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Abstract

This study investigates the influence of incentive, reward, and punishment mechanisms on employee
performance within the context of PT. Ecotropika Multikonsultan, a leading environmental consultancy
firm in Indonesia. Drawing on reinforcement theory and strategic human resource management
frameworks, the research aims to evaluate the effectiveness of both positive and corrective motivational
tools in enhancing workplace outcomes. The study employs a quantitative survey approach, utilizing
structured questionnaires distributed to 64 employees, followed by multiple linear regression analysis to
assess variable influence. The findings indicate that all three factors—rewards, incentives, and
punishment—have a significant and positive impact on employee performance, with reward exerting the
strongest influence. These results underscore the importance of integrating both motivational and
disciplinary strategies within HRM to drive performance. The study contributes to the literature by offering
empirical insights into the nuanced application of behavioral reinforcement in a real-world organizational
setting. While the scope is limited to a single institution, the implications are broadly relevant for
organizations aiming to foster performance-driven cultures. This research provides actionable guidance for
HR professionals and organizational leaders on how to optimize workforce potential through strategically
designed incentive and control systems.
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INTRODUCTION

Human resources are universally acknowledged as a foundational pillar in determining
the success and sustainability of organizational operations. They are frequently positioned
at the core of strategic development initiatives across industries (Saputra & Nurlina, 2017;
Sutrisno, 2021). The human resource management paradigm is grounded in the belief that
individuals are central to organizational function and that their capabilities, energy, and
potential must be optimized to generate value. The ability of an organization to achieve
its strategic objectives is, therefore, inextricably linked to the efficiency and effectiveness
of its workforce. As such, the performance of employees becomes a critical indicator of
organizational health and productivity (Jawaad et al., 2019). Employee performance, in
this context, can be defined as the measurable output of work completed by an individual
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or a team within the bounds of their roles and responsibilities. This output must align with
legal and ethical standards while contributing meaningfully to organizational goals.

To foster such performance, organizations often adopt a combination of
motivational strategies, notably including reward systems, incentives, and disciplinary
mechanisms. These tools are implemented with the intention of enhancing employee
motivation, aligning individual goals with organizational expectations, and ultimately
improving overall performance levels (Vosloban, 2012; Zhenjing et al., 2022). The
measurement of employee performance generally considers various indicators such as the
quality and quantity of output, adherence to deadlines, autonomy in task execution, and
the ability to maintain constructive interpersonal relationships within the workplace.
Reward systems play a significant role in shaping behavior by offering recognition—
often in non-monetary forms—for performance that meets or exceeds key performance
indicators (KPIs). Such rewards are designed not only to reinforce desirable behaviors
but also to cultivate a work environment in which employee satisfaction and retention are
prioritized (Saputra & Nurlina, 2017).

Effective reward systems also contribute to the stimulation of innovative thinking,
which in turn has a direct impact on both financial outcomes and non-financial aspects
such as organizational culture and employee engagement (Wirawan & Afani, 2018).
Similarly, incentives represent a form of additional remuneration beyond base salary,
often structured to directly correspond with individual or team achievements. Incentive
schemes may vary in form, from direct performance bonuses to profit-sharing
arrangements, but their purpose remains consistent: to energize employees to pursue
excellence in their roles. Research suggests that incentives can significantly increase both
motivation and productivity, particularly when the rewards are perceived as fair and
attainable (Irmayanti et al., 2020; Afriansa et al., 2023). However, one of the enduring
challenges in motivation theory is the disconnect that sometimes exists between
motivational strategies and intrinsic work passion. Not all employees respond uniformly
to external motivators, which highlights the importance of tailored and context-specific
HR strategies.

In contrast to rewards and incentives, punishment serves as a corrective
mechanism, employed when employee behavior deviates from organizational norms or
performance expectations. Punishment, when appropriately administered, seeks to realign
behavior with established standards and discourage recurrent non-compliance (Irmayanti,
2020). According to Mubarok (2021), sanctions or disciplinary actions are typically
imposed when employees fail to achieve set performance targets or violate internal
policies. These interventions are intended not as punitive ends in themselves but as part
of a broader strategy to promote accountability and reinforce a culture of responsibility.

PT. Ecotropika Multi Konsultan, an enterprise engaged in environmental
consultancy services, presents a compelling case for examining the interplay between
these HR strategies and employee performance. Despite its highly educated workforce—
comprising professionals with academic backgrounds ranging from secondary school
qualifications to doctoral degrees—the organization faces persistent performance
challenges. These issues include delays in task completion, frequent errors, and
inconsistent adherence to work schedules, including tardiness and premature departure
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(Angeles Lopez-Cabarcos et al., 2022). Such discrepancies between workforce potential
and actual performance raise critical questions about the efficacy of existing motivational
systems.

