance (Alsafadi & Altahat, 

2021; Rodjam et al., 2020).  

Research Ingsih et al. (2021) state 

that employee performance is not affected 

by the training the company provides for its 

employees. Employee performance is not 

directly achieved from various materials 

delivered during training, but employee 

performance can be formed when 

employees find problems at work they will 

feel happy and comfortable if they can ask 

colleagues. It can be said that training does 

not have a direct influence on employee 

performance, but there needs to be a 

mediating factor, including satisfaction. 

This phenomenon is linear with research 

Azis. et al. (2019) who argues that training 

has no direct effect on employee 

performance. Prasetyo (2019) and Alsafadi 

and Altahat (2021) also argue that training 

mediated by job satisfaction will affect 

employee performance.  

Performance appraisal is important 

for organizations to assess employee work 

results and ensure employees have done 

work according to the standards set by the 

organization. In addition, with performance 

appraisal, the organization can determine 

what rewards or punishments will be given 

for employee performance. Appraisal 

performance has the aim of increasing the 

level of employee job satisfaction through 

recognition of the employee's work (Rais et 

al., 2021). Research from Wandansari 

(2019) and Ferdiane et al. (2018) stated that 

performance appraisal can affect employee 

performance through job satisfaction.  

Furthermore, compensation is an 

important aspect that can also influence 

individual work behavior. A good 

compensation system has a positive impact 

on the organization because it will 

strengthen the main values of the 

organization. In addition, organizational 

goals can be achieved through the 

establishment of a good compensation 

system for its employees. Hartono et al. 

(2021), Sukidi (2016), and  Yudianto and 

Aryani (2018) state that the compensation 

system affects employee performance 

through job satisfaction. Compensation 

given appropriately will foster a sense of 

satisfaction with the work of employees 

and will motivate them to achieve 

organizational targets.  

H2a:  Job satisfaction mediates the effect of 

training on employee performance 
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H2b: Job satisfaction mediates the effect of  

performance appraisal on employee 

performance 

H2c: Job satisfaction mediates effect of 

compensation system on employee 

performance 

 

Research Framework 

mployees are a very valuable 

resource in an organization where the 

success or even the sustainability of the 

organization is strongly influenced by 

employee performance. Therefore, the 

performance of employees is very 

important to the organization. HRMP is a 

management approach that can be used to 

achieve competitive advantage through 

human resource development strategies. 

Several studies have shown that HRMP 

(training, performance appraisal, 

compensation system) has a direct 

influence on employee performance 

(Hafiza et al., 2011; Hameed, 2014; Karim 

et al., 2019; Khan. et al., 2018; Siddiqi & 

Tangem, 2018; Younas et al., 2018) or 

through job satisfaction (Alsafadi & 

Altahat, 2021; Azis. et al., 2019; Hartono et 

al., 2021; Ingsih et al., 2021; Yudianto & 

Aryani, 2018). 

 

 

 

Figure 1. Research Framework 

 

RESEARCH METHODS 

Qualitative research method to 

determine the direct effect of HRMP 

(training, performance appraisal, 

compensation system) on employee 

performance. In addition, it will also 

determine the effect of HRMP on employee 

performance with job satisfaction as a 

mediating variable. The population of this 

study was employees who were medical 

personnel, both doctors and nurses at the 

Surakarta private general hospital, 

amounting to 2320. The technique used for 

sampling is non-probability sampling. 

Convenience sampling was chosen because 

of the limited cost and time in the study. 

Questionnaires will be distributed to 9 

private hospitals in Surakarta 

(http://bppsdmk.kemkes.go.id). The 

number of samples was determined from 

the Slovin formula with a 90% confidence 

level. The sample calculation shows the 

minimum number of samples is 96 people. 

However, to anticipate the low response 

rate in the study, the number of 

questionnaires distributed was added by 

25% of the minimum required sample so 

that in the end the number of samples in 

this study was 120 respondents. This is 

done so that the adequacy of research data 

is still met. Data from respondents were 

collected using a questionnaire.  

Training 

Employee 
Performance 

Performance 
Appraisal 

Compensation 
System 

http://bppsdmk.kemkes.go.id/
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Measurement of the research 

instrument with a 5-point Likert scale 

collected from respondents' responses to 

evaluate the influence between constructs. 

