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This study aims: (1)to examine and analyze the 
effect of compensation and intellectual capital on 
job satisfaction, (2)to examine and analyze the 
effect of compensation and intellectual capital on 
employee performance, (3)to examine and 
analyze the effect of job satisfaction on employee 
performance, and (4)to examine and analyze the 
effect of compensation and intellectual capital on 
employee performance through job 
satisfaction.This study uses primary data 
through a survey of 335 employees as a sample of 
a total of 2.076 employees. Data were analyzed 
using the structural equation modeling (SEM) 
program.The results showed: (1)compensation 
and intellectual capital have a positive and 
significant effect on job satisfaction, 
(2)compensation and intellectual capital have a 
positive and significant effect on employee 
performance, (3)job satisfaction has a positive 
and significant effect on employee performance, 
and (4)compensation and intellectual capital 
have a positive and significant effect on 
employee performance through job satisfaction 
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INTRODUCTION  
State iElectricity iCompany ior iPT. iPLN i(Persero) iis ia istate-owned 

icompany ithat itakes icare iof iall iaspects iof ielectricity iin iIndonesia. iPT. iPLN 
i(Persero) ihandles iall istages iof ielectricity ifrom iupstream ito idownstream, 
ifrom iproducing ielectricity ito imanaging ipayment imethods iand ihandling 
icustomer icomplaints. iPT. iPLN i(Persero) ifunctions imore ias ian iagent iof 
idevelopment iwith ia iheavy iburden iof iresponsibility, iespecially iin 
imaintaining ithe istability iof ithe ifunction iof iproduction iand idistribution iof 
ielectricity isupply ito ithe iwider icommunity, iincluding iin iSouth iSulawesi, 
iSoutheast iSulawesi, iand iWest iSulawesi. iThe igovernment, ias ithe imajority 
ishareholder iof iBUMN, ihas idecided ito ipostpone ithe iplan ito iincrease ithe 
iTDL ibecause ipeople's ipurchasing ipower ihas inot istabilized iafter ithe 
iprevious iTDL iincrease. iThis imeans iPT. iPLN i(Persero) iand ithe 
iGovernment icannot iimmediately iincrease ithe iselling iprice iof ielectricity. 
iThere iare itoo imany ielements ito iconsider iand icalculate ithe iselling iprice 
iof ielectricity, iincluding ipeople's ipurchasing ipower iand ithe ieconomic 
isituation iwhich iare ithe imain iconsiderations, iso ithat iPT. iPLN i(Persero) 
icannot idirectly icharge iincreased icosts ito iits icustomers. iThus, iPT. iPLN 
i(Persero) iis itrapped iin ia idilemma isituation, inamely: iraising itariffs iis 
iwrong, inot iincreasing iis ialso iwrong. iIf ithe iTDL iis iincreased, ithen iPT. 
iPLN i(Persero) iwill ibe ifaced iwith ithe iinability iof ithe icommunity ito ipay 
ifor ielectricity. iEven ithe ibasic ielectricity itariff ioften ibecomes ia ipolitical 
icommodity iso ithat ithe iincrease iin ielectricity irates ioften ibecomes ia 
ipolitical iissue ithat iis iplaced ias ia ipolicy. iThe igovernment iprefers ito 
iprovide ielectricity isubsidies iwhich iare ibasically ia iform iof igovernment 
iintervention ifor ithe ilack iof iability iof ithe ipeople ito ipay ithe iselling iprice 
iof ielectricity. 