This study is thus positioned to explore the extent to which the implementation of
rewards, incentives, and punishment mechanisms can influence and potentially enhance
employee performance at PT. Ecotropika Multi Konsultan. By identifying the
motivational levers that contribute to or hinder performance outcomes, the research aims
to offer practical insights into the design of more effective human resource management
strategies within knowledge-intensive service organizations.

LITERATURE REVIEW

The Role of Human Resource Management
Human Resource Management (HRM) has evolved into a critical, strategic function that

plays an indispensable role in enabling organizations to achieve long-term objectives and
maintain competitiveness in dynamic business environments. It extends beyond
administrative tasks to encompass a comprehensive system of workforce planning, talent
development, performance management, and organizational alignment. As described by
Lasena (2024), HRM entails a series of interconnected functions including planning,
organizing, coordinating, implementing, and supervising human capital initiatives,
ranging from recruitment and training to compensation, integration, and separation. These
interrelated components serve to establish a coherent structure in which workforce
capabilities are continuously aligned with strategic goals.

Building on this foundational understanding, Cooke et al (2022) emphasizes that
HRM is not merely a procedural exercise but a strategic practice aimed at optimizing
individual potential in service of both organizational performance and employee
development. This dual focus reflects a human-centered management approach that views
the workforce not only as a resource but as a partner in achieving sustainable success.
Such a philosophy has been echoed by O’Donovan (2019), who argues that HRM must
be seen as both a science and an art—requiring analytical rigor to manage systems and
relationships, and empathetic insight to foster cohesion, morale, and innovation. This
expanded framing underscores HRM’s role in harmonizing employee welfare with
broader institutional and societal objectives.

The overarching aim of HRM is to strategically align human efforts with
organizational purpose. Massaquoi and Caulker (2024) highlight that one of its central
objectives is to ensure that operational and strategic functions directly contribute to
institutional success. Achieving this alignment requires careful matching of employee
competencies with task demands, thereby enhancing individual motivation and collective
output (Smith & Thomas, 2023). Intrinsic motivation is amplified when roles are
perceived as compatible with personal strengths, while external factors—such as
equitable compensation and access to professional development—further contribute to
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engagement and performance (Howard et al., 2021; Agung et al., 2024). Removing
systemic barriers such as bureaucratic delays or resource constraints is also essential, as
such impediments can undermine performance and reduce employee commitment (Van
Dulmen et al., 2020).

Duchek (2019) reinforces this strategic interpretation of HRM by pointing out its
capacity to support organizational adaptability through managerial and operational
functions. These functions begin with human resource planning, which forecasts labor
needs in alignment with long-term business strategies (Chakraborty & Biswas, 2020).
Organizing then structures internal systems through role allocation, authority delegation,
and coordination mechanisms to foster interdepartmental efficiency (Steen-Tveit et al.,
2024). The directing function facilitates motivation and goal alignment among employees
and management (Kim et al., 2020), while controlling ensures compliance with policies
and performance standards through systematic monitoring and feedback (Williams &
Brown, 2017).

Equally critical are the operational aspects of HRM. According to Nagy (2019),
these begin with procurement, which includes recruitment, selection, and onboarding
activities tailored to align new hires with the organization’s culture and strategic needs.
Employee development follows, encompassing structured programs for training,
upskilling, and mentoring to strengthen organizational capacity (Budiadi et al., 2024).
Compensation management supports retention and performance by administering both
financial and non-financial rewards in ways that promote fairness and motivation (Darma
& Supriyanto, 2017). Integration strategies are designed to maintain alignment between
employees and the organization, ensuring cohesion and shared purpose.

Maintenance activities focus on sustaining the physical and psychological well-
being of employees through workplace health programs, fostering long-term loyalty and
resilience (Xiu et al., 2019). Disciplinary systems serve to uphold internal norms and are
essential for maintaining accountability and order (Okolie & Udom, 2019). Finally,
termination processes—including retirement, resignation, and dismissal—must be
handled with procedural fairness and legal rigor to support smooth organizational
transitions and protect institutional integrity (Kroon et al., 2024).

Contemporary HRM also emphasizes strategic forecasting and agility.
Mariappanadar (2020) notes that determining the quantity, quality, and optimal placement
of employees requires comprehensive planning that integrates job descriptions,
evaluations, and staffing systems. Effective recruitment and selection practices have a
direct and measurable impact on overall performance, reinforcing the significance of
placing the right person in the right role (Hamza et al., 2024; Tej et al., 2021). Beyond
staffing, HR departments are increasingly involved in developing welfare schemes,
training systems, promotion policies, and exit management frameworks that reflect both
internal needs and external labor market dynamics (Bureeva et al., 2024).

