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This study aims to provide a general overview of 

the influence of workload and compensation on 

employee performance at UD Berkah Rosok, 

located in Ngrukem Village, Ponorogo Regency. In 

the professional environment, employee 

performance is a crucial factor that determines a 

company’s operational success. Two elements 

often linked to performance outcomes are 

workload and compensation. Excessive workload 

can lead to job stress and reduced productivity, 

while fair and appropriate compensation may 

enhance employee motivation and loyalty. This 

research uses a descriptive quantitative approach, 

with questionnaires distributed to permanent 

employees as the primary data collection tool. The 

analysis focuses on understanding the general 

impact of workload and compensation on 

performance, both individually and 

simultaneously. The results are expected to serve as 

input for company management in developing 

strategies to improve human resource 

performance. Although this study provides a broad 

overview, it offers meaningful insights into the 

relationship between working conditions and 

employee output in the context of small to 

medium-sized enterprises in rural areas. 
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INTRODUCTION 
The success of a company depends heavily on the organization's ability 

to manage the various resources it has effectively and efficiently. Among the 
most decisive resources is human resources, because employees are the main 
implementers of all company activities from daily operations to the formulation 
of long-term strategies. Without optimal employee performance support, the 
company's plans and targets will be difficult to achieve even if there is adequate 
capital and technology. In this case, the company must be able to create a 
supportive work environment, build an open communication system, and 
provide a balanced workload so that productivity is maintained. Excessive 
workload can lead to stress, fatigue, and decreased motivation, while a 
workload that is too light can cause employees to lose their challenges and sense 
of responsibility. Therefore, management must routinely evaluate the 
distribution of work and make appropriate adjustments to keep the workload 
relevant to each individual's capacity and competencies. In addition, employee 
training and development are also important aspects to ensure that employees 
continue to grow and are able to keep up with changes and dynamic market 
demands. 

On the other hand, the success of a company is also closely related to how 
the company provides proper rewards or compensation to its employees. 
Compensation is not only in the form of a basic salary, but also includes 
allowances, bonuses, incentives, and other facilities that function to meet the 
economic and psychological needs of employees. Fair and competitive 
compensation can increase employee job satisfaction, loyalty, and morale, thus 
having a direct impact on improving individual and team performance. 
Companies that ignore the importance of a compensation system often face the 
problem of high employee turnover rates, increased absenteeism, and declining 
work ethic. On the other hand, companies that take the well-being of their 
employees seriously will find it easier to maintain a qualified workforce and 
build a positive work culture. Therefore, a human resource management 
strategy that focuses on proportionate workload management and proper 
compensation is an important key in driving the company's long-term success 
and sustainability, especially in the face of increasingly competitive business 
competition. 

UD Berkah Rosok is a used goods processing business in Ngrukem 
Village, Mlarak District, Ponorogo Regency, which has been operating for 19 
years. The business contributes greatly to the local economy and community 
welfare by providing used goods storage facilities and employing 50 full-time 
day employees. However, UD Berkah Rosok faces serious challenges in the form 
of high workload and disproportionate compensation, which causes physical 
and mental fatigue for employees due to the high target of processing and 
shipping goods every year. Data on the processing of ready-to-ship rosok goods 
in 2022–2024 shows this condition. 
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Table 1. Recapitulation of Processed and Shipment of Damaged Goods  

Year 2022 – 2024 

No Item Type 
Target 
(Tons)/Year 

Realization 
(Tons)/Year 

Average/year 

2022 2023 2024 

1. Box 3600 Ton 2085 3013 2110 2402 

2. Iron 2600 Ton 1860 2150 2350 2120 

3. Logam 500 Ton 150 230 325 235 

4. Plastic 3000 Ton 1550 2000 2750 2100 

5. Kertas 2500 Ton 1300 1760 1900 1653 

6. Tin 2500 Ton 1100 1600 2300 1666 

     Source:  UD Berkah Rosok Primary Data, 2024 

 Table 1. showing shipment data of various types of rosok goods for the 
last 3 years, namely 2022 to 2024, UD Berkah Rosok employees were unable to 
achieve the target set by the company in the delivery of rosok goods. Based on 
the data in the table above, over the past 3 years there have been fluctuations 
related to shipments of various types of rotten goods. It is indicated that the 
inability of employees to achieve the targets set by the company and the 
employees feel that the targets set by the company are too high so that it is 
difficult to realize in the delivery or processing of damaged goods per year. The 
following is employee attendance data during 2024. Meanwhile, another 
indication of the problem is the type of compensation received by UD Berkah 
employees, such as the salary given is still below the Ponorogo Regional 
Minimum Wage (UMR) and the absence of BPJS Health and Employment 
facilities provided by the company, which is supposed to provide social 
protection to employees while working. This compensation condition can affect 
the work performance of employees at UD Berkah Rosok. 

