
 
 

232 | T r a n s f o r m a :  J u r n a l  M a n a j e m e n ,  V o l . 3 ,  N o . 2 ,  A u g u s t  2 0 2 5  

DOI: https://doi.org/10.56457/tjm.v3i2.239 

Review Of Compensation And Work Stress On Employee Performance In The 
Medical Records Department At Harapan Kita Heart And Blood Vessel Hospital, 

West Jakarta 

 
Adittia Ammanda Putra1*, Abdul Azis 2 

Universitas Pamulang, Tangerang Selatan, Banten, Indonesia 
aditya.amanda119@gmail.com, dosen02241@unpam.ac.id 

 
ABSTRACT 

The aim of this research is to determine the effect of compensation and 
organizational work stress on employee performance in medical records at Harapan 
Kita Heart and Blood Vessel Hospital, West Jakarta, both partially and 
simultaneously. The research method used is a quantitative method with a 
descriptive approach. The sampling technique used was saturated sampling 
technique, namely using a sample of 80 respondents from the entire population. The 
data analysis techniques used are instrument testing, classical assumption testing, 
linear regression analysis, coefficient of determination analysis, hypothesis testing. 
This is proven by the results of the compensation hypothesis test, which obtained a 
tcount value of 4.611 > ttable 1.990 and was strengthened by the ρ value < Sig.0.05 or 
a significance value < 0.05 (0.000 < 0.05). Work stress obtained a tcount value of 6,152 
> ttable 1.990 and strengthened by the ρ value < Sig.0.05 or a significant value <0.05 
(0.000 < 0.05. ) The results of research on compensation and work stress 
simultaneously do not have a significant effect on employee performance in medical 
records at Harapan Kita Heart and Blood Vessel Hospital, West Jakarta, shown by 
the multiple linear regression equation Y = 9.054 + 0.314X1 + 0.476X2. This is proven 
by the results of simultaneous hypothesis testing obtained by the Fcount value 
(74.569 > Ftable 3.12) and reinforced by the significance value < 0.00 (0.000 < 0.05). 
The results of the coefficient of determination test for compensation and work stress 
variables had an influence of 65.1% on employee performance in medical records at 
Harapan Kita Heart and Blood Vessel Hospital, West Jakarta. Thus H03 is accepted 
and H3 is rejected. This means that it is proven that there is a simultaneous 
insignificant influence between compensation (X1) work stress (X2) employee 
performance (Y) 
Keywords: Compensation, Job Stress, Employee Performance 
 
INTRODUCTION 

To improve the quality of human resources, it is crucial for employees to fully 
understand and adhere to the regulations set by their respective companies. This 
understanding not only fosters a conducive working environment but also directly 
impacts employee performance, which is a key factor in a company’s overall success. 
Employee performance is often viewed as the level of achievement or results that an 
individual produces, and it is assessed periodically through established standards 
and criteria. These evaluations focus on both the quality and quantity of work, with 
predetermined targets that the employee is expected to meet. These targets and 
performance measures are typically aligned with the specific authority and 
responsibilities assigned to each role within the company. 
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A company’s ability to reach its goals and objectives is significantly influenced 
by the performance of its employees. When employees perform well, they contribute 
positively to the organization’s growth and help propel the company forward. High 
performance often leads to increased productivity, higher-quality output, and an 
overall more efficient working environment. Moreover, employees who meet or 
exceed expectations are also likely to experience greater job satisfaction, which can 
lead to higher levels of engagement and motivation. These factors create a positive 
feedback loop, where better employee performance continues to drive company 
success, making it easier to achieve business goals. 

On the other hand, a decline in employee performance can have detrimental 
effects on a company. When performance drops, whether due to lack of motivation, 
insufficient skills, or failure to adhere to company regulations, it can slow down 
progress and lead to missed targets. This can ultimately result in reduced profits, 
lower productivity, and diminished competitiveness in the market. If the decline in 
performance is not addressed, it can create a ripple effect, impacting team dynamics, 
increasing employee turnover, and weakening the overall culture of the company. In 
the worst-case scenario, a continued decrease in performance could even lead to the 
company’s downfall. 