Organizational resilience depends in part on continuous skill development and
talent adaptability. Training programs and performance appraisal mechanisms not only
serve immediate productivity goals but also facilitate succession planning and long-term
strategic capability (Rodrigues & Dias, 2025). Integrated human capital planning, when
aligned with broader business objectives, enhances workforce engagement and
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organizational agility (Jian et al., 2024). Furthermore, HRM must remain vigilant in
monitoring legal compliance, labor regulations, and emerging technologies to proactively
adjust human capital strategies (Purba, 2024).

Workforce mobility—encompassing promotions, lateral transfers, and
restructuring—is another strategic dimension of HRM, ensuring optimal resource
allocation and professional growth (McGrath, 2024). Fair and transparent severance and
retirement policies preserve organizational reputation and employee trust, both of which
are vital for long-term sustainability.

In summary, Human Resource Management is no longer a peripheral
administrative function but a strategic cornerstone of modern organizations. It integrates
systems thinking, people-centered practices, and agile planning to attract, develop, and
retain talent while aligning workforce capabilities with dynamic institutional goals. High-
performing organizations increasingly depend on HRM functions that are analytically
informed, ethically grounded, and responsive to both internal needs and external
challenges.

Understanding and Measuring Employee Performance in Organizational Contexts
Employee performance represents a critical dimension in evaluating

organizational effectiveness, as it directly reflects the extent to which individuals fulfill
their roles in accordance with predefined standards and strategic expectations. As noted
by Neuber et al. (2021), performance can be conceptualized as an employee’s ability to
execute assigned tasks and meet or exceed institutional benchmarks as specified in their
job descriptions. More than just task completion, performance encompasses the broader
impact of an individual’s contribution to the organization's operational success, client
satisfaction, and long-term economic viability. Cevra et al. (2022) frame performance as
the level of achievement attained through the execution of specific tasks, emphasizing
that it is shaped by a variety of factors including individual competencies, organizational
infrastructure, and managerial support systems.

Evaluating employee performance requires a comprehensive approach that
incorporates both objective outcomes and behavioral indicators. Carini et al. (2020)
proposed six key performance dimensions that offer a multidimensional framework for
such assessment. These include quality, defined as the degree to which task outcomes
meet expectations or approach perfection; quantity, or the measurable output produced,
such as number of units or completed cycles; timeliness, which assesses the completion
of tasks within established deadlines and in coordination with other functions; resource
effectiveness, or the ability to utilize organizational inputs—human, technological, or
material—with maximum efficiency; supervision dependency, which gauges the extent
of autonomy demonstrated by the employee; and personal integrity, referring to the
maintenance of professionalism, ethical behavior, and constructive interpersonal
relationships within the team. These indicators not only assess technical output but also
evaluate work ethic, adaptability, and alignment with organizational culture.

The determinants of performance are diverse and multifaceted. Diamantidis and
Chatzoglou (2019) identify performance as a multidimensional construct shaped by both
intrinsic and extrinsic influences. At the personal level, factors such as knowledge, skill
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sets, motivation, commitment, self-confidence, and emotional resilience play crucial roles
in enabling consistent and high-level performance. Leadership variables—including
managerial support, clarity in direction, and inspirational influence—further shape
employee behavior and engagement. Team dynamics also exert influence, as trust,
cooperation, and cohesiveness within workgroups can enhance motivation and output.
Additionally, organizational systems—such as work processes, resource availability, and
performance evaluation infrastructure—significantly impact the efficiency and
effectiveness of task execution. Contextual or situational elements, such as shifts in
market conditions, internal restructuring, or policy changes, also have implications for
how employees perform and adapt.

Behaviorally, high-performing individuals are characterized by attributes such as
a strong sense of responsibility, risk tolerance, goal orientation, and a proactive attitude
toward planning and execution. Elidemir et al. (2020) observe that these individuals
frequently rely on feedback to refine their actions and actively seek opportunities for
growth and innovation. Similarly, Steffgen et al. (2020) stress the importance of
evaluating performance from a perception-based lens, where factors such as work quality
and quantity, time management, and accountability are understood not only as outputs
but also as reflections of individual attitudes and organizational integration.

Overall, employee performance is best understood as a dynamic interaction
between individual capabilities and organizational systems. Effective performance
management, therefore, requires not only clear metrics but also a supportive environment
that fosters competence, engagement, and continuous development. Organizations that
successfully cultivate these conditions are better positioned to leverage their human
capital in pursuit of sustained competitiveness and strategic impact.