The iobservation iresults ifound ithat ithere iwere iphenomena irelated ito 
ithe ihuman iresources iof iPT iPLN i(Persero), iit iwas iseen ithat ithere iwere 
istill iemployees iwho idid inot imake igood iuse iof itheir iworking itime isuch 
ias ibeing ilate ifor iwork, inot icoming ito ithe iplace ieven ithough ithey ishould 
istill ibe ion iduty, ileaving iwork iearlier ithan ithe iregular irest itime ihas ibeen 
ischeduled. iDetermined, imany iemployees itake ia ibreak ior irelax iduring 
iworking ihours iand ileave ithe ioffice ibefore igoing ihome idetermined, imany 
iemployees irest ior irelax iduring iworking ihours iand ileave ithe ioffice ibefore 
igoing ihome. The iphenomenon ithat ioccurred iat iPT. iPLN i(Persero) ifrom 
iyear ito iyear iuntil inow iis ivery icomplex, istarting ifrom ia idecrease iin 
ielectricity iproduction iwhich icauses ia idecrease iin icompany iinvestment, ian 
iincrease iin ithe ibasic ielectricity irate icauses iconsumers ito idistrust ithe 
iservice ibecause ithe ielectricity iproduction iis iinadequate, ithere iare ilimited 
inatural iresources iand ihuman iresources ilead ito ipoor iaccountability ito 
imanagement. iBecause iof ithese ifactors, iother iproblems iarose iregarding 
ifinancial imanagement, iincluding: iirrelevant iemployee isalary iissues, 
iprocurement iof iequipment ithat ihad itoo ihigh ia iprice, iand ipurchases ithat 
iwere inot iin iaccordance iwith ithe icompany's iplans. iThe itheory ithat 
idiscusses icompensation iis iexplained iby iMichael iand iHarold i(2001:443), 
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ithat ia inumber iof ipackages iare ioffered iby iorganizations ito iworkers iin 
ireturn ifor iusing itheir iworkforce. iCompensation iis idivided iinto ithree 
iforms, inamely: imaterial, isocial iand iactivity. iForms iof imaterial 
icompensation ican ibe iin ithe iform iof isalaries, ibenefits, ibonuses iand 
icommissions i(As’ad, i2004). iGiving isocial icompensation iis iclosely irelated 
ito ithe ineed ito iinteract iwith iothers, isuch ias: istatus, irecognition, 
iappreciation ifor icareer idevelopment iand ipromotion. iGiving iactivity 
icompensation ican ibe iin ithe iform iof i"power" ipossessed iby ian iemployee 
ito icarry iout iactivities ioutside iof ihis iroutine iwork, iso ithat iwork iboredom 
idoes inot iarise, idelegation iof iauthority, iresponsibility, iparticipation iin 
idecision imaking, ias iwell ias ipersonality idevelopment itraining. iPrevious 
iresearch ithat iis irelevant ito ithis iresearch iis iresearch iconducted iby iDarma 
iand iSupryanto i(2017) ishowing ithe iresults ithat icompensation ihas ia 
ipositive iand isignificant ieffect ion isatisfaction iand iperformance. iMeanwhile, 
iresearch iconducted iby iPradita i(2017) ishowed iresults ithat icompensation 
ihad ia inegative iand isignificant ieffect ion iperformance. 

The itheory ithat idiscusses iintellectual icapital iis iexplained iby iJurczak 
i(2008) idescribing iintellectual icapital ias iall iresources ithat iare 
iinterconnected iwith ieach iother i(material ior inon-material, itangible ior 
iintangible) ithat iare idisposed iof iby iorganizations iin icreating ithe ivalue 
ineeded ito igain icompetitive iadvantage iin ia iperiod ilong-term. iThe imain 
icomponents iof iintellectual icapital iare: ihuman icapital i(competence icapital, 
iattitude iand iintellectual iagility iof iall imembers iof ithe iorganization iand 
itheir iability ito imake idecisions, isolve iproblems); iorganizational icapital 
i(intellectual iproperty, iorganizational istructure, idatabases iand icomputer 
iequipment, imanagement istyle, iorganizational iculture); irelational icapital 
i(relationships iwith icustomers, istrategic ipartners, iinvestors). iIntellectual 
icapital ias ione iof ithe icapitals iin ithe iscientific iliterature iis ireferred ito ias 
ia iresource ifor ithe icompany's iprogress iin ithe ifuture i(Luthans, i2017). 

