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Abstract 

 
This study aims to analyze the effect of performance allowance as a determinant of motivation, 
employees’ work achievement and organizational performance in the Ministry of Religion's Office 
Lumajang City. This determining variable is important for public organizations to improve services and 
fulfill bureaucratic reform. This quantitative research uses Structural Equation Modeling (SEM) data 
analysis tools with AMOS software. The research population was 153 Ministry of Religion employees. The 
modeling results show the GFI index value of 0.906; CFI 0.969; and RMSEA 0.040. Hypothesis testing 
shows the insignificant direct effect between performance allowance and motivation, employees’ work 
achievement and organizational performance. Factors that determine the improvement in performance 
of public organizations are directly and significantly affected by by work achievement. Work achievement 
contributes the most to organizational performance. High work achievement requires a number of 
supporting factors, namely performance allowance and motivation. This research provides a practical 
contribution in policy making for government organizations regarding efforts to improve organizational 
performance through work achievement. Performance allowance and motivation is an important 
element to directly improve employee work achievement as a medium to improve organizational 
performance. The originality value of this research is very good because it was first carried out on the 
object of a public organization that has just applied compensation payments for the State Civil Apparatus 
in the form of performance allowances by testing and measuring the implications of the compensation 
factor as a determinant of organizational performance. 
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INTRODUCTION 
Performance is a structure in 

determining the efforts to achieve high 
levels of productivity in an organization. 
Many factors influence the performance of 
public organizations that include 
performance allowances, work 
environment, motivation, and employee’s 
performance. Studies have shownthat work 
environment, manager attitude, 
organizational culture, personal problem 
and work context are influential of 
employee performance (Saeed et al., 2013). 
In a public service organization, the 
performance of employees who perform 
their duties professionally according to the 
spirit of bureaucratic service paradigm 
becomes a benchmark in achieving 
organizational performance goals. This 
paradigm is in line with Denhardt and 
Denhardt (2007) who contend that 
government cannot be run like a business 
but it must be run like a democracy 

The Ministry of Religious Affairs of 
Lumajang Office has demanded the 
employees to optimally perform their tasks 
and functions. Performance evaluation on 
public organizations is essential as a 
foundation for improving the quality of 
public services. Performance evaluation is 
used to assess the performance of a public 
organization in providing services to the 
public, because basically the orientation of 
public organization is to prioritize public 
service (public service oriented). It is also 
used as a tool to evaluate performance in 
the past period as a basis for the 
preparation of the next strategy. In the 
context of public organization 
performance, it is a measure of 
achievement or outcome in managing and 
running an organization related to many 
aspects. Employee’s performance 
assessment is important because it is useful 
as a reference to improve the 
organizationfor better performance in the 
future. The assessment is conducted 
towhich areimprove government 
performance,  resource allocation and 

decision-making, realize the accountability 
of public organizations and explore 
differences comprehensively (Andrews et 
al., 2010). 

The Ministry of Religious Affairs of the 
Republic of Indonesia had introduced the 
provision of performance in 2014to 
improve work achievement and 
organizational performance of employees. 
Performance allowance is a part of 
compensation for the State Civil servants 
for the job performance they have done.The 
purpose of this allowance isnot only to 
improve employees’ performance and the 
performance of the organizationbut alsoto 
be a motivation for state civil servant. Thus, 
it is expected to have positive impact on the 
performance or work achievement. The 
granting of performance allowances to 
employees is classified into several grades 
based on their tasks and functions. The 
grade determines the amount of 
performance allowances received by each 
employee. Performance allowances are 
given to civil servants every month in 
addition to their regular salary. The amount 
of payment of performance allowances is 
calculated based on work attendance and 
individual performance achievement. The 
determination of class of positions is stated 
in the Regulation of the Minister of Religion 
Nomor 51 of 2014. It determines the 
amount of a fair and decent performance 
allowances in line with the scope and 
impact of employment, authority, 
employment relationship, difficulties and 
job responsibilities. Providing performance 
allowances can increase work productivity 
and the quality of organizational 
performance at a good level (Munawir, 
2015). 

