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Abstract 

The purpose of this study is to examine the effects of compensation, work 
environment, work motivation, job satisfaction, and work engagement on employee 
productivity in restaurants in Tegal City. This quantitative study employed a 
survey method involving 153 restaurant employees selected through purposive 
sampling. Data were collected using a structured questionnaire developed based on 
the indicators of each research variable. Data analysis was conducted using SPSS 
version 25, including validity and reliability tests, classical assumption tests, and 
multiple linear regression analysis. The results indicate that the five independent 
variables simultaneously have a significant effect on employee productivity (F = 
128.521; Sig. < 0.001), with a coefficient of determination of 0.814, meaning 
that 81.4% of the variance in employee productivity is explained by the research 
model. Partially, compensation, work motivation, and work engagement have a 
positive and significant effect on employee productivity, while work environment 
and job satisfaction have a positive but insignificant effect. These findings 
emphasize the importance of integrated and sustainable human resource 
management in enhancing employee productivity in the restaurant sector. 
 

 

INTRODUCTION 
As the global economy changes, the economic system is shifting from manufacturing to 

services, including the food industry. This industry has grown rapidly for three main reasons. First, 
a more realistic lifestyle. Second, higher wages. Third, a greater demand for fast, high-quality food 
service. The food industry not only provides goods for people to buy, but also contributes to 
economic growth and job creation.(Lukman et al., 2023). 

The food industry in Tegal City is currently experiencing rapid growth, triggering 
increasingly fierce competition among businesses. In this environment, every business is required 
to maintain service standards, speed of service, and customer satisfaction levels to remain 
competitive. One key factor determining the success of a food business is employee productivity. 
Employee productivity in the food industry is reflected in their ability to serve customers quickly 
and on time, maintain consistent presentation quality, and establish easy and effective 
communication with customers.(Manoppo et al., 2021)However, the phenomenon in Tegal City 
shows that various problems persist in human resource management, such as inconsistent service 
quality, fluctuating work output, low work discipline, and a lack of employee engagement. These 
conditions have the potential to hamper operational efficiency and weaken the competitiveness of 
food businesses amid increasingly intense competition.(Ananda et al., 2023)On the other hand, the 
fast-paced nature of the food business and its high service demands often creates significant work 
pressure for employees. If working conditions and employee management are not handled well, it 
will be difficult to maintain optimal levels of workforce productivity.(Ilhami et al., 2024). 
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This study uses the Job Demands–Resources (JD-R) approach to obtain a comprehensive 
picture of the relationship between job demands and job resources in influencing employee 
productivity. The JD-R theory explains that employees, especially those working in the restaurant 
sector, are potentially experiencing energy exhaustion due to high workloads, time pressure, and 
intense mental demands. If these job demands are not balanced with adequate job resources, 
employee performance and productivity can decline in the long term. Conversely, the presence of 
job resources such as fair compensation, a conducive work environment, job satisfaction, and work 
engagement can help employees restore energy, increase motivation, and maintain sustainable 
performance.(Tummers & Bakker, 2021). 

One of the most important things that influences how productive employees are is 
compensation. According to(Efendi, 2021a)explains that compensation is An important way to 
motivate employees to work harder. Compensation encompasses all the ways an organization 
rewards its employees for their achievements, both monetary and non-monetary. This includes 
things like compensation, wages, prizes, incentives, benefits, meal allowances, and rest breaks. 
Several previous studies have found that compensation makes employees more productive.(Magai 
& Ardhianto, 2024);(Maulidiah & Baskoro, 2025);(Tarigan et al., 2022)These results suggest that a 
fair pay system that takes into account the amount of work involved can increase employee 
enthusiasm, efficiency, and overall performance. The amount of compensation isn't the only factor 
that influences how much work they accomplish. Where they work is also crucial. The work 
environment includes all physical and non-physical conditions experienced by employees while 
carrying out their work. According to(Ilhami et al., 2024)The work environment encompasses all 
the physical and non-physical things workers see and hear while they work. People can focus better 
and feel less tired at work if the work environment is safe, supportive, and pleasant. Numerous 
studies(Ilhami et al., 2024);(Nopitasari et al., 2025);(Manoppo et al., 2021)have found that the 
workplace has a large and positive influence on how much work people get done. Different results 
have been found by a number of other studies. According to(BDD Berlian & Rafida, 
2022);(Reivaldo et al., 2023); And(Afgiansyah & Poernomo, 2025)The work environment does not 
significantly influence the amount of work completed. These differing findings indicate 
inconsistencies in research findings, necessitating a reexamination of the role of the work 
environment, particularly in the context of the food industry, which faces high workloads and 
demands for fast service. 