The general objectives to be achieved in this study are to find out how the 
effect of workload and compensation on the performance of employees of UD 
Berkah Rosok Ponorogo Regency, while the specific objectives of this study are 
as follows: 1) To determine the effect of workload on employee performance at 
UD Berkah Rosok, 2) To find out the effect of compensation on employee 
performance at UD Berkah Rosok. 
 
THEORETICAL REVIEW 
Workload 

 Workload is the overall tasks and responsibilities that an individual must 
complete in a certain period of time, either physically or mentally, as part of his 
or her obligations within an organization or company. Workloads include the 
volume of work, the difficulty of the task, the deadlines that must be met, and 
the quality demands of the work. In the context of human resource management, 
workload is one of the crucial aspects that need to be managed wisely because it 
directly affects employee productivity, efficiency, and welfare (Charisma & 
Irbayuni, 2022). If the workload is too high or exceeds the individual's work 
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capacity, it will cause various negative consequences such as physical and mental 
fatigue, stress, decreased motivation, and the increased risk of mistakes at work. 
Conversely, a workload that is too low is also not ideal because it can lead to 
boredom, lack of challenge, and decrease employee sense of responsibility and 
engagement with work. Therefore, companies must be able to adjust the 
workload to the abilities, competencies, and characteristics of each employee so 
that a balance between work demands and individual capacities can be realized. 

In practice, workload measurement can be done through qualitative and 
quantitative approaches, such as directly observing employee work activities, 
using workload questionnaires, or calculating the time and amount of work that 
must be completed within a certain period of time. It is important for 
management to understand that workload is not only about the number of tasks, 
but also includes the complexity, time pressure, and responsibilities inherent in 
each job. Changes in organizational structure, work systems, technology, and 
market demand can cause significant workload fluctuations, so evaluation and 
adjustment need to be made periodically. In addition, workload is also closely 
related to psychosocial factors in the workplace, such as relationships between 
colleagues, supervisor support, and organizational culture. If the workload is not 
managed properly, it can hinder the achievement of company goals, increase the 
risk of work accidents, and reduce job satisfaction and employee retention. 
Therefore, companies need to have clear policies regarding work planning and 
distribution, as well as provide adequate training and resources so that 
employees are able to carry out their duties optimally without feeling 
overburdened (Sasanti & Irbayuni, 2022). 
 
Compensation 
  Compensation is all forms of reward given by the company to employees 
in return for their contributions, performance, and time devoted to carrying out 
their duties and job responsibilities. Compensation is not only limited to basic 
salary or wages, but also includes various forms of benefits, incentives, bonuses, 
work facilities, social security, and other forms of rewards that are financial and 
non-financial. In the context of human resource management, compensation is a 
strategic element that not only serves to meet the economic needs of employees, 
but also as a tool for motivation, retention, and performance improvement. Fair, 
competitive, and transparent compensation will create a sense of satisfaction and 
fairness among employees, encouraging them to work harder, be loyal, and have 
a high commitment to the company. Conversely, inconsistencies in the 
compensation system, such as wage gaps, lack of appreciation for achievements, 
or unfair treatment, can lead to dissatisfaction, decreased morale, and even 
encourage employees to look for jobs elsewhere. Therefore, the preparation of 
compensation policies must consider various factors, such as workload, 
education level, work experience, job responsibilities, and industry standards in 
order to be able to create a balance between the interests of the company and the 
needs of employees Simamora (2021). 