Employee performance is defined as the 

overall result of individual work compared 

to the targets and responsibilities that have 

been set and agreed upon in advance 

(Siddiqi & Tangem, 2018). Employee 

performance will be measured by 5 

indicators. Training is defined as a 

systematic approach so that individuals can 

achieve the knowledge and skills to 

complete tasks effectively by increasing the 

resulting behavior (Hassan, 2016). Training 

will be measured by 4 indicators. The 

compensation system is a system that 

regulates the process of giving salaries or 

wages to individuals for the work they have 

done (Hassan, 2016). The compensation 

system will be measured by 5 indicators, 

namely adequate salary, driving quality of 

work, routine salary increases, giving 

bonuses, good work benefits. Performance 

appraisal is defined as a systematic 

evaluation of the work of individuals in 

carrying out the work assigned to them 

(Hassan, 2016). Performance appraisal is 

measured by 5 indicators, namely objective 

and measurable results, achievement of 

documented performance goals, as well as 

work efficiency and effectiveness. Job 

satisfaction is the level of happiness of 

employees regarding the tasks they carry 

out and the conditions of the organization 

(Rodjam et al., 2020). Job satisfaction will 

be measured by 4 indicators, namely the 

job itself, promotion opportunities, fairness 

in supervision, and co-workers (Ingsih et 

al., 2021).  

 Hypothesis testing using Structural 

Equation Model with SmartPLS 3.0 

program. Test the quality of the data using 

validity and reliability tests. The validity of 

the data is seen by the convergent validity 

value which refers to the loading factor 

above 0.70. As for reliability testing, see 

the results of composite reliability and 

Cronbach's alpha, which is at least 0.6 and 

a minimum value of 0.5 for Average 

Variance Extracted (AVE). Model 

suitability will be measured by the 

Goodness of Fit value in the range between 

0 -1, namely 0 – 0.25 (small category), 0.25 

– 0.36 moderate category) and above 0.36 

(large category). 

The research equation formed is: 

EP = ɣ0+β1*TR+β2*PA+β3*CS+ɣ1*JS+ɛ(1)   

Information : JS: Job Satisfaction, TR: 

Training, PA: Performance Appraisal, CS: 

Compensation System; EP: Employee 

Performance   

The decision of the hypothesis in the 

study is based on a significance value of 

0.05 and compares the t statistic and t table.  

 

RESULTS AND DISCUSSION 

Respondent Characteristics 

The characteristics of the 120 

respondents are shown in Table 1. The 

majority of the respondents were women as 

many as 68 people (57%). The age of the 

respondents is dominated by respondents 

who have the age of 31-40 as many as 46 

people (38%). The education level of 

respondents for the S1 level is the most 

dominant of 47 people (39%) slightly 

different from those of the diploma level 

respondents as many as 38 people (32%). 

 

Evaluasi Outer Model 

A construct that has composite 

reliability and Cronbach's alpha values 

greater than 0.6 is declared a reliable 

construct (Ghozali. & Latan, 2015). The 

results of the reliability test will be 

presented in table 2. These results indicate 

that all constructs have composite 

reliability and Cronbach's Alpha values 

above 0.6. The AVE value has shown a 

value above 0.5. 

The loading instrument value is 

used to measure convergent validity in the 

study. It is expected that the minimum 

loading factor value is 0.7 but if the loading 

factor value is between 0.5 - 0.6 it can still 

be tolerated (Ghozali. & Latan, 2015). 

Figure 2 shows the construct in the study 
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has a loading factor value above 0.6. This 

illustrates that the construct used can be 

used to measure the model proposed in the 

study. n the results of the discriminant 

validity test, the cross-loading value of the 

construct will be shown. According to 

(Ghozali. & Latan, 2015), if it is found that 

the correlation of the construct indicators 

has a higher value than the correlation of 

these indicators to other constructs, it can 

be concluded that the construct has high 

discriminant validity. Table 3 will present 

cross-loading indicators between 

constructs. 

  

Evaluation of Inner Model and Outer 

Loading  

Tests are carried out to see the 

relationship between the constructs and 

their significance value. In addition, the 

value of N Square is also needed in the 

evaluation of the inner model to assess the 

existence of a substantive effect on the 

exogenous construct on the endogenous 

construct. Table 4 will present the value of 

R Square. 

The R Square value of 0.546 means 

that the job satisfaction construct can be 

explained by construct training, 

performance appraisal, and compensation 

system by 54.6% while 45.4% can be 

explained by various factors other than the 

three constructs. Furthermore, the R Square 

value of 0.803 means that the construct of 

employee performance can be explained by 

80.3% of the job satisfaction, training, 

performance appraisal, and compensation 

system constructs, while 19.7% can be 

explained outside the four constructs. 