Besides the work environment, work motivation is also considered a crucial factor in 
increasing employee productivity. Work motivation is another crucial factor that can make 
employees more productive. Motivation is a drive, both internal and external, that drives them to 
achieve goals and perform better. According to(Muhtar et al., 2021)explains that motivation is 
closely related to how individuals behave and act in meeting the demands of their jobs. Employees 
with high levels of motivation tend to demonstrate better performance, have a willingness to learn, 
and focus on achieving work targets.(Tanjung & Mardhiyah, 2023b);(Solehati et al., 2024); And(Ze 
et al., 2024)Several studies have shown that motivated employees are more productive. These 
results suggest that workers with a strong work ethic are able to perform better. However, other 
studies have shown different results, particularly when work motivation does not significantly 
influence employee productivity.  (Wahyuni et al., 2023);(BDD Berlian & Rafida, 2022); 
And(Purwanti et al., 2024). The differences in the results of this study mean that the work 
motivation aspect needs to be studied further, by looking at how the setting, group characteristics, 
and individual work conditions can change it. 

Another factor often associated with employee productivity is job satisfaction. Job satisfaction 
describes a person's general feelings about their job, encompassing satisfaction, comfort, and 
positive feelings while working. According to(Mobaraq et al., 2024)Job satisfaction is how a person 
feels about their job in general. It is also crucial for maintaining a company's stability and helping 
it achieve its goals. Job satisfaction tends to improve focus and achieve more over time. Several 
studies have shown that workers who are happy with their jobs achieve more.(Khasanah et al., 
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2025);(Sari & Liliana, 2022); And(Maulidiah & Baskoro, 2025). On the other hand, while job 
satisfaction is a good thing, it has not been shown to have a significant impact on how much work 
gets done. This was found by(Mobaraq et al., 2024)And(Murti et al., 2023)stated that job 
satisfaction had no significant effect on employee productivity. This discrepancy in results 
indicates a research gap that requires further study, particularly in the culinary field, which is 
characterized by high-pressure and fast-paced work. 

In addition, work engagement is also considered an important factor in increasing 
productivity. According to(Khusanova et al., 2021)defines job engagement as a good mental state 
that includes vigor (energy and resilience at work), commitment (feelings of meaning, enthusiasm, 
and pride in one's work), and absorption (full focus on one's work. Employees who have high job 
engagement tend to be more proactive, have a greater sense of responsibility, and continuously 
strive to improve their performance. Several studies support that job engagement has a significant 
effect on employee productivity.(Faadhilah et al., 2025);(Yuntina et al., 2025)However, other 
studies show different things.(Nugraha & Rukhviyanti, 2024); And(Sasando et al., 2025), all of 
them say that job engagement does not have a big influence on how productive an employee is. 

Various research results show inconsistent findings, indicating that comprehensive studies on 
the determinants of employee productivity are still limited. Research results according to(Putra & 
Mujiati, 2022)shows that compensation, work environment, and work motivation have a positive 
and significant effect on employee productivity. Meanwhile, according to(Susanto et al., 
2023)stated that job satisfaction has a positive effect, but job engagement has no effect on 
employee productivity. This discrepancy in findings indicates a research gap influenced by 
differences in variables and research context. Research in the restaurant sector, with its specific 
work dynamics and service demands, may allow for differences in the influence of certain variables 
compared to other sectors. Thus, the influence of employee productivity factors is contextual and 
heavily influenced by the characteristics of the business sector studied. 

The purpose of this research is to add new theories to the field of human resource 
management research, specifically regarding what makes workers more productive in the culinary 
field. The data is also expected to assist managers in planning for long-term economic growth. 

RESEARCH METHODS 
This study aims to determine how compensation, work environment, work motivation, job 

satisfaction, and work engagement influence employee productivity. The data for this study were 
collected from a questionnaire, a quantitative method. The Statistical Package for the Social 
Sciences (SPSS) version 25 was used to process the data for this research method.(Sugiyono, 
2013)explains that quantitative research methods are ways of thinking about how to study a 
specific population or group by using research tools to gather information. Positivism is the main 
idea behind quantitative research. The people who participated in this study worked in restaurants 
in Tegal City. 