Improving employee performance, therefore, becomes a central focus for 
businesses aiming to enhance the quality of their human resources. One of the most 
effective ways to achieve this is through continuous training and development 
programs. These programs help employees stay up-to-date with industry trends, 
develop new skills, and refine existing ones. Regular feedback and performance 
appraisals also play a vital role, as they provide employees with a clear 
understanding of their strengths and areas for improvement. By aligning 
performance goals with the broader objectives of the company, employees can see 
how their individual contributions support the organization’s success, which can 
further boost their motivation to perform at their best. 

Additionally, fostering a supportive and inclusive company culture can help 
improve employee performance. A work environment that encourages open 
communication, recognizes achievements, and provides opportunities for growth is 
more likely to inspire employees to perform well. When employees feel valued and 
supported, they are more inclined to put in the effort needed to meet and exceed 
expectations. 

In conclusion, the performance of employees plays a fundamental role in the 
success of a company. By understanding and complying with company regulations, 
receiving the proper training, and working within a positive company culture, 
employees can achieve higher performance levels. This not only benefits their 
personal growth but also contributes to the company’s overall progress and success. 
Conversely, neglecting performance improvement can lead to setbacks that hinder a 
company’s ability to achieve its goals, ultimately impacting its sustainability and 
growth. 

A similar situation occurred at Harapan Kita Heart and Vascular Hospital in 
West Jakarta. Employee performance data for 2022-2024 can be seen in the following 
table. 

Table 1. Performance Data of Harapan Kita Heart and Blood Vessel Hospital 
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West Jakarta 

N
o 

Compon
ent 

Evaluati
on 

Percent
age 

Year Informati
on 2022 2023 2024 

Emplo
yee 

(%) 
Emplo

yee 
(%) 

Empl
oyee 

(%) 
Not 

achieved 

1 
Quantit

y of 
Work 

100% 63 84% 58 74% 57 73% 
Not 

achieved 

2 
Quality 
of Work 

100% 63 84% 57 73% 55 69% 
Not 

achieved 

3 
Coopera

tion 
100% 63 84% 57 73% 53 66% 

Not 
achieved 

4 
Respons

ibility 
100% 67 89% 59 75% 54 67% 

Not 
achieved 

5 
Initiativ

e 
100% 65 87% 60 76% 57 73% 

Not 
achieved 

Average 
Rating 100% 

85% 
(Eighty five 

percent) 

73.75% 
( Seventy 

three point 
seven five ) 

68.75% 
( Sixty eight 
point seven 

five ) 

Not 
achieved 

Information Very good Good Pretty good 

Source: Harapan Kita Heart and Blood Vessel Hospital, West Jakarta 2025 
Note: < 50% = Bad, 51-60% = Not Good, 61-70% = Fair, 71-80 = Good, 81-100% 

= Very Good 
Based on Table 1.1 above, it can be seen that, of the 80 employees at Harapan 

Kita Heart and Blood Vessel Hospital, West Jakarta, the realization has not reached 
the set targets and tends to experience a decline in employee performance itself. The 
highest component in 2021 was 85% very good from the performance target, and the 
lowest in 2024 was 68.75% less good than the set target. This indicates that employee 
performance at Harapan Kita Heart and Blood Vessel Hospital, West Jakarta has 
experienced a decline, which will affect employee performance and have an impact 
on the decline in the number of patients coming because many performance is still 
not optimal. 
 