Incentive and Reward Systems in Strategic Human Resource Management
Incentives and rewards are foundational elements of strategic human resource

management, serving not only to acknowledge exceptional employee performance but
also to foster a motivated and engaged workforce. While often used interchangeably,
incentives and rewards encompass distinct yet complementary mechanisms that
collectively contribute to organizational success. Incentives are typically understood as
variable benefits granted in response to performance that surpasses established
expectations, functioning as a direct link between individual effort and organizational
outcomes. Alkandi et al. (2023) describe incentives as irregular, performance-based
rewards—monetary or non-monetary—that aim to stimulate and reinforce employee
achievement. They operate as extrinsic motivators designed to enhance productivity,
promote loyalty, and sustain high levels of performance over time.

Incentive structures may be categorized into two primary types: financial and non-
financial. Yang et al. (2021) explains that financial incentives include bonuses,
commissions, and profit-sharing schemes, all of which are typically tied to specific
metrics or performance targets. For instance, bonuses serve as ad hoc compensation for
exceptional performance, while commissions reward revenue-generating roles such as
sales. Profit-sharing arrangements, which allocate a percentage of company earnings to
employees, reinforce collective achievement and long-term engagement. Non-financial
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incentives, meanwhile, include promotions, symbolic recognition, exclusive access to
organizational facilities, or even formal expressions of gratitude. These forms of
recognition address intrinsic motivational drivers such as status, purpose, and belonging.

Varalakshmi (2024) emphasizes that incentives fulfill not only economic
objectives but also personal and psychological needs, enabling employees to feel valued
and supported. When designed effectively, incentive programs enhance discipline,
creativity, and initiative. Pangabean, as cited in Kim (2019), outlines four essential
criteria for effective incentive systems: they must be simple (clearly communicated),
specific (tied to defined outcomes), achievable (realistic and inclusive), and measurable
(grounded in quantifiable metrics). These principles ensure that incentive systems are
transparent, inclusive, and aligned with both employee capabilities and strategic goals.

Closely related to the concept of incentives are reward systems, which serve as
broader frameworks for recognizing and reinforcing employee contributions. Rewards
can be intrinsic or extrinsic in nature. Manzoor (2021) argues that rewards function as
central motivational drivers, directly impacting employee satisfaction, engagement, and
retention. Extrinsic rewards, which originate externally and are often performance-
contingent, include fixed financial compensation (salaries, allowances), performance-
based bonuses, promotions, and symbolic acknowledgements such as public
commendations. Kankisingi and Dhliwayo (2022) elaborate that these forms of reward,
when equitably administered, enhance organizational trust and serve as visible indicators
of fairness and recognition.

Intrinsic rewards, in contrast, arise from within the individual. These include
psychological states such as fulfillment, pride in task completion, autonomy, and mastery.
According to the same authors, intrinsic rewards play a critical role in sustaining
motivation over the long term, particularly in environments where external rewards may
be limited or standardized. Employees derive intrinsic satisfaction from setting and
achieving goals, exercising independence, and contributing meaningfully to
organizational outcomes. This dimension is particularly vital in knowledge-based or
creative roles, where internal motivation often drives innovation and sustained
excellence.

Yang et al. (2021) adds that a well-calibrated reward system not only boosts
morale but also cultivates a culture of high performance by signaling what the
organization values most. Reward systems thus function as behavioral compasses that
align individual actions with strategic direction. In practical terms, these systems often
include multiple components such as wages (linked to time or output), salaries (fixed
contractual payments), and various forms of benefits (e.g., health insurance, pensions)
that enhance employee welfare regardless of individual performance. Promotions, too,
represent a form of structured reward that acknowledges competence and is typically tied
to long-term evaluation of performance, leadership potential, and value alignment.

Richbell and Wood (2018) underscore four strategic considerations in the
development of effective reward policies: internal consistency, ensuring equity across
roles; external competitiveness, benchmarking compensation against industry standards;
recognition of employee contribution, linking rewards to measurable impact; and
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administrative feasibility, ensuring that policies are practical, transparent, and sustainable
over time.

In sum, both incentives and rewards are essential instruments in the human
resource toolkit, designed not only to recognize achievement but to shape behavior,
reinforce values, and drive organizational performance. Their effectiveness lies in
strategic alignment—with organizational culture, employee expectations, and business
objectives—and in their ability to address both extrinsic motivators and intrinsic
aspirations. A well-structured reward and incentive system fosters a workplace
environment that is productive, equitable, and purpose-driven, ultimately contributing to
long-term organizational resilience and employee fulfillment.