The iresults iof iprevious iresearch irelevant ito ithe iintellectual icapital 
ivariable iwere icarried iout iby iHidayat iand iAzzahra i(2019), ishowing ithat 
iintellectual icapital ihas ia ipositive iand isignificant ieffect ion iemployee 
iperformance. i 

The inovelty iin ithis istudy iis ithat ithe itheory iused iis idifferent ifrom 
iprevious iresearch, ithere ihas ibeen ino iprevious iresearch ithat iexamined ithe 
ieffect iof iintellectual icapital ion ijob isatisfaction, ithe iresearch iperiodization 
iand iresearch ilocations iare idifferent ifrom iprevious iresearch. 
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LITERATURE REVIEW 
Compensation 

Compensation uses the reward theory which is explaining that a number 
of packages are offered by the organization to workers in return for using their 
workforce (Michael and Harold, 2001). Compensation is dividedinto three forms, 
namely:material, social, iand activity. Forms of material compensation can be in 
the form of salaries, benefits, bonuses, and commissions. Giving social 
compensation is closely related to the need to interact with others, such as: status, 
recognition, appreciation for career development and promotion. Giving activity 
compensation can be in the form of "power" possessed by an employee to carry 
out activities outside of his routine work, so that work boredom does not arise, 
delegation of authority, responsibility, participation in decision making, as well 
as personality development training. 
Intellectual Capital 

Intellectual capital uses the connectedness theory which is describes 
intellectual capital as all resources that are connected to each other (material or 
non-material, tangible or intangible) that are disposed of by organizations in 
creating the value needed to gain competitive advantage over a long period of 
time long (Jurczak, 2008). The main components of intellectual capital are: human 
capital (competence capital, attitude, and intellectual agility of all members of the 
organization and itheir ability to make decisions, solve problems); relational 
capital (relationships iwith customers, strategic partners, and investors); 
organizational capital (intellectual property, organizational structure, databases 
and computer equipment, management style, with organizational culture). 
Intellectual capitalas ione of the capitals in ihe scientific literature is referred to 
as a resource for the company's progress in the future.  
Job Satisfaction 

Job isatisfaction iis imeasured by the theory of equity theory (theory of 
justice) which is this theory is based on the assumption that people are motivated 
by the desire to be treated fairly in work which in essence is that people who get 
job satisfaction are people who get justice (As'ad, 2004).  
Performance 

Performance is measured by ithe theory of performance appraisal 
explaining that performance is the result of work achieved by a person or group 
within an organization, according to their respective authorities and 
responsibilities in order to achieve goals (Dessler, 2018:49). The organization 
concerned is not legally violating any law, morals, or ethics. 
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METHODOLOGY   
This iresearch iwas icarried iout iin ithe imain iimplementing iunit i(Office 

iof iPT. iPLN i(Persero)) iand iall iimplementing iunits i(Branch iOffices, iSector 
iOffices, iSouth iSulawesi iAP2B iSystem iOffice, iand iMakassar iAPD iOffice). 

The iresearch iinstrument iused iwas ia iquestionnaire. iQuestionnaire iis 
ia iresearch iinstrument ithat iconsists iof ia iset iof iquestions i(or iother itypes 
iof iprompts) ifor ithe ipurpose iof igathering iinformation ifrom irespondents 
ithrough isurvey ior istatistical istudy i(Ratnawita iet ial., i2023).Questionnaire 
igiven ito iemployees iof iPT. iPLN i(Persero) iSouth iSulawesi, iSoutheast 
iSulawesi iand iWest iSulawesi iRegions. iThe iquestionnaire iconsists iof iseveral 
istatements iusing ia ilikert iscale iwith ithe iconversion iof ifive ialternative 
ianswers iinstrument ivalidity itesting, itesting ithe ivalidity iof ithe iinstrument 
iwas icarried iout iusing ithe iSPSS ifor iwind iprogram. iEach iitem istatement 
iin ithe iquestionnaire imust ibe ipositively icorrelated iwith ithe itotal iscore iof 
ithe istatement. iItems ithat ihave ia ihigh icorrelation icoefficient ican ibe 
iconsidered ito ihave ihigh ivalidity ias iwell. iAn iindicator iis isaid ito ibe ivalid 
iif ithe icorrelation ivalue iis i> i0.6 i(Hair, iet ial., i2006:118).Testing ithe 
ireliability iof iresearch iinstruments, ithe ireliability iof ithe iinstrument iis 
imeasured iby icronbach's ialpha, ithat iis, iif ithe icronbach's ialpha icoefficient 
iis i> i0.6, iit imeans ithat ithe ireliable iinstrument imeets ithe ireliability 
irequirements. iHowever, iif icronbach's ialpha i<0.6 imeans ithe iinstrument 
idoes inot imeet ithe ireliability irequirements i(Hair, iet ial., i2006:118). 