The population in this study were employees working in the restaurant sector in Tegal City. 
Based on data from the Central Statistics Agency (BPS), the number of restaurant businesses in 
Tegal City in the 2022–2024 period was 216 units, consisting of 68 businesses in 2022, 68 
businesses in 2023, and 80 businesses in 2024. These restaurants have relatively uniform service 
systems and operational characteristics, thus being considered relevant as research objects. 

The sampling technique used is purposive sampling, which is a non-probabilistic method 
that selects respondents based on certain criteria that are in accordance with the research 
objectives.(Tajik et al., 2025)The respondent criteria for this study were restaurant employees who 
were still actively working and had at least one year of work experience. This criterion was 
established to ensure respondents had adequate understanding and experience regarding working 
conditions, wage systems, work environment, motivation, job satisfaction, and work engagement. 
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 Determination of the number of samples is carried out using the Slovin formula, which 
according to(Sugiyono, 2013) used to determine a representative sample size of a population with 
a certain level of error. The Slovin formula is stated as follows: 

𝒏 =
𝑵

𝟏 + 𝑵(𝒆)𝟐
 

 
Description: n = number of samples 
N = population size 
e = error tolerance 

With a population (N) of 216 and an error rate (e) of 10%, the minimum sample size 
obtained based on the Slovin formula calculation is as follows: 

𝒏 =
𝟐𝟏𝟔

𝟏 + 𝟐𝟏𝟔 (𝟎, 𝟏)𝟐
=

𝟐𝟏𝟔

𝟏 + 𝟐, 𝟏𝟔
=

𝟐𝟏𝟔

𝟑, 𝟏𝟔
≈ 𝟔𝟖 

 
Although the calculation results using the Slovin formula indicate a minimum sample size of 

68 respondents, the number of respondents used in this study exceeds this minimum. Increasing 
the number of respondents was done to increase statistical power and data reliability, as well as to 
minimize potential errors due to incomplete or invalid responses. Methodologically, increasing the 
sample size above the minimum limit set by the Slovin formula is permissible as long as the 
respondent characteristics remain in accordance with the research criteria and do not change the 
population structure, thereby avoiding bias in the interpretation of the research results. 

RESULTS AND DISCUSSION 
Results 

Respondent Characteristics 
The 153 individuals who participated in this study can be categorized by gender, age (in years), 

highest level of education, length of service, job title or position, and compensation. Detailed 
information about the individuals who responded to the survey is shown in Table 1 below: 
Table1Respondent Characteristics 

Characteristi
cs 

Category Frequenc
y 

Percentage (%) 

Gender Man 
Woman 

89 
64 

58.17 
41.83 

Age (years) < 20 
21-25 
26-30 
31-35 
> 35 

35 
69 
24 
10 
15 

22.88 
45.10 
15.69 
6.54 
9.80 

Last 
education 

Elementary School / 
Equivalent 
Junior High School / 
Equivalent 
High School / Vocational 
School / Equivalent 
Diploma 
Bachelor degree)  

1 
14 
89 
15 
34 

0.65 
9.15 
58.17 
9.80 
22.22 

Length of 
work 

< 1 year 
1-3 years 
4-6 years 
7-10 years 

50 
62 
30 
3 

32.68 
40.52 
19.61 
1.96 
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> 10 years 8 5.23 

Position or 
Title 

Manager / Branch Manager 
Supervisor / Assistant Manager 
Chef 
Barista 
Waiter / Waitress 
Cashier 
Steward 
Delivery Order 

11 
9 
34 
16 
47 
31 
3 
2 

7.19 
5.88 
22.22 
10.46 
30.72 
20.26 
1.96 
1.31 

Employee 
Status 

Still 
Contract 
Part-time 

101 
36 
16 

66.01 
23.53 
10.46 

Income Rp. 500,000 – 2,000,000 
> Rp. 2,000,000 - Rp. 3,500,000 
> Rp. 3,500,000 – Rp. 
5,000,000 
> Rp. 5,000,000 

59 
59 
17 
18 

38.56 
38.56 
11.11 
11.76 

Source: Processed primary data, 2025 
Most of the survey respondents were male (58.17%), most were between 21 and 25 years 

old (45.10%), most had only completed high school or vocational school (58.17%), most were 
between 1 and 3 years old (40.52%), most worked as waiters (30.72%), most had permanent jobs 
(66.01%), and most earned between Rp. 500,000 and Rp. 2,000,000 and between Rp. 2,000,000 
and Rp. 3,500,000 (38.56%). 
Descriptive Statistical Analysis 