Performance allowance is an 
additional benefit from the organization to 
the employees as a consequence of their 
responsibility. Simanjorang and Tumbuan 
(2016) contend that performance 
allowance is an employee welfare program 
comes from the organization. Hasniati 
(2017) shows that the performance 



Jurnal Administrasi Publik (Public Administration Journal), 11(1) June 2021: 101-110 
 

103 

allowance influences the employees’ work 
achievement. It becomes a part of 
compensation given by the organization. 
That is, the higher the performance 
allowance, the higher is the quality of work 
quality of the employees’ (Simanjorang and 
Tumbuan, 2016). 

Other factors that can support the 
increased productivity of human resources 
are efforts to increase the motivation of 
adequate work, such as the fulfillment of 
needs both external (primary needs, food, 
clothing and shelter as well as adequate 
environment) and internal needs 
(employees’ desire to put themself in a 
satisfactory career position). Al-Madi et al. 
(2017) stated that motivation has the 
dimension of persistence of a person to 
maintain performance that benefits the 
organization.  Motivation is the provision of 
the power of movement that creates the 
enthusiasm of one's work so that they will 
cooperate, work effectively and integrate 
with all their efforts to achieve satisfaction. 
Motivation can also make significant 
contribution to the success of individuals 
and organizations in achieving its goals. 
Manzoor (2012) finds significant 
relationship between employee motivation 
and organizational effectiveness. But 
intrinsic motivation had no significant 
effect on performance (Hayati and Caniago, 
2012). Employees with high work 
motivation have a positive impact on 
employee work achievement and the 
quality of organizational performance 
(Darmanto and Harahap, 2015). 

In globalizationera, it is 
anundenieable fact that the basic 
motivation for most employees in any 
organization is to earn for living. It means 
that employees use knowledge, skills, 
energy and part of time to work on any 
organization, but on the other hand the 
employees are expected to receive certain 
rewards. Yamoah (2013) states that good 
compensation is a motivating strategy for 
employees to increase their work 
productivity.The improvement of external 

and internal motivation can encourage 
employees to work more productive. 
Increasingof work motivation also needs to 
be given in the form of coaching to 
encourage enthusiasm and passion of 
employees, improve morale, improve 
employees’ productivity, maintain loyalty, 
improve discipline and improve the 
atmosphere and good working 
relationships among civil servants. 
Motivation can influence the result of the 
employees’ performance (Zameer et al., 
2014; Shahzadi et al., 2014). Motivated 
employees can positively influence the 
growth, welfare, and productivity of the 
organization (Manzoor, 2012). 

Improving the quality of 
organizational performance is also 
determined by employees’ work 
achievement. Work achievement is a work 
achieved by someone in carrying out the 
tasks assigned to him based on skill, 
experience and sincerity and timeliness. Job 
performance is a result of work done by 
employees from time to time. Job 
performance is a comparison between a 
person's appearance with the expected 
results through the implementation of his 
work in accordance with procedures and 
responsibilities determined by the 
organization (Borman and Motowidlo, 
1997 in Sungkono and Dewi 2017). Work 
achievement of the employees is very 
important element in an organization. 
Evaluation of work achievement is the 
process where the organization evaluates 
or judges the achievement of its 
employees.Work achievement evaluation 
could be in the form of work quantity, 
quality, ability, initiative, skill, attitude and 
attendance (Heidjrachman dan Husnan, 
2000). The employee performance 
governance and good work achievement 
are able to deliver optimal organizational 
performance (Syafrida and Tarigan, 2013). 

This research is aimed to examinethe 
factors that determine performance 
allowance. These include motivation, work 
achievement of employees and 
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organizational performance at Office of the 
Ministry of Religious Affairs Lumajang City. 
Research on public organizations is 
interesting because of performance 
measurement of public organizations is 
more difficult to achieve than private 
organizations. Denhardt and Denhardt 
(2007) state that public organizations 
should prioritize the interests of the 
community in service. Public sector 
organization performance measurement is 
more difficult toachieve and has some 
constraints than private organizations 

The paper is organized as follows. 
Section one introduction and literature 
review. The section two provides the 
research methods. The third section 
provides the results and discussion. Final 
section concludes the paper. 
RESEARCH METHODS 

This type of research is quantitative 
methods with the category of associative 
research. Sugiyono (2014) states that 
associative research aims to test whether 
there is a correlation between variables or 
not. The data of the study are collected 
using close-ended questionnaires. The data 
analysis tool to test hypotheses is the 
Structural Equation Model (SEM) with 
AMOS software version 20. The population 
areemployees holding structural position, 
and holding certain and general functional 
levelin the Ministry of Religious Affairs of 
Lumajang Office which there are 153 
employees (as of December 2018). All 
employees are given the questionnaires. 
Yet, 140 or 91.3% are received and 
usable.Table 1 provides summary of the 
variables and indicators. 