This iresearch ibasically iwants ito iget ithe ibest imodel ito iexplain ithe 
idirect iand iindirect ieffects iof iexogenous iand iendogenous ivariables, inamely 
ibetween icompensation, iintellectual icapital iand ijob isatisfaction ion 
iperformance. iOn ithis ibasis, iin ithis istudy ithe istatistical itechnique 
istructural iequation imodel i(SEM) iwas iusedusing iAMOS i18.0 isoftware.SEM 
iis ia ipowerful, imultivariate itechnique ifound iincreasingly iin iscientific 
iinvestigations ito itest iand ievaluate imultivariate icausal irelationships. iSEMs 
idiffer ifrom iother imodeling iapproaches ias ithey itest ithe idirect iand iindirect 
ieffects ion ipre-assumed icausal irelationships(Kurdhi iet ial., i2023; 
iPandiangan, i2023). 
 
RESULTS AND DISCUSSION 
Characteristics iof ithe iRespondents 

The icharacteristics iof ithe irespondents ican ibe iknown ifrom ithe 
iresults iof iresearch iconducted ion iall iemployees iat iPT. iPLN i(Persero) 
iSouth iSulawesi, iSoutheast iSulawesi iand iWest iSulawesi iRegion, iSouth 
iSulawesi iProvince i(abbreviated iPT. iPLN i(Persero) iSulSelTraBar iRegion) 
itotaling i335 irespondents iincluding: igender, iage ilevel, ieducation ilevel, iand 
iyears iof iservice. iThe icharacteristics iof ithe irespondents, ican ibe iexplained 
ias ifollows. 
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Table i1. iDistribution iof iRespondents iby iGenderat iPT. iPLN 
i(Persero) i for ithe iSulSelTraBar iRegion iin i2021 

Number Gender 
Frequency  
(Person) 

Percentage  
(%) 

 
1. 

 
Male 

 
242 

 
72.24 

2. Female 93 27.76 

                      Amount 335 100.00 

Source: iPrimary iData iProcessed i(2021) 
 

Based ion ithe idata iin iTable i1 iabove, iit ican ibe iexplained ithat ithe 
icomposition iof irespondents iaccording ito igender iwas imostly imale, inamely 
i242 ipeople i(72.24%) icompared ito ifemale isex, iwhich iwas iless iin inumber, 
inamely i93 ipeople i(27.76 i%).Even ithough ithere iare idifferences, iit iis ihoped 
ithat iemployees iwill ihelp ieach iother iin icarrying iout ithe itasks iand 
iresponsibilities ithat ihave ibeen igiven iin iorder ito iimprove iemployee 
iperformance iat iPT. iPLN i(Persero) iSulSelTraBar iRegion. 

Table i2. iDistribution iof iRespondents iby iAge iLevel iat iPT. iPLN 
i(Persero) i for ithe iSulSelTraBar iRegion iin i2021 

Number 
Age Level 

(Year) 
Frequency 
(Person) 

Percentage 
(%) 

 
1. 