Punishment as a Strategic Mechanism in Behavioral Governance
Within the broader framework of human resource management, punishment

functions not merely as a disciplinary tool but as a strategic mechanism designed to
uphold institutional norms, reinforce behavioral expectations, and ensure organizational
integrity. Unlike rewards that operate through positive reinforcement, punishment serves
as a form of negative reinforcement, intended to deter undesirable behavior and encourage
compliance with established ethical and operational standards. Kankisingi and Dhliwayo
(2022) conceptualize punishment as an essential component of behavioral regulation, one
that reinforces the consequences of non-compliance while indirectly affirming the value
of organizational order and discipline.

In organizational settings, punishment is typically implemented with a dual
purpose: to correct the behavior of the offending employee and to communicate to the
broader workforce the boundaries of acceptable conduct. Adrian (2020) highlights that
disciplinary actions may take a variety of forms, ranging from verbal reprimands and
formal warning letters to more serious measures such as suspension or termination of
employment. In some instances, employees facing disciplinary action may also be
excluded from performance-based bonuses or disqualified from promotion opportunities.
These consequences are not solely punitive but are strategically structured to induce
behavioral change and sustain a culture of accountability.

Punishment is commonly categorized by its severity and the gravity of the offense.
As Boccadoro et al. (2021) explain, disciplinary measures can be grouped into light,
moderate, and severe categories. Light punishments may involve informal warnings or
expressions of dissatisfaction, typically aimed at addressing minor infractions through
early intervention. Moderate punishments may include temporary withholding of
financial incentives, delays in salary increments, or postponement of career
advancements. Severe sanctions are reserved for critical breaches and may involve
demotion, forced resignation, or outright dismissal. This tiered system of punitive
response enables organizations to tailor disciplinary measures according to the
seriousness of the misconduct, maintaining proportionality and procedural fairness.

Furthermore, violations themselves are often classified into levels based on
frequency and severity. According to Boucher (2021), first-level infractions include
relatively minor acts such as tardiness or leaving the workplace without proper
authorization. Second-level violations involve more serious behaviors, including habitual
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absenteeism or misuse of company resources. Third-level violations—such as workplace
harassment, destruction of company property, or theft—are regarded as the most severe
and typically prompt immediate and decisive disciplinary action. Each level of
misconduct is associated with a corresponding degree of punishment, reinforcing the
principle of calibrated deterrence.

Punishment can also be distinguished by its functional timing—namely,
preventive versus repressive interventions. Preventive punishment is pre-emptive and
educative in nature, designed to instill awareness of rules, expectations, and ethical
conduct before any violations occur. Boucher (2021) describes this form of intervention
as including clearly communicated policies, codes of conduct, and behavioral guidelines.
These tools promote a culture of transparency, responsibility, and shared understanding,
thereby reducing the likelihood of future violations. On the other hand, repressive
punishment is reactive and occurs in response to actual infractions. This form includes
formal reprimands, documentation of misconduct, and other consequences imposed post-
violation. While corrective in nature, repressive punishment also serves a symbolic role
in affirming the organization’s commitment to fairness and ethical standards.

When applied judiciously, punishment can serve multiple organizational
functions beyond correction—it becomes a safeguard for ethical integrity, a
reinforcement of institutional credibility, and a mechanism for social learning. Kankisingi
and Dhliwayo (2022) emphasize that punishment is most effective when it is consistent,
proportionate, and transparent. Misuse or disproportionate application, however, can
erode employee morale and foster perceptions of injustice, undermining the very
legitimacy it aims to protect.

METHODOLOGY

This study adopted a quantitative survey approach, employing structured questionnaires
as the primary data collection instrument. These questionnaires were designed to capture
factual and measurable information, forming the basis for a quantitative descriptive
analysis. Data collection was carried out over a defined period, starting from the end of
December 2023 and continuing through early January 2024. This timeframe ensured a
focused data acquisition process, providing timely insights into the variables under
investigation.

For data analysis, a combination of descriptive and inferential statistical
techniques was applied to uncover both patterns and causal relationships within the
dataset. The descriptive analysis aimed to provide a comprehensive overview of the
company's compensation practices and their influence on employee performance, offering
contextual grounding based on empirical field observations. Subsequently, secondary
quantitative analysis was conducted using multiple linear regression. This method was
employed to assess the extent to which the independent variables—namely incentives,
rewards, and punishments—impact employee performance at PT. Ecotropika Multi
Konsulta. The regression model was expressed as follows.
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Y =By + B X1+ B2 Xy + f3X3+ e (1)

where Y represents employee performance, X; denotes incentives, X, represents rewards,
and X; captures the effects of punishment. However, f3, is the constant, 8; through 5 are
the regression coefficients, and e stands for the standard error.