Compensation also has an important role in shaping the company's image 
in the eyes of the workforce and the public. Companies that are known for 
providing good compensation and paying attention to employee welfare will 
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find it easier to attract the best talent and retain quality human resources in the 
long run. Effective compensation should also consider internal and external 
aspects, such as the company's financial capabilities, government regulations on 
employment, and labor market conditions. In practice, compensation can be 
divided into two main types, namely direct compensation and indirect 
compensation. Direct compensation includes basic salary, benefits, and 
incentives received directly by employees in the form of money, while indirect 
compensation includes perks such as health insurance, retirement programs, 
paid time off, training, and career development. In addition, compensation also 
needs to be adjusted to an objective and transparent performance appraisal 
system so that employees feel that what they receive is worth the effort they put 
in. Therefore, companies need to periodically evaluate existing compensation 
structures, benchmark with similar companies, and involve employees in the 
policy-making process in order to create a strong sense of belonging, openness, 
and trust between management and the workforce, which will ultimately 
support the achievement of overall organizational goals (Febriana & Kustini, 
2022). 
 
Employee Performance 
 Employee performance is the result of a series of individual actions, 
behaviors, and achievements in carrying out the tasks and responsibilities 
assigned by the company in accordance with established standards. Performance 
is not only measured by the quantity of work output, but also includes quality, 
timeliness, effectiveness of resource use, and the ability of employees to work 
together with teams and face challenges that arise in work. In the context of an 
organization, employee performance greatly determines the company's 
operational success and achievement of short-term and long-term goals. 
Therefore, companies need to have a systematic and objective performance 
evaluation system so that each individual can be measured fairly based on 
relevant indicators. Factors that affect employee performance are complex, 
ranging from internal aspects such as motivation, competence, work attitude, 
physical and mental health, and job satisfaction, to external aspects such as 
leadership, organizational culture, compensation system, workload, and overall 
work environment. Employees who feel valued, supported, and treated fairly 
tend to have high performance because they feel motivated to make their best 
contribution to the organization. 

Improving employee performance must be part of a human resource 
management strategy that is integrated with skill development, continuous 
training, providing constructive feedback, and placement of employees in 
accordance with their competencies. Employees who work in the right position 
with the support of a conducive work system will more easily achieve 
performance targets and provide added value for the company. In addition, 
regular performance evaluations are important to find out the extent of employee 
achievements, as well as as as a basis for awarding, promotions, position 
rotations, and further training. Good performance is not only beneficial for the 
company, but also for the employees themselves because it opens up 
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opportunities for career development, improved well-being, and professional 
satisfaction. Nevertheless, companies must also be able to identify and address 
factors that hinder performance, such as internal conflicts, lack of 
communication, excessive work pressure, or lack of recognition of individual 
achievements. With a holistic approach based on a balance between 
organizational demands and employee well-being, optimal performance can be 
achieved in a sustainable manner and have a positive impact on the company's 
overall growth. 
 
The Effect of Workload on Employee Performance 
 According to Koesomowidjojo in (Apriyani, 2020) the H1 hypothesis 
which states that workload has a negative effect on the performance of DU 
Berkah Rosok employees is based on the assumption that the higher the 
workload borne by employees, the greater the physical and mental pressure they 
experience, which can ultimately reduce productivity and effectiveness in 
completing tasks. An unbalanced workload, both in terms of work volume, task 
complexity, and tight deadlines, can cause fatigue, stress, and even burnout 
which has a direct impact on a decrease in work quality, delays in job completion, 
and decreased motivation and job satisfaction. In a work environment that does 
not take into account individual capacities and abilities, employees tend to feel 
burdened and unable to provide optimal work results, and can even experience 
mistakes in work due to haste or lack of focus. Therefore, this hypothesis is 
important to be tested in order to provide an empirical basis that company 
management needs to be more careful in distributing tasks and setting realistic 
work targets according to the abilities and conditions of employees, in order to 
create a balanced work environment and support continuous performance 
improvement (Pradhita 2022). 

H1 : It is suspected that the Workload has a negative effect on the 
Performance of UD Berkah Rosok Employees. 
 