 
≤ 33   

 
  18 

 
5.37 

2. 34 – 39   130 38.81 
3. 40 – 45   86 25.67 

4. ≥  46 101 30.15 

                    Amount 335 100.00 

Source: iPrimary iData iProcessed i(2021) 
 

Based ion ithe idata iin iTable i2 iabove, iit ican ibe iexplained ithat ithere 
iwere i18 irespondents iaged i33 iyears iand iunder i(5.37%), iaged i34-39 iyears 
ias imany ias i130 ipeople i(38.81%), iaged i40-45 iyears ias imany ias i86 ipeople 
i(25.67%), iand i101 ipeople iaged i46 iyears iand iover i(30.15%).This imeans 
ithat iin igeneral, irespondents iwith ian iage ilevel iof i34 ito i39 iyears iare 
iconsidered ito ibe iof isufficient iage iso ithat ithey ican isupport ithe 
iachievement iof ibetter iemployee iperformance.Meanwhile, iemployees iwho 
iare istill iyoung ican ishow ibetter iperformance, iif ithey ihave iadequate 
iknowledge iand iskills iaccording ito itheir irespective ifields. 
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Table i3. iDistribution iof iRespondents iby iEducation iLevel iat iPT. 
iPLN i(Persero) ifor iSulSelTraBar iRegion iin i2021 

Level of Education 
Amount 
(Person) 

Percentage 
(%) 

 
SLTA 

 
122 

 
36.42 

D1 41 12.24 

D3 55 16.42 

S1 105 31.34 

S2 11 3.28 

S3 1 0.30 

Amount 335 100.00 

Source: iPrimary iData iProcessed i(2021) 
Based ion ithe idata iin iTable i3 iabove, iit ican ibe iexplained ithat ithe 

ieducation ilevel iof ithe irespondents iwho ioccupied ithe ihighest iproportion 
iwas iSLTA iwith i122 ipeople i(36.42%), ifollowed iby ian iundergraduate 
ieducation ilevel iwith i105 ipeople i(31.34%), iD3 iwith i55 ipeople i(16.42%), iD1 
iwere i41 ipeople i(12.24%), iand iS2 iwere i11 ipeople i(3.28%). iFrom ithese idata 
iit ican ibe isaid ithat ithe ieducational ilevel iof iemployees iat iPT. iPLN 
i(Persero) ifor ithe iSulselrabar iRegion iis iquite iadequate ibecause ialmost ihalf 
iof ithe iemployees ihave ia iBachelor's ilevel iof ieducation. iAn iadequate ilevel 
iof ieducation iis iexpected ito icreate ia igood iperformance. iHowever, iit iis 
irealized ithat ithe ilevel iof ieducation iis inot ithe ionly ifactor ithat idetermines 
ia iperson's iperformance, ibecause iemployees iwith iSLTA ieducation imay 
ishow ibetter iperformance ithan iemployees iwith ihigher ieducation. 

Table i4. iDistribution iof iRespondents iby iWorking iPeriod iat iPT. 
iPLN i(Persero) ifor ithe iSulSelTraBar iRegion iin i2021 

Number 
Years of Service 

(Year) 
Frequency 
(Person) 

Percentage 
(%) 

 
1. 

 
≤ 11 

 
39 

 
11.64 

2. 12– 17 217 64.78 

3. ≥ 18 79 23.58 

                              Amount 335 100.00 

Source: iPrimary iData iProcessed i(2021) 
 
Based ion ithe idata iin iTable i4 iabove, iit ican ibe iexplained ithat ithe 

iworking iperiod iof ithe irespondents iwas ibetween i7-23 iyears, ithat iis ifor 
ithe iinterval iof iworking iperiod iof i11 iyears iand ibelow ithere iwere i39 
ipeople i(11.64%), iworking iperiod iof i12-17 iyears ithere iwere i217 ipeople 
i(64.78%), iand i79 ipeople iaged i18 iyears iand iover i(23.58%). iFrom ithese 
idata iit ican ibe isaid ithat ithe idominant iemployee itenure iis i12 ito i17 
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iyears.iThis imeans iemployees iof iPT. iPLN i(Persero) ifor ithe iSulSelTraBar 
iRegion already ihas isufficient iexperience iin icompleting ithe iwork. 