These factors need to be analyzed using descriptive statistics so you can get an overview of 
the data. This table shows the mean, maximum, minimum, and standard deviation for each of the 
following variables: Compensation (X1), Job Engagement (X5), Job Satisfaction (X4), Motivation 
(X5).Work (X3), and Employee Productivity (Y). The basic statistical tests for this study are shown 
in Table 2. 
Table2Descriptive Statistical Test 

 N Minimum Maximum Mean Standard 
Deviation 

Compensati
on 

153 9.00 45.00 33.5033 8.54179 

Work 
environment 

153 5.00 25.00 18.2222 4.91938 

Work 
motivation 

153 5.00 25.00 18.5752 4.71796 

Job 
satisfaction 

153 5.00 25.00 18.9804 4.96497 

Job 
Engagement 

153 9.00 45.00 34.0654 8.58600 

Employee 
Productivity 

153 10.00 50.00 38.8105 9.23861 

Valid N 
(listwise) 

153     

Source: Processed primary data, 2025 
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Descriptive analysis shows that the average values of all variables are above the measurement 
scale range. Compensation and work engagement variables use a range of 9–45, work environment, 
motivation, and job satisfaction 5–25, and employee productivity 10–50. High data variation is 
found in compensation, work engagement, and productivity (SD > 8), while work motivation is 
more consistent with an SD of 4.71796. 
Validity Test 
Table3Validity Test 

Indicator Pearson Correlation 
(r Count) 

Significance Description 

K1 0.769 0,000 Valid 

K2 0.845 0,000 Valid 

K3 0.792 0,000 Valid 

K4 0.804 0,000 Valid 

K5 0.839 0,000 Valid 

K6 0.792 0,000 Valid 

K7 0.764 0,000 Valid 

K8 0.799 0,000 Valid 

K9 0.848 0,000 Valid 

LK1 0.807 0,000 Valid 

LK2 0.828 0,000 Valid 

LK3 0.840 0,000 Valid 

LK4 0.852 0,000 Valid 

LK5 0.878 0,000 Valid 

MK1 0.815 0,000 Valid 

MK2 0.835 0,000 Valid 

MK3 0.831 0,000 Valid 

MK4 0.831 0,000 Valid 

MK5 0.862 0,000 Valid 

KK1 0.887 0,000 Valid 

KK2 0.887 0,000 Valid 

KK3 0.870 0,000 Valid 

KK4 0.935 0,000 Valid 

KK5 0.925 0,000 Valid 

KK6 0.815 0,000 Valid 

KK7 0.881 0,000 Valid 

KK8 0.907 0,000 Valid 

KK9 0.864 0,000 Valid 

KKr1 0.889 0,000 Valid 

KKr2 0.907 0,000 Valid 

KKr3 0.892 0,000 Valid 

KKr4 0.919 0,000 Valid 

KKr5 0.863 0,000 Valid 

PK1 0.759 0,000 Valid 

PK2 0.879 0,000 Valid 

PK3 0.831 0,000 Valid 

PK4 0.874 0,000 Valid 

PK5 0.910 0,000 Valid 

PK6 0.841 0,000 Valid 

PK7 0.902 0,000 Valid 
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PK8 0.831 0,000 Valid 

PK9 0.873 0,000 Valid 

PK10 0.783 0,000 Valid 

Source: Processed primary data, 2025 
The table above shows that all indicators in each research variable meet the validity criteria, 

because the calculated r value > r table (0.172) with a significance level of 0.000 (<0.05). The 
Pearson correlation value for compensation (K1–K9) is in the range of 0.764–0.848, work 
environment (LK1–LK5) 0.807–0.878, work motivation (MK1–MK5) 0.815–0.862, job 
satisfaction (KK1–KK9) 0.815–0.935, work engagement (KKr1–KKr5) 0.863–0.919, and 
employee productivity (PK1–PK10) 0.759–0.910, so that all indicators are declared valid and 
suitable for use in further research. 
Realibility Test 
Table4Realism Test 

Variables Number 
of Items 

Cronbach's 
Alpha Value 

Criteria Information 

Compensation (KK) 9 0.932 > 0.60 Reliable 
Work Environment 
(WE) 