In evaluating the strength of the relationships among the variables, the study
utilized the correlation coefficient (R) and the coefficient of determination (R?). The R
value served as an indicator of the degree of correlation between the set of independent
variables and the dependent variable, whereas R? quantified the proportion of variation in
employee performance that could be statistically explained by variations in incentives,
rewards, and punishment.

The F-test was applied to determine whether the independent variables
collectively had a statistically significant impact on the dependent variable. This allowed
for the assessment of the overall model significance. Complementing this, the t-test was
used to examine the individual influence of each independent variable on employee
performance. By comparing the calculated z-values against critical values from the #-
distribution at a 5% significance level, the study identified which variables had significant
partial effects.

To ensure the integrity and accuracy of the measurement tools, the study also
conducted tests for validity and reliability. Validity testing aimed to confirm whether the
questionnaire items accurately measured the intended constructs. This was done using
bivariate correlation analysis, with items considered valid if their correlation coefficients
exceeded 0.60. The validity assessment involved several procedural steps, including
operational definition formulation, pilot testing, response collection, and correlation
computation via SPSS. The reliability of the instrument was evaluated using Cronbach’s
Alpha coefficient, following the criterion set by Sugiyono (2021), who recommends a
minimum threshold of 0.60 for an instrument to be deemed reliable. Instruments
exceeding this threshold were considered consistent and dependable for repeated
measurements.

To meet the assumptions of regression analysis, the normality of the residuals was
tested using the Kolmogorov—Smirnov one-sample test. Data were considered normally
distributed when the resulting asymptotic significance value exceeded 5%. A visual
inspection of residual plots was also employed to further verify whether the data points
followed a normal distribution along a straight line, which is critical for the validity of
inferential tests.

The study also examined the potential presence of multicollinearity among
independent variables. This was done by analyzing the Variance Inflation Factor (VIF)
and tolerance values. Variables with VIF values below 10 and tolerance values above 0.1
were deemed free of multicollinearity, indicating that the variables were sufficiently
independent of each other and did not distort the regression coefficients.

Lastly, a heteroscedasticity test was carried out to detect any inequality in the
variance of residuals across observations. Heteroscedasticity, characterized by discernible
patterns such as consistent narrowing, widening, or wave-like distributions in the
scatterplot, can violate regression assumptions and lead to biased parameter estimates. In
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contrast, homoscedasticity, reflected in a random dispersion of points above and below
the zero line on the Y-axis, suggests that the variance of errors is constant across all levels
of the independent variables. The absence of heteroscedasticity ensures that regression
results remain robust and generalizable.

RESULTS AND DISCUSSION

PT. Ecotropika Multikonsultan, located in Makassar, South Sulawesi, is a nationally
recognized consultancy firm specializing in environmental, social, and sustainability
issues. Since its founding in 2000, the company has consistently ranked among
Indonesia’s top ten environmental impact assessment firms. In line with its growing
portfolio and evolving industry demands, the organization has placed a strong emphasis
on improving employee performance as a key driver of operational success. The
composition of the company’s workforce reflects a diverse mix of individuals with
varying educational qualifications, age groups, and gender representation, which provides
a nuanced backdrop for assessing how human resource management strategies influence
performance outcomes.

As detailed in Table 1, the gender distribution of the respondents includes 56.3%
male and 43.8% female employees, suggesting a relatively balanced workforce. In terms
of age, the majority of employees are between 20 and 25 years old (35.9%), followed by
those aged 26-30 (23.4%), 31-35 (21.8%), and over 35 (18.7%). This distribution
indicates a predominantly young workforce, which is typically characterized by high
adaptability, growth potential, and responsiveness to motivation and development
initiatives. Educational background further illustrates the caliber and diversity of the
human capital within the organization. A significant proportion of employees (65.6%)
hold a bachelor’s degree, followed by 14.1% with a master’s degree, 12.5% classified
under other educational backgrounds (e.g., diplomas or professional certifications), and
7.8% holding doctoral degrees.

This demographic composition is highly relevant when analyzing the influence of
HR interventions—such as incentive systems, reward structures, and disciplinary
mechanisms—on employee performance. A young and well-educated workforce often
exhibits a strong sensitivity to recognition and motivation, making it imperative for the
organization to design targeted and evidence-based strategies for performance
optimization. These characteristics also suggest that employees are in a critical
developmental stage in their careers, where properly aligned HR policies can significantly
shape attitudes, engagement levels, and productivity outcomes.