The Effect of Compensation on Employee Performance 
 Quoting in the book Mangkunegara (2022), the H2 hypothesis which 
states that compensation has a positive effect on the performance of DU Berkah 
Rosok employees is based on the understanding that decent and fair 
compensation is one of the main motivational factors that encourage employees 
to work more hard, responsibly, and loyally to the company. Compensation that 
includes basic salary, allowances, bonuses, incentives, and other welfare 
facilities, if provided proportionately and transparently in accordance with 
contributions and work achievements, will foster a sense of satisfaction, 
appreciation, and motivation in employees. This feeling encourages increased 
work morale, perseverance, and the desire to provide the best performance for 
the company's progress. On the other hand, a compensation system that is 
inadequate or not in accordance with the workload and responsibilities carried 
out can actually cause dissatisfaction, low morale, and increased turnover 
potential. Therefore, compensation not only serves as a form of reward for work 
results, but also as a strategic tool in building employee commitment and 
productivity in a sustainable manner. This hypothesis is important to test 
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because it can provide an empirical foundation for management in designing a 
more effective compensation system and oriented towards improving the 
performance of human resources in the work environment of DU Berkah Rosok. 

H2 : It is suspected that Compensation has a positive effect on the 
Performance of UD Berkah Rosok Employees. 
 
METHODOLOGY 

This study uses a quantitative method with the population, namely 
permanent employees of UD Berkah Rosok Ponorogo Regency. The research 
sample was obtained by sampling using a saturated sampling  technique involving 
all members of the population totaling 50 respondents. The measurement of 
variable indicators in this study uses an ordinal scale with the Likert weighting 
technique, which is a scale that measures respondents' attitudes towards 
questions related to the indicators of a concept or variable being studied. The 
criteria that will be selected to be used as samples in this study are: a) At least 20-
60 years old; b) Male sex is preferred; c) Minimum education after elementary 
school graduation. According to Sugiyono in (Charisma & Irbayuni, 2022) the 
sample is part of the number and characteristics possessed by the population. 
The sampling technique in this study uses saturated sampling techniques. In 
saturated sampling techniques, the sample used is the whole of the population. 
So that the sample used in this study is all employees at the UD Berkah Ponorogo 
Rosok Warehouse which totals 50 employees. Data collection in this study used 
direct interviews and questionnaires by distributing a list of statements to 
respondents through a Google Form distributed online. The data analysis process 
uses the Structural Equation Modelin (SEM) analysis technique using the Partial 
Least Square (PLS) analysis tool. 
 
RESEARCH RESULTS 
 

Table 2. Outer Loadings (Mean, STDEV, T-Values) 

 
Source : SmartPLS Data Processing Results 

  Table 2 presents the results of the outer loading test which is the main 
benchmark in the evaluation of the validity of the indicators against the latent 
construct of Workload, Compensation, and Employee Performance, where all 
indicators tested show an outer loading value above the minimum threshold 
usually set at 0.70, which means that each indicator is able to make a significant 
contribution and has a strong correlation to the construct it represents; The 
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outer loading values indicate that each question item used in the questionnaire 
instrument has been able to represent the construct well and consistently, so 
that the validity of the indicator can be ensured; This result is important because 
the validity of outer loading becomes the initial foundation to ensure that the 
data obtained from the respondents is trustworthy and that each variable 
measured is completely in accordance with the hypothesized theoretical 
construct, so that it can be used with confidence in further analysis; Practically, 
indicators with high outer loading values indicate that the variables of 
Workload, Compensation, and Employee Performance can be accurately 
measured by these items, which then reinforces the validity of the overall 
construct. 
  The measurement of indicator validity can also be seen from the Cross 
Loading table, if the loading factor value of each indicator in each variable is 
greater than the loading factor of each indicator in the other variable, then the 
loading factor is said to be valid, but if the loading factor value is smaller than 
the indicator of the other variable, then it is said to be invalid. 

Tabel 3. Cross Loading 

 

Table 3 presents an analysis of the internal reliability of the Workload, 
Compensation, and Employee Performance construct through two important 
measures, namely Cronbach's Alpha and Composite Reliability, where all 
constructs obtain a Cronbach's Alpha value above 0.6 which is the lower limit 
that is often used as the minimum standard for reliability, as well as a 
Composite Reliability value above 0.7 which is stricter and shows the excellent 
internal consistency of the measurement instrument; in detail, the Workload has 
a Composite Reliability of 0.886, Compensation of 0.867, and Employee 
Performance of 0.868, these figures show that the items that make up each 
construct are very well interconnected and are able to measure variables stably 
and consistently; This high reliability provides certainty that the results of the 
study can be trusted, as there are no significant inconsistencies in the 
measurement of these key variables; In other words, data collection instruments 
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can produce consistent data when used repeatedly under similar conditions, 
thus ensuring data quality for more complex statistical analysis. 