Based ion ithe idescription iof ithe icharacteristics iof ithe irespondents 
above, iitishows ithat ithere iis idiversity. iThis iis inot iintended ito irelate ito 
theileveliofiemployee iperformance iat iPT. iPLNi(Persero)iSulSelTraBariRegion, 
but iat ileast ithis iillustrates ithat iin ithis istudyithe ivarious icharacteristics iof 
the irespondents iwere icaptured iand iallowed ivariations iin iemployee 
responses iand istatements ito ithe iresearch ivariables.  
Hypothesis iTesting 

Furthermore, iinterpreting ithe imodel ican ibe idone iby ilooking iat ithe 
value iof ithe ipath icoefficient iof ithe iindirect ieffect iand ithe itotal ieffect ias 
shown iin iTable i5. 

Furthermore, itesting ithe ihypothesis iby icomparing ithe it-count ivalue 
with ithe it- table ivalue, iif ithe it-count ivalue> it-table, ithen ithe irelationship 
between ithe ivariables iis significant iand ican ibe ianalyzed ifurther. iAt ithe 
degree iof ifreedom i(df) i= i309, ithe it-table ivalue iof i0.05 iis i1.9. 

Table i5. iDirect, iIndirect, iand iTotal iInfluence iCoefficient iValues 
ibetween iVariables iin ithe iSEM iModel 

No. 
Variable P-Value 

(≤ 0,05) 
Direct 

Indirec
t 

Total Information 
Exogenous Intervening Endogenous 

1 
Compensatio

n (X1) 

- Job 
Satisfaction 

(Y1) 
0.000 0.356 - 0.356 Significant 

2 
Intelecctual 

Capital 
 (X2) 

- Job 
Satisfaction 

(Y1) 
0.011 0.207 - 0.207 Significant 

3 
Compensatio

n 
(X1) 

- 
Performanc

e (Y2) 0.001 0.304 - 0.304 Significant 

4 
Intelecctual 

Capital 
 (X2) 

- 
Performanc

e (Y2) 0.033 0.243 - 0.243 Significant 

5 
Job 

Satisfaction 
(Y1) 

- 
Performanc

e (Y2) 0.010 0.205 - 0.205 Significant 

6 
Compensatio

n 
(X1) 

Job 
Satisfaction 

(Y1) 

Performanc
e (Y2) 0.000 0.304 0.155 0.459 Significant 

7 
Intelecctual 

Capital 
 (X2) 

Job 
Satisfaction 

(Y1) 

Performanc
e (Y2) 0.000 0.243 0.046 0.289 Significant 

Source: iResults iof iAnalysis iwith iSEM i(2021) 
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Based ion ithe idata iin iTable i5, iit ican ibe iinterpreted ithat ithe iresults 
iof itesting ithe idirect ieffect, iindirect ieffect iand itotal ieffect ibetween 
ivariables ias iwell ias ithe iempirical ifindings iof ithis istudy iare ias ifollows: 

The itest iresults ishow ithat ithe idirect ieffect icoefficient ivalue ibetween 
icompensation iand ijob isatisfaction iis i0.356. iThis imeans ithat icompensation 
ican isignificantly isupport ijob isatisfaction. iThus, ithe ifirst ihypothesis iis 
iaccepted. 

The itest iresults ishow ithat ithe idirect ieffect icoefficient ivalue ibetween 
iintellectual icapital iand ijob isatisfaction iis i0.207. iThis imeans ithat 
iintellectual icapital iis iable ito isignificantly isupport ijob isatisfaction. iThus, 
ithe ithird ihypothesis iis iaccepted. 

The itest iresults ishow ithat ithe idirect ieffect icoefficient ivalue ibetween 
icompensation iand iemployee iperformance iis i0.304. iThis imeans ithat 
icompensation iis iable ito isignificantly isupport iemployee iperformance. iThus, 
ithe isixth ihypothesis iis iaccepted. 