5 0.896 > 0.60 Reliable 

Work Motivation 
(MK) 

5 0.898 > 0.60 Reliable 

Job Satisfaction (KK) 9 0.965 > 0.60 Reliable 
Work Engagement 
(KKr) 

5 0.937 > 0.60 Reliable 

Employee 
Productivity (PK) 

10 0.956 > 0.60 Reliable 

Source: Processed primary data, 2025 
The table shows that all research variables have a Cronbach's Alpha value > 0.60, thus 

declared reliable. The compensation variable (9 items) has a value of 0.932, work environment (5 
items) 0.896, work motivation (5 items) 0.898, job satisfaction (9 items) 0.965, work engagement 
(5 items) 0.937, and employee productivity (10 items) 0.956. Based on the standard(Ghozali, 2018), 
all instruments have good internal consistency and are suitable for use in data collection. 
Classical Assumption Test 
Normality Test 
(Ghozali, 2018)states that the purpose of the normality test is to determine whether the 
independent and dependent factors in a regression model have a normal data distribution. The 
accuracy of statistical test results can be affected by non-normally distributed data. Therefore, the 
One-Sample Kolmogorov-Smirnov Test is one way to check stability. For this test, data is said to 
be normally distributed if the significance value is greater than 0.05. Conversely, if the significance 
value is less than 0.05, the data is not normally distributed. 
Table5Normality Test 

Information Mark 

N 153 
Mean 0.0000000 
Division Standards 3.42048337 
Most Extreme 
Differences 
(Absolute) 

.115 

Test Statistics .083 
Asymp. Sig. (2-tailed) .161 

Source: Processed primary data, 2025 
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The results of the Kolmogorov–Smirnov normality test show that from 153 samples, the 
Asymp. Sig. (2-tailed) value was 0.161 (> 0.05), so that the data in the regression model was 
normally distributed and met the normality assumption for further regression analysis. 
Multicollinearity Test 

According to(Ghozali, 2018)The multicollinearity test aims to detect a linear relationship 
between independent variables in a regression model. Multicollinearity can increase variance and 
standard error, thereby reducing the significance of test results. Therefore, the test is performed 
using tolerance values (<0.10) and VIF (>10) as indicators of multicollinearity in the model. 
Table6Multicollinearity Test 

Variables Tolerance VIF Information 

Compensation 0.221 4,516 No Multicollinearity Occurs 
Work environment 0.283 3,537 No Multicollinearity Occurs 
Work motivation 0.143 7,003 No Multicollinearity Occurs 
Job satisfaction 0.191 5,232 No Multicollinearity Occurs 
Job Engagement 0.140 7,148 No Multicollinearity Occurs 

Source: Processed primary data, 2025 
The results of the multicollinearity test show that all independent variables have a VIF value 

<10 and a tolerance >0.10, so there is no multicollinearity. The compensation variable has a VIF 
of 4.516 and a tolerance of 0.221; work environment VIF of 3.537 and a tolerance of 0.283; work 
motivation VIF of 7.003 and a tolerance of 0.143; job satisfaction VIF of 5.232 and a tolerance of 
0.191; and work involvement VIF of 7.148 and a tolerance of 0.140. Thus, the regression model 
is declared valid and meets the multicollinearity assumptions. 
Heteroscedasticity Test 

The heteroscedasticity test using the Glejser method shows that the significance value (Sig.) 
of all independent variables is > 0.05, so it can be concluded that there is no heteroscedasticity 
and the regression model meets the classical assumptions. 
Table7Heteroscedasticity Test 

Variables Sig. Information 

Compensation 0.843 No Heteroscedasticity Occurs 
Work environment 0.182 No Heteroscedasticity Occurs 
Work motivation 0.322 No Heteroscedasticity Occurs 
Job satisfaction 0.218 No Heteroscedasticity Occurs 
Job Engagement 0.127 No Heteroscedasticity Occurs 

Source: Processed primary data, 2025 
The results of the Glejser heteroscedasticity test method show that all independent 

variables, namely compensation, work environment, work motivation, job satisfaction, and work 
participation, have a Sig. value > 0.05, so they do not have a significant effect on the absolute value 
of the residual. Based on the criteria(Ghozali, 2018), the regression model does not experience 
heteroscedasticity and meets the assumption of homoscedasticity, so it is suitable for use for 
regression analysis and further hypothesis testing. 
F-Test of Model Feasibility 