Table 1. Respondents’ Characteristics Overview

Category Number of Percetage of
Respondents Respondents
Gender
Male 36 56.3%
Female 28 43.8%
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Age (Years)
20-25 23 35.9%
26-30 15 23.4%
31-35 14 21.8%
>35 12 18.7%
Education
Doctor’s Degree 5 7.8%
Master’s Degree 9 14.1%
Bachelor’s Degree 42 65.6%
Others 8 12.5%

Source: Authors’ own estimation (2024)

Furthermore, the Kolmogorov—Smirnov test (see Table 2) for normality yielded
an asymptotic significance value of 0.200, which is greater than the critical value of 0.05.
This outcome indicates that the data follows a normal distribution, satisfying a key
assumption for conducting linear regression analysis. To validate the integrity of the
instrument used in the study, tests for validity, reliability, and normality were conducted.

Table 2. Kolmogorov—Smirnov Test for Normality

Test Statistic Value
Asymptotic Significance (2-tailed) 0.200
Significance Threshold 0.050
Distribution Decision Normal

Source: Authors’ own estimation (2024)

The validity test results indicated that the correlation coefficients for all items
exceeded the critical value of 0.166, confirming that the questionnaire items effectively
measure the intended constructs. Reliability analysis was conducted using Cronbach’s
Alpha, and the results showed that all variables met the threshold of 0.60, as outlined in
Table 3. These findings confirm that the variables of incentive, reward, punishment, and
employee performance are internally consistent and reliable for further analysis.

Table 3. Cronbach’s Alpha Reliability Test Results

Variable Cronbach’s Alpha Fr{ﬁl:::)ﬁgl?; Interpretation
Incentive (X1) 0.658 0.60 Reliable
Reward (X2) 0.622 0.60 Reliable
Punishment (X3) 0.627 0.60 Reliable
Performance (Y) 0.632 0.60 Reliable

Source: Authors’ own estimation (2024)

The study also addressed potential multicollinearity among the independent
variables. Tolerance values were found to be above 0.10, and the Variance Inflation
Factor (VIF) values were well below 10, indicating that there was no multicollinearity
present among incentives, rewards, and punishment. This confirms the independence of
the explanatory variables, allowing them to be used simultaneously in the regression
model. Additionally, the heteroscedasticity test revealed that the residuals were randomly
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and evenly distributed along the zero line on the Y-axis, as visualized in Figure 1. This
confirms that the variance of residuals remained constant across all levels of the
independent variables.

The scatterplot illustrates that the data points are symmetrically distributed around
the horizontal axis, which implies that the regression model meets the assumption of
homoscedasticity. Moreover, the evenly spread residuals reinforce the adequacy of the
regression model in predicting employee performance. These statistical validations
strengthen the robustness and generalizability of the study’s findings, underscoring the
reliability of the relationship between incentives, rewards, punishment, and employee
performance at PT. Ecotropika Multikonsultan.

Figure 1. Scatterplot Regression Standardized Predicted Value
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The results of the multiple linear regression analysis offer compelling insights into
the effects of incentive, reward, and punishment on employee performance at PT.
Ecotropika Multikonsultan. The statistical model used to examine this relationship
demonstrated a high degree of explanatory power, with the regression equation yielding
a constant value of 3.156. This constant represents the baseline level of employee
performance when all independent variables are held at zero. The analysis confirmed that
each of the three independent variables exerts a positive and statistically significant
influence on performance. The following statistical model shows the result of multiple
linear regression.

Y = 3.156 + 0.146X, + 0.584X, + 0.251X; + e (2)

Among the variables tested, reward demonstrated the strongest impact. The
regression coefficient for reward was 0.584, indicating that a one-unit increase in the
reward variable is associated with a corresponding increase of 0.584 units in employee
performance. Incentive followed, with a coefficient of 0.146, suggesting that increased
incentives are also associated with notable performance improvement, albeit at a slightly
lower magnitude. The punishment variable recorded a coefficient of 0.251, reflecting its
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positive contribution to performance when applied constructively. Taken together, these
results suggest that employee performance is most responsive to rewards, while
incentives and punishment also serve as effective complementary mechanisms when
administered with fairness and strategic intent.

The findings align with reinforcement theory, which posits that behaviors
followed by positive consequences are more likely to be repeated. Within the
organizational framework of PT. Ecotropika Multikonsultan, the application of rewards
appears to have the strongest motivational effect, enhancing both productivity and
employee satisfaction. These results are consistent with studies by Sofiati (2021), who
emphasized the dominance of rewards over punishment in driving employee
performance, and Obe et al. (2024), who highlighted the role of rewards in increasing job
happiness and long-term employee engagement. On the contrary, research conducted by
Suak et al. (2017) found no significant relationship between rewards, punishment, and
performance, suggesting that contextual organizational factors may moderate these
outcomes.

