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Abstract- every company should be aware that the most important asset is human assets, namely employees. The
company's target can be achieved with the active role of this asset. how to empower these assets is a challenge for
companies. This study is to understand the contribution of ability, motivation, and form of leadership to shape employee
performance. Regression analysis involved 100 respondents as data sources. The findings demonstrated that all
independent variables had the potential could contribute to employee performance. There is another thing, namely
motivation also has a role in shaping performance and employees and that also happens to the leadership variable.
Among the three independent variables, motivation has a dominant role in shaping employee performance.
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INTRODUCTION

In today's era of globalization, the development and progress of science and technology is rapid, so that between
one country and another country looks transparent in various fields, especially the existence of telecommunication
technology today. Thus, giving rise to the mechanism of competition between countries. In the context of free competition,
where the sophistication of technological tools becomes trusted, Indonesia must also prepare itself to enter a higher
competitive advantage, meaning that excellence in terms of competing with other countries, where the underdog here is
a technology-intensive sector and densely skilled, related to that, the quality of human resources that is increasing is a
demand that cannot be achieved. delayed again (Mendrika, 2021).

In the current era of globalization, Human Resources (HR) is considered to have an increasingly important role
in achieving organizational or company goals (Fatimah, 2018; Ernawati, 2022). The human resources needed are
resources that are quick to respond to and adapt to change (Arifin, 2021; Munir et al., 2022). Therefore, the company
really needs employees who can optimize their performance, because employees are the driving force in determining the
success of the company as a whole (Issalillah, 2021; Sudrajat, 2022).

The quality of human resources based on the dimensions of national labor force skills still revolves around the problem
of obstacles that until now have not been solved, namely the imbalance between business capital and available sources of funds
(Palembeta & Arifin, 2014; Anjanarko & Arifin, 2022). Indonesia is one of them (Padma, 2018). Improved performance,
efficiency, effectiveness, and work ethic can be implemented through various activities such as improving abilities,
increasing work motivation, increasing competence through skills training (Hutomo & Darmawan, 2011; Munir, 2021).

Performance can be viewed as "thing done" (Mardikaningsih, 2020). Employees must produce work output as
an obligation and fulfill a workload that is adjusted to the authority. (Malik, 2019). Employee performance is the result
of achievement in quality and quantity that aims to achieve the target or goals of an organization (Andayani & Darmawan,
2011). Employees who produce results that meet the standards mean that they have carried out their obligations (Miner,
2006; Widiyana, 2021). This is then the employee's responsibility (Mardya, 2021).

Psychologically, the ability of employees consists of potential abilities (1Q) and reality abilities (knowledge +
skills). There are employees with academic abilities and educational levels that have a greater chance of being able to
carry out routine tasks. This is in contrast to the low level of education that employees have. To achieve performance,
this can be used as a guide. Expertise can also be a prediction of the extent to which the level of success that will be
achieved by an individual in the organization. Ability in the organization related to the completion of certain tasks related
to the workload (Infante, 2022). The work ability of employees in the company is still not maximized because employees
who work in the company on average have backgrounds outside the livestock department and no training program is carried
out that aims to train and stimulate employee insight (Mardikaningsih, 2022). The lack of maximum work ability in the
company has an impact on the lack of employee ability to complete work on time and develop it (Darmawan, 2014).

Motivation is one of the most discussed topics when discussing individual behavior. Motivation is also suspected
as one of the factors that influence the increase and decrease in employee performance in the company (Rikasari, 2021).
Employee work motivation is said to be still low where there are still some employees who feel that there is a lack of
appreciation for employees who have good performance, lack of giving bonuses evenly. In the context of work,
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motivation, emphasizes on personal or situational factors, which are considered to have an important impact on the
achievement of productivity and organizational success (Lestari, 2020). In the context of work, the achievement of goals
and tasks that the organization expects needs to be seen in a transactional or exchange perspective (Lestari & Darmawan,
2014), namely the reciprocal transfer of value between individuals and organizations simultaneously through the exchange
process. From a transactional perspective, a person is willing to join and contribute to the organization, because of the
drive to earn rewards (Ernawati & Sinambela, 2021). Motivation has an influence to create high employee performance
because employees who tend to be motivated will have the will and enthusiasm to complete their work well.