The itest iresults ishow ithat ithe idirect ieffect icoefficient ivalue ibetween 
iintellectual icapital iand iemployee iperformance iis i0.243. iThis imeans ithat 
iintellectual icapital iis iable ito isupport iemployee iperformance isignificantly, 
iso ithat ithe iseventh ihypothesis iis iaccepted. 

The itest iresults ishow ithat ithe idirect ieffect icoefficient ivalue ibetween 
ijob isatisfaction iand iemployee iperformance iis i0.205. iThis imeans ithat ijob 
isatisfaction ican isupport iemployee iperformance isignificantly, iso ithat ithe 
ieighth ihypothesis iis iaccepted. 

The itest iresults ishow ithat ithe icoefficient ivalue iof ithe idirect ieffect 
ibetween icompensation iand iemployee iperformance iis i0.304 iand ithe 
iindirect ieffect ithrough ijob isatisfaction iwith ia ipositive ivalue iof i0.155, 
iwhile ithe itotal ieffect iwhich iis ithe isum iof ithe idirect ieffects iand iindirect 
ieffects ithrough ijob isatisfaction ia ifigure iof i0.459 iwas iobtained. iThis imeans 
ithat ithe iimpact iof iintervening ivariables ican istrengthen ithe irelationship 
ibetween icompensation iand iemployee iperformance ie iwhich iis isupported 
iby ifacts iand iempirical idata. 

The itest iresults ishow ithat ithe icoefficient ivalue iof ithe idirect ieffect 
ibetween iintellectual icapital iand iemployee iperformance iis i0.243 iand ithe 
iindirect ieffect ithrough ijob isatisfaction iwith ia ipositive ivalue iis i0.046, 
iwhile ithe itotal ieffect iwhich iis ithe isum iof ithe idirect ieffects iand iindirect 
ieffects ithrough isatisfaction iwork iobtained ia ifigure iof i0.289. iThis imeans 
ithat ithe iimpact iof iintervening ivariables ican istrengthen ithe irelationship 
ibetween iintellectual icapital iand iemployee iperformance iwhich iis isupported 
iby ifacts iand iempirical idata. 
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CONCLUSIONS AND RECOMMENDATIONS 
The iconclusion iof ithis istudy iis icompensation ihas ia ipositive iand 

significant iinfluence ion iemployee ijob isatisfaction. iThis imeans ithat ithe more 
sufficient ithe iinventory, ithe ihigher ithe ijob isatisfaction iof iemployees. 
Intellectual icapital ihas ia ipositive iand isignificant idirect ieffect ion ijob 
satisfaction. iThis imeans ithat ithe imore ieffective ithe iintellectual icapital, ithe 
higher ithe ijob isatisfaction iof iemployees. iCompensation ihas ia ipositive iand 
significant iinfluence ion iemployee iperformance. iThis imeans ithat ithe imore 
adequate ithe icompensation, ithe iemployee's iperformance iwill iincrease ias 
well.Intellectual icapital ihas ia ipositive iand isignificant iinfluence ion employee 
performance. iThis imeans ithat ithe ibetter ithe iintellectual icapital, ithe ihigher 
the iemployee iperformance.Job isatisfaction ihas ia ipositive iand isignificant 
influence ion iemployee iperformance. iThis imeans ithat ithe ihigher ithe ijob 
satisfaction, ithe ihigher ithe iemployee iperformance.The icoefficient ivalue iof 
the idirect ieffect ibetween icompensation iand iemployee iperformance iand ithe 
indirect ieffect ithrough ijob isatisfaction iwith ia ipositive ivalue, iand ithe itotal 
effect iindicates ithe iimpact iof ijob isatisfaction iwhich ican istrengthen ithe 
relationship ibetween icompensation iand iemployee iperformance.The 
coefficient ivalue iof ithe idirect ieffect ibetween iintellectual icapital iand 
employee iperformance iand ithe iindirect ieffectthrough ijob isatisfaction iwith 
a ipositive ivalue, iand ithe itotal ieffect iwhich ishows ithe iimpact iof ijob 
satisfaction iwhich ican istrengthen ithe irelationship ibetween iintellectual 
capital iand iemployee iperformance. 
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