 

Table 1.Researchvariables and Indicators 

Variable Indicators 

Performance Allowances Values and position classes 

(Hariyati et al, 2015) Allowance 

 Intensive 

 Amenities 

Work Motivation Physiological 

(Rivai, 2004) Appreciation 

 Social 

 Self-actualization 

Work Achievement Work quality 

(Heidjrachman dan Husnan, 2000) Initiative 

 Discipline 

 Knowledge 

Organizational Performance  Productivity 

(Dwiyanto, 2008) Quality of service 

 Responsibility 

 Accountability 

 

RESULTS AND DISCUSSION 

The data show that the majority of 
respondents are male (95 or 67.9%). About 
half of them are between 41 and 50 years 
old (64 or 47%). The majority of 
respondents are married (134 or 96%). 
About half of them are holding tertiary 
education (64 or 47%). Most of  
respondents have been working for more 
than 20 years (47 or 34%). From sixtypes of 
job classification, the functional position is 

having the largest member of employees 
(39 people or 28%). 

Table 2 presents the results of validity 
and reliability tests. As can be seen, loading 
factors on the entire indicators range from 
0.465 to 0.813 which are higher than the 
cutt-off point of 0.50. These indicate good 
construct validity. Composite reliability 
coefficients are between 0.729 and 0.804 
which are higher than the cutt-off point of 
0.700 and average variance extracted 
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(AVE) range is 0.408 – 0.500. These imply 
that there is a good construct reliability 

 

Table 2.Validity and Construct Reliability Analysis Results 

Variable Indicator 
Loading 

Factor 

Composite 

Reliability 

Average Variance Extracted 

(AVE) 

Performance 

Allowances 

Values and position classes 0. 713 0. 804 0. 507 

Allowance 0. 773   

Intensive 0. 729   

Amenities 0. 625   

Work Motivation Physiological 0. 813 0. 822 0. 527 

 Appreciation 0. 644   

 Social 0. 735   

 Self-actualization 0. 729   

Work Achievement Work quality 0. 690 0. 729 0. 408 

Initiative 0. 662   

Discipline 0. 465   

 Knowledge 0. 709   

Organizational 

Performance  

Productivity 0. 545 0. 757 0. 441 

Quality of service 0. 732   

 Responsibility 0. 641   

 Accountability 0. 721   

Results of test on discriminant validity 
are shown in Table 3. Discriminant 
validityis measured by comparing the root 
of AVE from a construct with correlation 
coefficient on other variables. For instance, 
on the performance allowance the root 
number of AVE is 0.712, which is greater 

than the correlation coefficient on the other 
variables with the range of 0.418 to 0.557. 
Thus, the construct has gooddiscriminant 
validity as well as the analysis results 
toward the other variables. Construct 
reliability is assessed from the discriminant 
validity.  

 
Table 3. Discriminant Validity Analysis Result 

Variable Performance 
Allowances 

Work 
Motivation 

Work 
Achievement 

Organiaational 
Performance 

Performance Allowances (0.712)    
Work Motivation 0.418 (0.733)   
Work Achievement 0.546 0.644 (0.639)  
Organizational Performance 0.557 0.497 0.706 (0.664) 

 
The hypotheses test resultsare 

presented in Figure 1. As shown, thefit 
model on the analysis is good. The Chi-
square is insignificant (χ2=120.321; 
p=0.063). It indicates the covariance matrix 
on the data is the same as the covariance 
matrix on the models. The other fit model 
indexes are met. GFI and AGFI indexesare at 

0.906 and 0.869, respectively. Both are in a 
favorable state and marginal since they are 
in the range of 0.80-0.90 (Hair et al., 2010). 
CFI and TLI index as are at 0.969 and 0.962. 
It implies that both indexes are in a good 
state since they are beyond 0.95 value. On 
the other hand, RMSEA is at 0.040 and in a 
good state since the value is less than 0.08. 
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Figure 1. Hypotheses Test Result 
 

 
 
Path coefficient test results are shown 

in Table 4. It indicates that the effect of 

performance allowance on work 
motivation is significant (β=0.418; 
p<0.001). Work motivation has stronger 
influence on work achievement (β=0.504; 
p<0.001) rather than on performance 
allowance (β=0.335; p=0.002). 
Organization performance is significantly 
affected by two factors, the performance 
allowance (β=0.240; p=0.048) and work 
achievement (β= 0.546; p=0.003). The 
organization performance could not be 
directly explained by work motivation 
(β=0.044; p=0.736). 