Leadership is an important factor in leading the way the organization can achieve the targets to be achieved
(Santosa, 2002; Retnowati et al., 2022). According to Djazilan and Darmawan (2020), leadership is about the accuracy
of how to persuade and direct people according to efforts to achieve goals. There is a relationship with the goals of each
individual, group and organizational goals (Al Hakim & Hariani, 2021). A manager is a knowledgeable workforce and
he is a leader. Leadership functions are activities that a group maintains and relate to tasks that must be performed by the
leader, or others, in order for the group to function effectively (Mardikaningsih & Darmawan, 2012; Putro, 2021). Leaders
have an obligation to achieve organizational goals and pay attention to the needs of their employees, therefore effective
leadership is needed for organizational effectiveness (Sinambela, 2022). The nature and characteristics of leadership,
according to Sinambela and Ernawati (2021) found evidence that effective leadership is a leader must have language
skills, self-confidence, initiative, encouragement of achievement and ambition. Leadership is really what matters.

In order to achieve company goals, the role of human resources or employees is a central point, because humans
are the main drivers in the effort to achieve company goals. Leaders must be able to see the ability and willingness and
needs of their employees in achieving their goals, making it easier for management to direct and guide their subordinates.
In the implementation of these goals, the company must be supported by the ability, motivation, and type of its leader.

This study aims to examine several factors that affect employee performance in the implementation of work at
PT. Spektrum Nusa. In this study, three factors were identified that were considered relevant, which were suspected to
affect the achievement of employee performance of PT. Spektrum Nusa in carrying out its operational work, namely
employee ability, motivation, and leadership. Which further becomes a reflection of organizational performance, it needs
to be studied in depth, namely by taking the title "Influence of Ability, Motivation and Leadership on Employee
Performance at PT. Spektrum Nusa".

RESEARCH METHODS

The design in this study is to use survey research methods, which are researches conducted by taking samples
from the population and using questionnaires as a basic data collection tool. Obyek research was conducted at PT.
Spektrum Nusa. Research population is an employee of PT. Spektrum Nusa which amounts to 100 people.

The subject is less than 100, then it is better to take all, so that the research is population research. Furthermore,
if the subject is large, it can be taken an average of 10%-15% or 20%-25% or more. There were 75 respondents in the
study. The operational definitions of the variables analyzed are as follows:

1. Employee performance is the success of a person in carrying out his work towards the organization's goals. In
general, the size of the performance indicative can be grouped into the following six categories. However, certain
organizations can develop their respective categories in accordance with their mission (Sinambela et al., 2022).

a. Effectiveness means that there are achievements by monitoring the results obtained related to the setting of
work targets.

b. Efficiency. This indicator measures the degree of conformity of the process of generating output using the
lowest possible cost (cost efficiency in carrying out work).

c. Quality, of course, relates to the standard setting on the outputs resulting from employee performance.

d. Timeliness. It is about everything it takes to complete tasks for employees on a time basis.

e. Productivity. It's about a comparison of what has been removed as an ingredient and what has been produced as a
product.

2. Ability (X.1) is the capacity of individuals to perform various tasks in their work. While the indicators to measure
ability are as follows: (Retnowati & Lestari, 2021)

a. Task-carrying skills
b. Skills provide reinforcement
c. Skills to make variations

3. Motivation as independent variable (X.2) as a desire in an employee, which causes the employee to perform certain
actions (work). Indicators for measuring motivational adapted by Darmawan (2008).

a. Expectations, is probabilities perceived by an employee who spends a certain amount of effort to encourage
performance.

b. Instrumentalist is the degree to which an employee believes that working at a certain level will encourage the
achievement of a desired output.
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c. Valence is the degree to which an organization's rewards meet an employee's personal goals or needs and the
potential attractiveness of those rewards to the employee concerned, or how much confidence the individual has
in the high low value or importance the rewards will receive for the individual.

4. Leadership variable with an indicator to measure leadership (X3) adapted by Mardikaningsih and Darmawan (2012).

a. Leadership Directive, where a leader provides an explanation of the performance goals to be achieved or things
that are expected from subordinates and provides somewhat specific guidelines as achieving these goals.

b. Leadership with achievement orientation as a form of behavior from the leader that encourages the best results
by pressing and motivating employees and this is formed from the emergence of employee trust in the leader.

c. Participative Leadership: This leadership style is the type of leader who always consults with his subordinates
and uses their suggestions before making a decision.

d. Supportive leadership, this leadership style strives to create an organizational atmosphere that is pleasant, easy
to approach and shows great attention to the well-being and needs of subordinates.