Tabel 4. Average Variance Extracted (AVE) 

 

  Table 4 outlines the results of the convergent validity test using the 
Average Variance Extracted (AVE) value for the Workload, Compensation, and 
Employee Performance construct, where all AVE values obtained—Workload 
of 0.722, Compensation of 0.685, and Employee Performance of 0.623—all pass 
the minimum threshold of 0.5 which means that at least 50% of the variance of 
the indicator can be explained by the respective latent construct.  so that the 
convergent validity of the construct can be ensured; This high AVE value 
indicates that the indicators that make up the construct have a fairly good level 
of homogeneity and are able to adequately explain the construct, so that the 
construct is valid and suitable for use in structural model testing; Conceptually, 
strong convergent validity signifies that the indicators associated with a 
construct actually measure the same concept and are not mutually distinct 
variables, thus increasing confidence in the relationships between variables to 
be analyzed next; These results are important in ensuring that the measurement 
model used in this study is not only indicatively valid, but also constructively 
valid, providing a strong foundation for a more precise and scientific 
interpretation of the research results. 

Tabel 5. Composite Reliability 

 
 
Construct reliability is measured by the value of composite reliability, if  

the composite reliability  value is above 0.70, then the indicator is said to be 
consistent in measuring the latent variable. The test results show that the 
constructs (variables) of Workload, Compensation and Employee Performance 
have a composite reliability  value greater than 0.7, so it can be said to be reliable. 
 The results of the Composite Reliability  test showed that  the Workload  
variable was 0.886,  the Employee Performance  variable was 0.868, and  the 
Compensation  variable was 0.867, of the three variables showed  a Composite 
Reliability  value above 0.70 so that it can be said that all variables in this study 
are reliable. 
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Table 6. Latent Variable Correlations 

 

 From the latent variable correlations  table above, the average correlation 
value of correlation above 0.5 is obtained. The highest correlation value was 
found between the variable Workload (X1) and Employee Performance (Y) of 
0.562. This states that the relationship between the Workload (X1) variable and 
Employee Performance (Y) shows a stronger relationship than the relationship 
between the other variables. 

Table 7. R-Square 

 

  
R2 value = 0.590 It can be interpreted that the model is able to explain the 

phenomenon or problem of Employee Performance by 59.00%. While the rest 
(41.00%) is explained by other variables (other than Workload, and 
Compensation) that have not been included in the model and errors. This means 
that Employee Performance is influenced by Workload, and Compensation by 
59.00% while 41.00% is influenced by other variables of Workload, and 
Compensation. 

 
Figure 1. Outer Model 

Source : Data Processing, SmartPLS Output 
 

From the PLS output image above, it can be seen the magnitude  of the 
load factor value  of each indicator located above the arrow between the variable 
and the indicator, it can also be seen the magnitude of the path coefficients (path 
coeffieients) that are above the arrow line between exogenous variables and 
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endogenous variables. In addition, it can also be seen the magnitude of the R-
Square which is right in the circle of endogenous variables (Employee 
Performance variables). 

Table 8. Path Coefficients (Mean, STDEV, T-Values, P Values) 

 

From the table above, it can be concluded that the hypothesis states: 
H1. In the hypothesis proposed by H1, Workload (X1) has a positive effect  on 
Employee Performance (Y). The path coefficients value shows a figure of 0.590 
and a p-value of <0.05 which is 0.000, which means that Workload (X1) has a 
significant positive effect  on Employee Performance (Y). It can be concluded that 
the H1 hypothesis is rejected because it states that Workload (X1) has a negative 
effect on Employee Performance (Y), while the test results state that Workload 
(X1) has a positive effect on Employee Performance (Y). 
H2. In the hypothesis proposed by H2, Compensation (X2) has a significant 
positive  effect on Employee Performance (Y). The path coefficients value shows 
the number 0.525 and the p-values <0.05, which is 0.000. It can be concluded that 
the H2 hypothesis is accepted because it states that Compensation (X2) has a 
positive effect on Employee Performance (Y). 
 