 
Table 4. Path Coefficient Test Results 

Correlation Path 
Coefficient 

C. R P Status 

Performance AllowancesWorkMotivation  0.418 3.916 0.000 Significant 
Performance AllowancesWork Achievement 0.335 3.030 0.002 Significant 
Work MotivationWork Achievement 0.504 4.373 0.000 Significant 
Performance Allowances Organizational Performance 0.240 1.980 0.048 Significant 
Work Motivation Organizational Performance 0.044 0.337 0.736 Not Significant 
Work Achievement Organizational Performance 0.546 3.002 0.003 Significant 

 
Table 4 shows significant direct 

influence of performance allowance on the 
employees’ performance. Higher 
employees’ work achievementis mainly 
from a group of employees who find 
themselves sufficient in performance 
allowance they receive. Performance 
allowance has the same meaning as reward 
or compensation that is often called as 
appreciation. It may be elaborated as a form 
of acknowledgement that is given to an 
employee as a tribute or contribution to 
which they give to the organization. 
Performance allowance is used in an 
organization as a means to increase 
employees’ quality. 

Performance allowance significantly 
affects all variables. Substantially, 
performance allowance is defined by 
allowance indicator since the biggest 
loading factor is on this indicator. High 
perception against performance allowance 
is reflected by the high perceptions on the 
allowance. Based on the amount of loading 

factor of the four performance allowance 
indicators and there are three main 
indicators, namely the amount of 
allowance, the amount of incentive, the 
occupational value and class. In other 
words, the amount of employees’ 
perceptions against performance 
allowance would be reflected by the 
negative or positive responses on the three 
indicators. 

Based on the descriptive analysis 
results, there were two relatively high 
indicators according to the average ratio 
between them, the amount of allowance 
and occupational value and class. Both 
indicators are high and have become one of 
the main indicators as a performance 
allowance measurement. This is because 
the employees believe that the 
performance allowance given in the MRA is 
higher compared to other government 
institutions. The performance allowance 
could be obtained every month similar to 
monthly salary. It is also considered to be 
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valuable and could be beneficial to the 
retired employees. The variety of 
performance allowance is a form of equality 
since every duty given is not the same. 

The amount of incentive and facility 
provided to the employees is low. The MRA 
needs a system that is transparent and 
provides equity in terms of incentive as 
well as budget additional. The distribution 
of facility corresponding to the occupations 
can be improved by optimizing any plan 
that could support labor activity. In MRA, 
performance allowance is a form of 
compensation given by the Government to 
civilservantson any completed activity and 
has been applied since 2014. Although this 
performance allowance is given 
periodically of 65% of the entire allocation, 
this performance allowance is expected to 
become the Government’s effort to raise the 
civilservants satisfaction and their 
performance. Giving performance 
allowance correctly may directly influence 
the employee motivation 
(Rokhimakhumullah, 2016). A proper 
allowance will influence the employees’ 
professionalism, prosperity and will affect 
public services (Nugroho et al., 2018). 
Performance allowance administration 
should consider the workload aspect and 
the employees’ quality. In other words 
there should be a significant difference 
between employees with high productivity 
and low productivity, or else it will cause 
the employees’ performance to become less 
optimal (Prendergast, 2002). 

Human resource management and 
effective organization are also crucial in 
improving employees’ performance 
(Kusumastuti, 2015). An organization 
financial improvement should influence the 
allowance given to the employees. The 
adjustment in improving allowance is 
closely related to selective requirements of 
performance allowance allocation system. 
It is reflected between the submission 
requirements, the result of management 
control system and the organization 
internal control mechanism, which will 
then become a part of organization report 

to external parties.The submission 
requirements will induce the change in 
management control system that underlies 
the improved organization accountability 
(Sopp and Baumuller, 2012). After an 
organization carries out the allocation of 
performance allowance, there should be a 
special committee of performance 
allowance which is to provide input and 
analysis related to its culture, standard and 
financial potential that exist in it (Silingiene 
et al., 2015). 