METHOD 

Based on its nature, there are two types of research: quantitative and 
qualitative. According to Sugiyono (2020:44), quantitative research is a deductive, 
objective, and positive research method that incorporates numbers and 
quantification in data collection and analysis. Qualitative research is an inductive 
method for observing the behavior of social phenomena to discover the essence of 
the event. Based on the definition of each type of research, this research is 
categorized as quantitative research because the conclusions to be drawn are based 
on quantitative data obtained from measuring research variables using a Likert scale 
and then analyzed using a type of statistical method. 
RESEARCH RESULT 

Table 2. Significant t-test results 
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Coefficientsa 

Model 
Unstandardized 

Coefficients 

Standardiz
ed 

Coefficient
s 

t Sig, 

B Std, Error Beta 

1 

(Constant) 9,054 2,428  3,728 ,000 

Compensa
tion 

,314 ,068 ,387 4,611 ,000 

Work 
Stress 

,476 ,077 ,516 6,152 ,000 

a, Dependent Variable: Employee Performance 
Source: Data processed by SPSS v.26 2025 
 
Based on table 4.27, then the results are explained as follows: 

a. The results of the partial test of variable X1 (compensation) on variable Y 
(employee performance) show a calculated t value4.611 > ttable 1.990 With a 
significance level of 0.000 < 0.05, it can thus be concluded that partially 
compensation has a positive and significant effect on employee performance. 

b. The results of the partial test of variable X2 (work stress) on variable Y 
(employee performance) show a calculated t value6.152 > ttable 1.990 with a 
significance level of 0.000 < 0.05, thus it can be concluded that partially work 
stress has a positive and significant effect on employee performance. 

 
DISCUSSION 

There is a partial influence of compensation on the performance of Medical 
Records employees at Harapan Kita Heart and Blood Vessel Hospital, West Jakarta. 
The results of the partial test of Variable X1 (compensation) on variable Y (employee 
performance) show a calculated t value of 4.611 > t table 1.990 With a significance 
level of 0.000 < 0.05, thus it can be concluded that partially compensation has a 
positive and significant effect on employee performance. 

There is a partial influence of work stress on employee performance in Medical 
Records at Harapan Kita Heart and Blood Vessel Hospital, West Jakarta. The results 
of the partial test of variable X2 (work stress) on variable Y (employee performance) 
show a calculated t value of 6.152> ttable 1.990 with a significance level of 0.000 
<0.05, thus it can be concluded that partially work stress has a positive and 
significant effect on employee performance. 

There is a simultaneous influence of compensation and work stress on 
employee performance in table 4.27, it can be seen that the F count value is 74.569 > F 
table 3.12 with a significance level of 0.000 < 0.05. Thus, it can be said that 
compensation and work stress together have a positive and significant effect on 
employee performance. 
 
CONCLUSION 

Based on research on testing (compensation) whether there is a partial 
influence of compensation on employee performance in Medical Records at Harapan 
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Kita Heart and Blood Vessel Hospital, West Jakarta. The results of the partial test Y = 
17,395 + 0.569 X1. In this test it is concluded that compensation has a partial 
significant effect on employee performance which can be seen in t count 4,611 > 
1,990 t table With a significant level of 0.000 <0.05 with a positive and significant 
level of 0.000 as an increase in compensation which shows that every 1 unit increase 
in compensation has an effect on performance of 17,395 units. 

Based on research on testing (work stress) whether there is a partial influence 
of work stress on employee performance in Medical Records at Harapan Kita Heart 
and Blood Vessel Hospital, West Jakarta. The results of the partial test Y = 12,554 + 
0.694 X1. In this test it was concluded that work stress has a positive and significant 
partial effect on employee performance which can be seen in the calculated t 
coefficient of 6.152> t table 1.990 with a significant level of 0.000 <0.05 which shows 
that every change in work stress of 12,554 as a trigger for an increase in work value 
of 1 unit has an effect on an increase in performance of 12,554 units. 

Based on research on testing compensation and work stress variables, it 
simultaneously shows that there is a simultaneous influence of compensation and 
work stress on employee performance, stating that if the independent variable is 
considered constant because it has a positive value of Y = 9.054 + 0.314X1 + 0.476X2, 
the compensation and work stress variables have a positive and insignificant effect 
on employee performance variables, which is indicated by the F test value of 74.569> 
ftable 3.12 with a significant value of 0.000 <0.05, while the determination test used 
Adjusted R Square 0.651 which together has an effect of 65.1% while the remaining 
34.9% is influenced by other factors or other variables. 
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