Incentives, defined as additional compensation beyond the basic salary—whether
monetary, in-kind, or symbolic—are also demonstrated to be effective in this study.
Previous scholars such as Handoko (2001) and Hasibuan (2008) assert that incentives
play a critical role in boosting morale, promoting engagement, and fostering performance.
This conclusion is echoed in empirical work by Zulkarnaen and Suwarna (2016), Komala
Ayu and Sinaulan (2018), and Almaududi et al. (2021), all of whom have found positive
associations between incentive programs and enhanced employee output across various
industries.

Punishment, although often perceived negatively, can function as a constructive
disciplinary tool when fairly applied. In this study, punishment was also found to
positively and significantly affect employee performance. When used appropriately,
punishment can deter undesirable behaviors, reinforce organizational standards, and
promote accountability. Santrock (2014) characterizes punishment as a behavioral
corrective that, when properly administered, reduces the likelihood of future violations.
The current findings are supported by Wirawan and Afani (2018), who demonstrated that
both rewards and punishment jointly influence performance. Similarly, Kentjana and
Nainggolan (2018) reported that punishment had a significant effect on performance,
while reward did not. Their study further identified that punishment significantly affected
motivation, which in turn mediated its influence on performance—an effect not observed
in the reward pathway.

The coefficient of determination (R?) for the model was 0.518, meaning that
approximately 51.8% of the variance in employee performance could be explained by the
combined influence of incentive, reward, and punishment. This leaves 48.2% of
performance variation attributable to other factors not captured in the model, such as
leadership, organizational culture, job design, or individual psychological traits—factors
that warrant further investigation.

The simultaneous F-test further confirmed the robustness of the regression model.
The computed F-value of 21.508 was significantly greater than the critical value of 2.75,
with a p-value of 0.000, well below the 0.05 significance level. This indicates that
incentive, reward, and punishment, when considered collectively, significantly influence
employee performance. However, it is important to note that the effectiveness of these
motivational tools may vary depending on the type of incentive or reward, the fairness
and transparency of their implementation, and the broader organizational environment.
For instance, systems that are perceived as equitable and aligned with employee
expectations tend to yield stronger results.
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Overall, this study highlights the strategic value of integrating reward, incentive,
and disciplinary systems into human resource management practices. When applied
ethically and consistently, these mechanisms can collectively enhance employee
motivation, accountability, and performance. For optimal results, organizations must
tailor their implementation to reflect the specific needs, values, and dynamics of their
workforce.

CONCLUSION

This study examined the influence of rewards, incentives, and punishment on employee
performance within the organizational setting of PT. Ecotropika Multikonsultan. The
results reveal that all three variables exert a significant and positive effect on
performance, with punishment demonstrating the strongest influence. These findings
offer empirical validation of reinforcement theory, which holds that behavior reinforced
with rewards is more likely to recur, while undesired behavior can be effectively
mitigated through appropriate punitive measures. The results highlight the importance of
implementing a balanced approach that integrates both motivational and corrective
strategies to optimize employee outcomes.

Despite the relevance and practical implications of these findings, the study is
subject to several limitations that warrant consideration. Firstly, the research was
conducted within a single organization, thereby limiting the external validity and
generalizability of the results. Organizational culture, leadership practices, and
performance expectations can vary significantly across sectors, which means that the
observed relationships may not hold in different institutional contexts. Secondly, the
study relied on self-reported data, which may be subject to bias, including social
desirability or respondent misinterpretation of survey items. Thirdly, the research
employed a cross-sectional design, capturing employee perceptions at a single point in
time. This approach precludes the ability to assess long-term changes or causal
relationships between the variables under investigation.

Moreover, the study did not include other important mediating or moderating
variables that could further explain the relationship between reinforcement strategies and
performance. Factors such as intrinsic motivation, job satisfaction, leadership style,
organizational support, and team dynamics were not included in the model, although they
are known to interact with performance outcomes. Additionally, the regression model
accounted for 51.8% of the variance in employee performance, leaving a significant
proportion unexplained, indicating the potential presence of other influential factors not
captured in this research.

Future studies should seek to address these limitations by expanding the sample
across multiple organizations and industries to enhance generalizability. The adoption of
longitudinal research designs could provide deeper insight into how incentives, rewards,
and punishment influence performance over time. Further, integrating psychological and
contextual variables such as employee engagement, leadership effectiveness, and
organizational climate could offer a more holistic understanding of the mechanisms that
drive or inhibit performance. These enhancements would contribute meaningfully to the
refinement of performance management strategies within modern organizational
frameworks.
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