There are four indicators that 
significantly contribute in measuring work 
achievement. Substantially, initiative 
indicator elaborates work achievement 
since the greatest loading factor is on this 
indicator. The great work achievementis 
reflected in the elevated employees’ 
initiative. Based on the amount of loading 
factor of the four work achievement 
indicators, there are two main 
indicators,the initiative level and work 
quality. In other words, employees’ 
performance level is reflected in the level of 
response on both indicators. The 
descriptive analysis results, show on 
average that there are two relatively high 
indicators, the initiative level and 
discipline. But, the work quality and the 
knowledge are quite low. The employees’ 
initiative level and work quality are the 
components that bolster the work 
achievement in the in the Ministry of 
Religion's Office Lumajang City. 

Work motivation and work 
achievement are significantly relatedto 
employees with higher motivation and they 
will tend to form better work achievement. 
Motivation is a willingness to do a big effort 
in order to achieve some targets that have 
been set and arranged (Robbins and Mary, 
2005). In this case, good leader is 
important. A leader needs to understand 
their employees’ behavior in order to 
motivate or influence them. To motivate 
employees,a leader should be a good 
communicator, be a good listener, a good 
organizer, as well as using a good approach 
in solving problems and selfless. Motivation 
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could significantly influence the employees’ 
performance (Zameer et al., 2014). Overall 
employees’ motivation in an organization 
affects the employees’ performance. 

Physiologic indicator mainly forms 
work motivation, as it has the biggest 
loading factor. High motivation is reflected 
by the elevated fulfillment of the 
employees’ physiological needs such as the 
amount of salaryor the convenience to 
receive a reward. The descriptive analysis 
shows that there are two relatively high 
indicators, the physiologic and social. Self-
esteem and self-actualization are low. 

The study finds that work motivation 
is not directly related to the organization 
performance. Employees’ motivation will 
influence their performance and in the end 
will impact on organization performance. 
Yet, the current study does not find 
significant effect of work motivation on 
organization performance. Shahzadi et al., 
(2014) reports that there are significant 
and positive motivations parallel to 
employees’ performance. Manzoor (2012) 
claims that there is a connection between 
employees’ motivation and organization’s 
effectiveness. 

Work achievement shows a significant 
relationship with organizational 
performance. Organizational performance 
will increase if the employee's work 
performance is good. Substantially, work 
performance is based on indicators of 
knowledge and quality of work, because the 
biggest burden factor is on these indicators. 
Knowledge determines the value of work 
performance. Low-discipline discipline so 
that it needs to be improved in the next 
future. Some things that can be done to 
improve employee discipline are 
determining a clear and appropriate job 
description. 

Organizational performance is 
substantially in indicator by indicator of 
services provided to society. The 
productivity indicator has a relatively low 
factor loading value compared to the other 
three indicators. The way that can be done 
to increase employee productivity is to 

include technical guidance, training and the 
like on a rotating basis and develop the 
results. The Ministry of Religion of 
Lumajang City will continue to compete 
among public organizations in realizing its 
vision and mission through various 
strategic plans. Thus it is inevitable to 
continue to innovate and be creative in 
realizing advanced and professional 
organizational performance. 
 
CONCLUSION 

It finds that work achievementhas the 
most significant contribution on 
organization performance. The 
improvement of organization performance 
is highly determined by the level of work 
achievement. Work achievementis 
supported byperformance allowance and 
work motivation. Productivity and 
responsibility indicator contribute the 
most in assessing the organization 
performance. The high level of productivity 
and response time represents the 
organization performance. Initiative and 
knowledge indicators are highly 
contributed in assessing work 
achievement. The high level of employee 
work achievementis highly depicted in the 
elevated employees’ initiative and 
proficiency. 

The impact of providing performance 
allowance to improve organizational 
performance can be direct and indirect in 
the form of the effect of maintaining 
motivation and better workachievement. 
With another meaning performance 
allowancethat are far from employee 
expectations will initially reduce 
motivation and work achievementbefore 
impacting on organizational 
performance.Performance allowance and 
work motivation are significant 
inelevatingwork achievement. They also 
have significant indirect role to bolster the 
organization performance. Work 
achievement, supported by motivationis 
the key to increase organization 
performance. 
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