DISCUSSION 
The Effect of Workload on Employee Performance 
 Based on the results of data processing using PLS, results were obtained 
that were not in accordance with the hypothesis proposed that workload had a 
negative effect on employee performance at UD Berkah Rosok Ponorogo. This is 
evidenced by the path coefficients value of 0.590 (marked positive), and the T-
statistical value of 9.088> 1.96 (from the value of the table Zα = 0.05) showing a 
positive (significant) influence. These results can be representative of the entire 
population as the results show significant. So that H1 which reads, "Workload 
negatively affects Employee Performance" can be rejected.  
 This research is supported by Syach, A. R., & Purnama, Y. H. (2023) shows 
that workload has a significant positive effect on employee performance, but this 
is contrary to previous research conducted by Sasanti & Irbayuni (2022) which 
said that workload has a negative effect on employee performance. If the 
workload continues to increase without the appropriate division of workload, 
employee performance will decrease. Excessive workload occurs when 
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employees are expected to perform more job tasks than the capabilities of 
available human resources. 
 The reason why the workload has a significant positive effect on employee 
performance at UD Berkah Rosok Ponorogo is because the employees are used 
to the work done and the employees continue to work to achieve their targets, 
even though the workload given is excessive and the equipment used is 
inadequate or the absence of equipment provided by the warehouse does not 
hinder the employee's work too much. Workload does not contribute to 
employee performance, meaning that the higher or lower the workload given, 
employee performance will remain low. 
 
The Effect of Compensation on Employee Performance 
 Based on the results of the research that has been carried out, the results 
of compensation have a positive effect on the performance of UD Berkah Rosok 
employees. From the path coefficients table  of 0.525, and  the T-statistic value  of 
6.060 > 1.96 (from the value of the table Zα = 0.05), then Significant (positive) 
which means that the better the compensation provided by the company to 
employees, the more Employee Performance will increase. 
 However, the problem that is currently being faced by employees is the 
type of compensation received by UD Berkah employees, such as the salary given 
is still below the Ponorogo Regional Minimum Wage (UMR) and the absence of 
BPJS Health and Employment facilities provided by the company, which should 
provide social protection to employees at work. The low compensation given will 
decrease Employee Performance, so that Compensation is proven to affect the 
Performance of UD Berkah Rosok Employees. 
 If this is improved, it will encourage performance to increase. 
Compensation is the main driver of a person's performance, many types of 
compensation provided by the company can be in the form of payments or gifts, 
the compensation provided by the company will make the employee enthusiastic 
to work better as well. This is supported by research conducted by Samodro & 
Kustini (2022), which shows that compensation variables have a positive and 
significant effect on employee performance variables but are contrary to research 
by Syach, A. R., & Purnama, Y. H. (2023) that compensation has a negative and 
insignificant effect on employee performance.  
 
CONCLUSION AND RECOMMENDATION 

Based on the results of the study on the effect of workload and 
compensation on employee performance at UD Berkah Rosok Ngrukem Village, 
Ponorogo Regency, it can be concluded that workload and compensation 
simultaneously have a positive and significant influence on employee 
performance, which means that a well-measured increase in workload and 
adequate compensation can increase employee productivity, motivation, and 
quality of work in the company; Partially, proportionate and non-excessive 
workload allows employees to work efficiently without feeling unduly 
burdened, so they can maintain focus, complete tasks on time, and perform 
optimally, while fair and competitive compensation serves not only as a reward 
for employees' efforts and contributions, but also as a motivating factor that 
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encourages employees to continuously improve their performance for the sake 
of achieving organizational goals; Therefore, the management of UD Berkah 
Rosok needs to pay attention to the balance of the workload so as not to cause 
stress or fatigue which can actually reduce performance, and continue to evaluate 
and adjust the compensation system to suit the needs and expectations of 
employees, so as to create a conducive work environment and support 
continuous performance improvement; Thus, the strategy of managing workload 
and providing appropriate compensation is the key to success in maximizing the 
potential of human resources at UD Berkah Rosok, which will ultimately 
contribute to the achievement of business goals and increase the company's 
competitiveness at the local and regional levels. 
 
FURTHER STUDY 
 Based on these conclusions, further research is suggested to examine other 
factors that influence employee performance, such as job satisfaction, work 
environment, and leadership style, which may interact with workload and 
compensation. In addition, further studies can expand the scope by comparing 
results with similar companies in other regions to obtain a more comprehensive 
picture of effective human resource management strategies in increasing 
company competitiveness sustainably. 
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