Goodness of Fit (GoF) Test Results 

Testing the suitability of the model is 

obtained from the multiplication between 

the average root value of communailities 

and the average root value of r - square 

(table 4). The calculation results show a 

value of 0.657. These results can be 

concluded that the research model has a 

large GoF. A large GoF value indicates a 

match between the research sample and the 

proposed model. The results of these 

calculations are as follows:      √    ̅̅ ̅̅ ̅̅ ̅      ̅̅̅̅   (2)   √                    √        

             

Mediation test results 

The results of the mediation test can 

be seen from the indirect effect between the 

constructs of training, performance 

appraisal and compensation system on 

employee performance with job satisfaction 

as a mediating construct. The value of 

specific indirect effects in the final 

smartPLS report shows the results of the 

mediation test (Table 6). 

The results of the mediation test show 

that job satisfaction can act as mediation in 

the construct performance appraisal, and 

compensation system on employee 

performance. This can be seen from the 

value of the t statistic which is greater than 

1.98 and the value of p-value which is 

smaller than 0.05. However, job 

satisfaction cannot mediate the effect of 

training on employee performance because 

the statistical test results show that the 

statistical t value is smaller than 1.98 and 

the p-value is greater than 0.05. 
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Table 1. Respondent Characteristics 

Information Amount Prosentase (%) 

Gender :   

- Man 52 43 

- Female 68 57 

Age :   

- 20 – 30  20 17 

- 31 – 40   46 38 

- 41 – 50   33 27.5 

- 51 – 60   15 12.5 

- Over 60   6 5 

Education :   

- Senior High School 27 22 

- Diploma 38 32 

- Bachelor 47 39 

- Master 8 7 

Source: Processed data, 2021 

 

Table 2. Reliability Test Results 

Construct Composite Reliability Cronbach’s Alpha AVE 

Training 0.884 0.826 0.655 

Performance Appraisal 0.847 0.776 0.527 

Compensation System 0.922 0.894 0.703 

Job Satisfaction 0.871 0.803 0.628 

Employee Performance 0.915 0.884 0.685 

Source: Processed data, SmartPLS 2021 

 

 

 

 

Figure 2. Convergent Validity 

Source: Processed data, SmartPLS 2021 
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Table 3. Cross Loading Indicators Between Constructs 

  Training Performance 

Appraisal 

Compensation 

System 

Job 

Satisfaction 

Employee 

Performance 

TR 1 0.836 0.508 0.529 0.552 0.636 

TR 2 0.799 0.533 0.505 0.436 0.560 

TR 3 0.801 0.558 0.625 0.593 0.793 

TR 4 0.801 0.435 0.573 0.457 0.601 

PA1 0.442 0.720 0.378 0.358 0.453 

PA2 0.554 0.749 0.455 0.376 0.577 

PA3 0.462 0.791 0.553 0.483 0.534 

PA4 0.321 0.667 0.398 0.427 0.437 

PA5 0.490 0.695 0.481 0.582 0.610 

CS1 0.597 0.551 0.793 0.551 0.703 

CS2 0.583 0.534 0.810 0.484 0.583 

CS3 0.613 0.550 0.911 0.655 0.691 

CS4 0.550 0.460 0.834 0.481 0.696 

CS5 0.571 0.556 0.840 0.632 0.614 

JS1 0.479 0.427 0.537 0.790 0.512 

JS2 0.444 0,476 0.467 0.806 0.510 

JS3 0.563 0.469 0.636 0.818 0.625 

JS4 0.524 0.604 0.479 0.754 0.633 

EP1 0.634 0.493 0.543 0.578 0.760 

EP2 0.646 0.619 0.629 0.644 0.861 

EP3 0.803 0.645 0.701 0.643 0.889 

EP4 0.715 0.649 0.775 0.614 0.876 

EP5 0.547 0.614 0.581 0.524 0.743 

Source: Processed data, SmartPLS 2021 

 

Tabel 4. Value of R Square 

Construct R Square 

Job Satisfaction 0.546 

Employee Performance 0.803 

Source: Processed data, SmartPLS 2021 

 