According to(Ghozali, 2018)The F-test is a method used to assess the extent of variance 
differences between two or more groups. The goal is to assess whether all independent variables 
influence each other on the dependent variable. The F-test is conducted to determine the overall 
impact of all independent variables on the dependent variable. The significance level used is 0.5 or 
5%. If the F-value is less than 0.05, it can be concluded that the independent variables are related. 
Table8F test 

Model Sum Of 
Squares 

Df Mean 
Square 

F Sig 

Regression 7774.007 5 1554,801 128,521 <.001 
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Residual 1778.355 147 12,098   
Total 9552.362 152    

Source: Processed primary data, 2025 
 The results of the F test in multiple regression analysis show an F value of 128.521 with 
Sig. <0.001 (<0.05), so that the overall regression model is significant and at least one independent 
variable influences the dependent variable. The Regression Sum of Squares value is 7,774.007, the 
Residual Sum of Squares is 1,778.355, and the Total Sum of Squares is 9,552.362. The total degrees 
of freedom (Df) of 152 is obtained from the formula n − 1, so the number of research samples is 
153 respondents. 
Multiple Regression Analysis   
Table9Multiple Linear Regression Test 

Variables Regression 
Coefficient 
(B) 

Std Error t Count Sig. Information 

(Constant) 2,289225 1,176194 1,946 0.054  

Compensation 0.326 0.087 3,732 0,000 Influential 

Work 
environment 

0.030 0.133 0.228 0.820 No effect 

Work motivation 0.495 0.188 2,639 0.009 Influential 

Job satisfaction -0.330 0.180 -1,829 0.069 No effect 

Job Engagement 0.610 0.087 7,037 0,000 Influential 

Source: Processed primary data, 2025 
 The results of multiple linear regression indicate that compensation, work motivation, and 

work engagement have a Sig. <0.05, thus having a positive and significant effect on employee 
productivity. Conversely, job satisfaction and work environment have a Sig. >0.05, thus having no 
significant effect. This finding indicates that employee productivity is more influenced by factors 
that directly drive motivation and work engagement than by environmental conditions and job 
satisfaction. The constant value in the regression model indicates that there is a baseline level of 
productivity that employees maintain even when all independent variables are held constant, 
reflecting the presence of other factors outside the model that also influence productivity. 
Determination Test (R-Square) 
(Sugiyono, 2013)states that the determinant is a numerical value obtained by adding the products 
of the elements in a square matrix and their cofactors using existing rules. You can use the 
determinant to determine the adjoint and inverse of a matrix. The coefficient of determination in 
linear regression analysis indicates how much the independent variable helps explain changes in 
the dependent variable. Ifsquaringcoefficient of association (R), you will get the R-squared, also 
called the coefficient of determination. The R-squared value can range from 0 to 1. The higher the 
R-squared value, the better the regression model can explain changes in the dependent variable. 
Table10R Square Test 

Model R R Square Adjusted 
R Square 

Standard Error of 
the Estimate 

1 0.902 0.814 0.807 3.47817 

Source: Processed primary data, 2025 
 The results of the determination coefficient test show an R² value of 0.814 and an Adjusted 
R² of 0.807, which means that compensation, work environment, work motivation, job 
satisfaction, and work participation together are able to explain 80.7% of the variation in employee 
productivity, while 19.3% is influenced by other factors outside the model. The correlation 
coefficient value of R of 0.902 indicates a very strong relationship between the independent and 
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dependent variables, while the Std. Error of the Estimate of 3.47817 indicates that the model's 
prediction results are relatively close to the actual value. 
Discussion 
The Effect of Compensation on Employee Productivity 

Based on research results, compensation has been shown to have a positive and significant 
impact on employee productivity. A fair and proportional compensation system, both monetary 
and non-monetary, can encourage employees to work more effectively and efficiently. In the 
context of the restaurant sector, which demands speed of service and consistent performance, 
compensation acts as a behavioral control instrument that motivates employees to maintain 
performance according to operational standards. This finding aligns with(Efendi, 
2021a)And(Khasanah et al., 2025)which confirms that performance-based compensation increases 
employee trust, loyalty, and work quality. The results of this study are also consistent with 
research(Magai & Ardhianto, 2024);(Maulidiah & Baskoro, 2025);(Tarigan et al., 2022). so it can 
be concluded that compensation is a strategic factor in increasing employee productivity 
sustainably. 
The Influence of Work Environment on Employee Productivity 