In this study, the instrument used is with a multiple linear regression analysis method, where from the analysis
will be able to answer from the hypothesis that has been proposed. Data collection procedures are carried out through
observation, questioner, and interview.

RESULTS AND DISCUSSIONS

Data from respondents has been collected and processed through SPSS. The resulting output is analyzed related
to the validity of the question items. The results obtained by obtaining the total correlation number of corrected items in
each statement has a number exceeding 0.3. It is clear that the question items deserve to be used as a measuring tool. All
question items related to variables in this study were stated to be relevant with alpha value more than 0.6. Multiple linear
regression aims to measure the relationship of ability, motivation, leadership to employee performance.

Table 1.
Coefficients
Unstandardized Standardized
Model Coefficients Coefficients t Sig
B Std. Error Beta

(Constant) 461 216 1.612 .062
X.1 372 .070 273 3.433 .001
X.2 535 .079 .369 4,292 .000
X.3 .263 .087 .168 2.213 .029

Source: output SPSS

The multiple linear regression equation Y = 0.461 + 0.372X.1 + 0.535X.2 + 0.263X.3 + e. Explanation from
table 1 independent variable influence on the dependent variable with a significantly smaller 0,05.

ANOVA test to evaluate the variables jointly between all independent variables against the dependent variable,
with the condition that the significance of the F count is 0.05.

Table 2
ANOVA
Model S ] df e F Sig.
Squares Square
Regression 11.281 3 3.793 22.143 .000p
Residual 17.639 96 171
Total 28.920 99 -

Source: Output SPSS

From the results of the ANOVA table, it is shown that the variables of ability, motivation, leadership on
employee performance simultaneously have a significant effect. Table 1 show that in a parsial variable all independent
variables have a significant effect on the dependent variable.

This research has implications in three aspects, namely implications on theoretical aspects, implications on
practical aspects and implications on policy aspects. The implications of the research on the theoretical aspects are related
to the scientific development of human resource management, both at the theoretical level and at the empirical level. The
results of the analysis and research show that work ability, work motivation and leadership have a positive and significant
effect on employee performance.

This research also provides practical implications for management in the development of human resource
management science. Management can take advantage of the implications of the results of this study by utilizing work
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ability, work maotivation and leadership in order to improve employee performance which if this can run well then can
further improve company performance.

The management should put more effort into retaining potential and outstanding employees for future
development of the company. According to Arifin (2022), the potential for a company's development is really determined
by the support from qualified employees who have competence and professionalism. All kinds of obstacles are possible
to be faced (Pramudya & Mardikaningsih, 2022).

The policy implication is that this research shows the importance of work ability, work motivation and leadership
to improve employee performance. The results of this study have implications for companies, especially in the Human
Resources Division, so that they always encourage the development of work abilities through structured skills and skills
improvement (Jahroni et al., 2021). Companies should always carry out regular performance appraisals and evaluate the
results (Khasanah et al., 2010). To improve work ability, the company should encourage all employees to spur their
performance in overall capacity development and specifically for potential employees (Ishak, 2016). Job satisfaction has
also been proven to be able to improve the work ability and performance of employees so that it is expected that policy
makers in this case the company to always pay attention to the mechanism of work motivation for employees in order to
maintain their performance.

CONCLUSIONS

This study concludes that the three independent variables are proven to have a significant role on employee
performance. Based on the results of the discussion and the conclusion of the research results, the advice that the author
can provide that may be useful for the company in the future. Motivation variables have a dominant influence on employee
performance, so companies should pay more attention to or consider the interests of employees in every policy taken by
the company by involving employees more in every decision making related to their respective fields of work so that
employee motivation will increase. There needs to be training and development of employee competencies to improve
the ability of employees in their fields of work in accordance with their respective competencies.

In this study more focused on three variables, it is necessary to conduct research by including several other
variables related to human resources by using analytical tools and other statistical test tools so that in the future it can add
references for authors, companies, and other researchers. Immediately improve the system and working methods to be
better by conducting further research on performance, so it is expected from the research that an innovation method is
obtained to improve employee performance.

It is recommended to improve employee performance; the company should be able to provide incentives to
employees in order to provide job satisfaction so that employee performance in the future can be further improved.
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