Table 5. Inner Model Statistical Results 

Construct Causality Relationship Estimation 

Coefficient  

t-Statistic p-Value 

Training Job Satisfaction 

Training  Employee Performance 

Performance Appraisal  Job Satisfaction 

Performance Appraisal  Employee Performance 

Compensation System  Job Satisfaction 

Compensation System  Employee Performance 

Job Satisfaction  Employee Performance 

0.235 

0.385 

0.261 

0.212 

0.344 

0.275 

0.163 

2.238 

5.046 

2.605 

2.728 

3.655 

3.311 

2.452 

0.026 

0.000 

0.009 

0.007 

0.000 

0.001 

0.015 

Source: Processed data, SmartPLS 2021 
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Table 6. Indirect Test Results 

Contruct Original Sample t – Statistic p-value 

Training Job Satisfaction Employee 

Performance 

0.038 1.464 0.144 

Performance Appraisal  Job Satisfaction 

Employee Performance 

0.042 1.991 0.047 

Compensation System  Job Satisfaction 

Employee Performance 

0.056 2.124 0.034 

Source: Processed data, SmartPLS 2021 

Discussion 

Effect of training on employee perfor-

mance 

The results of the analysis of research 

data to see the effect of training on 

employee performance showed that the t 

statistic value was (5.046). The value of the 

t statistic is greater than the value of t table 

(1.98) with a significance value of 0.000 or 

less than 0.05, meaning that the first 

hypothesis (a) proposed is accepted, 

namely that there is an effect of training on 

employee performance in private hospitals 

in Indonesia. Surakarta.  

Training becomes employee 

motivation to increase knowledge so that 

employees can do work with optimal 

results. Training will improve employee 

competence so that they can provide good 

performance for the company. The hospital 

industry is an industry where its human 

resources must have certain specifications 

in doing work. Therefore, in the hospital 

industry, training is one way that needs to 

be done in HRMP to be able to improve the 

performance of its employees. The results 

of this study are in line with the research 

(Chełmecka, 2018; Jocom et al., 2017; 

Karim et al., 2019; Younas et al., 2018; 

Zhavoronkova et al., 2018).   

Effect of performance appraisal on 

employee performance  

Data analysis to analyze the effect of 

performance appraisal on employee 

performance shows that the value of t 

statistic (2.728). The value of the t statistic 

is greater than the value of the t table 

(1.98). The significance value obtained is 

0.007 which is smaller than 0.05. The 

results of the analysis show that the first 

hypothesis (b) is accepted means that there 

is an influence of performance appraisal on 

the performance of employees of the 

private hospital industry in Surakarta.  

Performance appraisal as HRMP 

needs to be managed optimally. 

Performance appraisal will describe what 

the employee has done and whether the 

work contributes to the company's goals. In 

the hospital service industry where service 

is the main thing, it requires employees 

who can carry out their work 

professionally. Performance appraisal can 

motivate employees in carrying out their 

duties as well as possible so that it will 

have a positive impact on employee 

performance. The results of this study are 

consistent with research (Khan, 2010; 

Khan. et al., 2018; Meysen et al., 2012).  

Effect of compensation system on 

employee performance 

Analysis of data from research data 

states that the compensation system on 

employee performance shows that the t 

statistic value (3.311) is greater than the t 

table (1.98) with a significance value of 

0.001 less than 0.05. This means that the 

first hypothesis (c) is accepted, namely the 

compensation system affect the 

performance of private hospital employees 

in Surakarta.   

Hospitals as a service industry in the 

humanitarian field are also required to have 

quality services. Compensation as the most 

basic component in HRMP can be an 

important factor to improve employee 

performance. Employee performance is an 

important parameter to support customer 
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service. The compensation system affects 

the productivity of an employee at work. A 

good compensation system makes 

employees work better and has a positive 

impact on their performance. Research 

results from Hafiza et al. (2011), Hameed 

(2014), and Siddiqi and Tangem (2018) are 

in line with this study. 

 

The Role of Job Satisfaction Mediates 

the Effect of HRMP on Employee 

Performance 

Several studies show that employee 

job satisfaction is a company investment. 

Job satisfaction has become a strong 

predictor to improve company performance 

in the long term. Job satisfaction will make 

employees feel comfortable, happy, and 

satisfied in their role to complete their tasks 

with dedication.  