The results of the study indicate that the work environment does not significantly influence 
employee productivity. Theoretically, the work environment functions to create a sense of security 
and comfort that supports performance. However, in the restaurant sector, which has a high work 
pace, time pressure, and strict standard operating procedures, employees focus more on 
completing tasks and achieving service targets than on the work environment. Thus, the work 
environment plays a more supportive role in maintaining work comfort, but does not directly 
determine productivity levels. This finding aligns with(BDD Berlian & Rafida, 2022);(Reivaldo et 
al., 2023); And(Afgiansyah & Poernomo, 2025), which states that the work environment is not the 
main factor determining productivity, especially in jobs with high time pressure and workload, so 
that the work environment plays a more supporting role than a direct determinant of productivity. 
The Influence of Work Motivation on Employee Productivity 

The research results show that work motivation has a positive and significant effect on 
employee productivity. Motivation, whether derived from internal or external sources, encourages 
employees to work harder, be more dedicated, and consistently complete tasks. In the restaurant 
sector, characterized by the pressure of service and direct interaction with customers, work 
motivation is a crucial factor in maintaining employee intensity and persistence in their work. This 
finding aligns with(Muhtar et al., 2021)And(Susanto et al., 2023)and supported by(Tanjung & 
Mardhiyah, 2023b);(Solehati et al., 2024); And(Ze et al., 2024), which concluded that work 
motivation is a key factor in increasing employee productivity. 
The Influence of Job Satisfaction on Employee Productivity 

The research results show that job satisfaction does not significantly impact employee 
productivity. Theoretically, job satisfaction is associated with a positive attitude and psychological 
well-being at work. However, in the restaurant sector, high work pressure, demands for speedy 
service, and the obligation to follow standard operating procedures require employees to maintain 
performance targets regardless of their perceived level of satisfaction. Several studies have shown 
that employees who are satisfied with their jobs achieve more.(Khasanah et al., 2025);(Sari & 
Liliana, 2022); And(Maulidiah & Baskoro, 2025). On the other hand, while job satisfaction is a 
good thing, it has not been shown to have a significant impact on how much work gets done. This 
was found by(Mobaraq et al., 2024)And(Murti et al., 2023)stated that job satisfaction had no 
significant effect on employee productivity. This discrepancy in results indicates a research gap 
that requires further study, particularly in the culinary field, which is characterized by high-pressure 
and fast-paced work. 
The Influence of Work Engagement on Employee Productivity 

The results of the study indicate that job engagement has a positive and significant effect 
on employee productivity. Employees with high levels of job engagement tend to demonstrate 
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focus, consistency, and a willingness to put in extra effort in carrying out their duties. In the 
restaurant sector, which demands stable performance and service quality, job engagement is a 
crucial factor in maintaining sustainable productivity. This finding aligns with the concept of job 
engagement proposed by Schaufeli & Bakker (2006) and is supported by(Zamralita & Wilis, 
2023)And(Khusanova et al., 2021), which emphasizes aspects of work enthusiasm, commitment, 
and involvement in work. The results of this study are also consistent with(Yuntina et al., 
2025)And(Faadhilah et al., 2025), so it can be concluded that work engagement is a key factor that 
companies need to pay attention to in order to increase employee productivity sustainably. 

CONCLUSION 
Based on the research findings, of the five factors analyzed, compensation, work motivation, 

and work engagement were shown to have a positive and significant influence on employee 
productivity, while job satisfaction and the work environment did not show a significant influence. 
Fair and proportional compensation, both financial and non-financial, has been shown to increase 
employee morale, thus encouraging higher productivity. Work motivation, as an internal and 
external driver, makes employees work with greater enthusiasm, dedication, and sincerity in 
completing their tasks. Furthermore, work engagement plays a crucial role because employees with 
high levels of engagement tend to be more focused, proactive, and consistent in carrying out their 
work. For restaurant managers, these results suggest that efforts to increase productivity should 
focus on managing a fair compensation system, providing motivation through rewards and 
performance recognition, and creating working conditions that encourage active employee 
involvement in restaurant operations. Although the work environment and job satisfaction 
contribute to employee comfort and happiness, these two factors have not been statistically proven 
to have a direct effect on productivity in this study. The limitations of this study lie in the scope 
of the objects and variables studied. Therefore, further research is recommended to involve a wider 
variety of restaurants or add other variables that could potentially influence employee productivity. 
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