The results of data analysis show that 

training has a significant effect on 

employee performance (estimated 

coefficient: 0.235; p-value: 0.000) but 

training has no significant effect on 

employee performance through job 

satisfaction (estimated coefficient: 0.038; p-

value 0.144). This means that the second 

hypothesis (a) is rejected, which means that 

job satisfaction cannot mediate the effect of 

training on employee performance. This 

study is inconsistent with research that 

explains that training has an indirect effect 

on employee performance (Alsafadi & 

Altahat, 2021; Azis. et al., 2019; Ingsih et 

al., 2021; Prasetyo, 2019).    

The results of data analysis show that 

performance appraisal has a significant 

effect on employee performance (Estimated 

coefficient: 0.212; p-value: 0.007). The job 

satisfaction mediation test shows that the 

influence of performance appraisal has a 

significant effect on employee performance 

with job satisfaction as a mediation 

(estimated coefficient: 0.042; p-value: 

0.047). This means that the second 

hypothesis (b) is accepted, which means 

that job satisfaction can mediate the effect 

of performance appraisal on employee 

performance. Data analysis also shows the 

role of partial mediation because the 

estimated coefficient value of the direct 

effect is greater than the indirect effect. The 

results of this study are not different from 

the research conducted by Wandansari 

(2019) and Ferdiane et al. (2018) which 

state that performance appraisal can affect 

employee performance through job 

satisfaction. 

Furthermore, the results of data 

analysis show that the compensation 

system affects employee performance 

(estimated coefficient: 0.275; p-value: 

0.001) and the mediation test shows that 

job satisfaction can mediate the effect of 

the compensation system on employee 

performance (estimated coefficient: 0.056; 

p- value: 0.034). The results of this analysis 

mean that the second hypothesis (c) is 

accepted, which means that job satisfaction 

can mediate the effect of the compensation 

system on employee performance. Data 

analysis also shows the role of partial 

mediation because the estimated coefficient 

value of the direct effect is greater than the 

indirect effect. The results of this study are 

consistent with the research of Hartono et 

al. (2021), Sukidi (2016), and Yudianto and 

Aryani (2018) which state that the 

compensation system affects employee 

performance through job satisfaction 

because compensation given appropriately 

will foster a sense of satisfaction with the 

work of employees and will motivate to 

achieve organizational targets.  

The results of the research analysis 

see that job satisfaction can play a role in 

mediating the performance appraisal and 

compensation system on employee 

performance. Therefore the company must 

be able to provide what can make 

employees feel comfortable and happy in 

completing their duties. This will have an 

impact on its performance later. 

Furthermore, companies need implement 

HRMP by providing adequate salaries, 

bonuses, and benefits as well as other 

compensation systems that can bring job 

satisfaction to hospital employees so that 

they can provide good service to patients 
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and will ultimately have an impact on the 

hospital's competitive advantage. 

CONCLUSIONS 

This research is expected to provide 

information related to HRMP and help 

professionals in the HRM field to be able to 

improve employee performance, especially 

in the private hospital service industry 

through the creation of employee job 

satisfaction. Based on data analysis with 

SmartPLS, it is concluded that training, 

performance appraisal, and compensation 

system have a significant influence on the 

performance of private hospital employees 

in Surakarta. Training will provide new 

skills to employees and can have an impact 

on the employee's ability to complete the 

assigned work so that in the end the 

employee's performance will increase. 

Performance appraisals at hospitals are fair 

and accurate, so employees will feel 

satisfied and motivated to improve their 

performance. A good compensation system 

will ensure fairness between employees and 

the company. Employees will be 

compensated according to the performance 

they have achieved. Therefore, 

compensation is needed to facilitate the 

achievement of employee performance.  

Meanwhile, job satisfaction can act as 

a mediating effect between performance 

appraisal and compensation systems on the 

performance of employees of a private 

hospital in Surakarta. However, job 

satisfaction cannot play a role in mediating 

employee performance training in a private 

hospital in Surakarta. Therefore, job 

satisfaction needs to be maintained or 

increased in the employee environment 

through performance appraisal and the 

provision of a clear compensation system to 

make employee performance better. 

Based on the research findings that 

have been conducted, the recommendations 

that may be made are that additional 

research be undertaken to establish other 

constructs as predictors of employee 

performance, such as motivation, 

leadership, capability, and satisfaction. 

Observations show that there is research 

that supports these factors as antecedents of 

employee performance. In addition, 

companies can implement HRMP such as 

training, performance appraisals, and 

compensation systems correctly and 

appropriately because human resources are 

the biggest resources of a company and 

need to be managed properly so that later it 

will have a positive impact on achieving 

company goals. 
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