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Abstract

In the era of globalization, the role of Human Resources (HR) has become
increasingly vital in ensuring organizational success. Companies must strategically
manage HR by improving employee performance through motivation and a
conducive work environment. However, performance indicators at PT. Pratama
Savindo Oetama has shown a decline from 2021 to 2023, raising concerns about the
effectiveness of current HR strategies. This study aims to analyze the influence of
work motivation and work environment on employee performance at PT. Pratama
Savindo Oetama. This research employed a quantitative descriptive approach
involving 30 employees as respondents. Data were collected through questionnaires
distributed via Google Forms, supported by observation and interviews. The analysis
was conducted using multiple linear regression, preceded by validity, reliability, and
classical assumption tests. The results show that work motivation has a negative and
insignificant effect on employee performance (t-count = 1.181 < t-table = 2.051; sig.
= 0.248 > 0.05), suggesting that current motivation strategies may be ineffective or
misaligned with employee needs. Conversely, the work environment has a positive
and significant effect on performance (t-count = 5.283 > t-table = 2.051; sig. = 0.001
< 0.05), indicating that a supportive environment enhances productivity. The findings
recommend a reevaluation of motivational strategies and promote improving
workplace conditions to boost performance.

Keywords: Work Motivation, Work Environment, Employee Performance, Human
Resource Management, PT. Pratama Savindo Oetama
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INTRODUCTION

In the era of globalization, the role of Human Resources (HR) is becoming
increasingly crucial in determining organizational success. Changing competitive patterns,
operational systems, and labor market dynamics require companies to manage their HR more
strategically. Organizations are not only faced with the challenge of recruiting and retaining
a culturally and skillfully diverse workforce, but also require ensuring that each individual
has the ability to adapt quickly to rapid global change. Therefore, companies need to focus
on improving employee competency, utilizing remote work technology, and implementing
sustainability and ethical principles in HR management.

Human resources are an irreplaceable asset, and their success depends heavily on the
availability of adequate facilities and infrastructure. As Hasibuan noted in Arsindi et al.
(2020), organizational sustainability is significantly influenced by the quality of human
resource performance and their ability to utilize external resources. Similarly, Siagian (2023)
emphasized that effective human resource management, encompassing the processes of
planning, organizing, directing, and supervising, is key to achieving company goals.

Employee performance plays a crucial role in supporting a company's operational and
strategic success. According to Mangkunegara in Mulyadi et al. (2021), performance is the
work results achieved by an individual, both in terms of quality and quantity, in accordance
with their assigned responsibilities. Many factors influence performance, such as motivation,
job satisfaction, leadership, and the work environment. In this context, motivation and the
work environment are two key aspects of interest to research. Hasibuan in Sinollah &
Zaenulloh Amin (2021) states that motivation is an internal drive that creates work
enthusiasm to achieve specific goals. Robbins and Judge in Yumhi (2021) add that motivated
employees tend to be more productive, enthusiastic, and highly committed to the company.

Furthermore, the work environment also plays a significant role in influencing
performance. According to Sedarmayanti in Mulyadi et al. (2021) and Nitisemito in
Ayunasrah et al. (2022), a clean, safe, and comfortable work environment, both physically
and psychologically, can boost employee morale and productivity. Harmonious working
relationships, adequate supporting facilities, and a conducive work environment significantly
influence the quality of employee performance.

PT. Pratama Savindo Oetama, a construction company operating since 2011, provides
a relevant context for examining this issue. Employee performance data from 2021 to 2023
shows a decline in four key indicators: efficiency (from 90% to 80%), punctuality (from 92%
to 82%), productivity (from 88% to 78%), and discipline (from 95% to 85%). This fluctuation
indicates challenges in maintaining consistent performance that require further investigation.

Based on this background, this study aims to determine the influence of motivation
and the work environment on employee performance at PT. Pratama Savindo Oetama. By
understanding these two factors, the company is expected to be able to design more effective
strategies to improve human resource quality and encourage the optimal achievement of
long-term goals.

REVIEW OF LITERATURE
Employee Performance
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Performance is defined as the quality and quantity of work results achieved by an
individual in carrying out their duties in accordance with the responsibilities assigned to
them. Mangkunegara (Mulyadi et al., 2021) defines performance as a measure of how well
an individual performs over a specific period compared to company standards. Employee
performance refers to how employees contribute to the organization in terms of attendance,
work quality, work quantity, length of service, and attitude toward the company environment.
Ali & Wardoyo (Wahyuni & Budiono, 2022)

Motivation

Work motivation is the driving force that creates a passion for work in an employee,
encouraging them to collaborate effectively to create satisfaction. Rahayu and Aprianti
(Clarissa et al., 2023) state that work motivation questions how to direct the power and
potential of subordinates so they are willing to work together productively to successfully
achieve and realize predetermined goals. Hasibuan (Ratnasari & Firmansyah, 2021) states
that work motivation is a key factor in the development of employee motivation.
Understanding the Work Environment

The work environment is the totality of tools and materials encountered, the
surrounding environment in which a person works, their work methods, and their work
arrangements, both as individuals and in groups. Sedarmayanti (in Mulyadi et al., 2021) states
that the work environment is everything around workers that can influence their performance
of tasks, such as temperature, humidity, ventilation, lighting, noise, cleanliness of the
workplace, and the adequacy of work equipment. Afandi (in Ratnasari & Firmansyah, 2021)
states that the work environment is a function of the environment surrounding workers.

The work environment here refers to everything surrounding workers that can
influence them in carrying out their assigned tasks. Physical environmental factors that
companies must consider to increase work enthusiasm and passion include cleanliness,
ventilation, lighting, quietness, security, and noise (Ayunasrah et al., 2022).

RESEARCH METHOD

Types and Approaches of Research

This study uses a quantitative approach with a descriptive approach. This approach
was used because this study aims to systematically and objectively measure the relationships
and influences between variables using numerical data. This study focuses on the influence
of work motivation and the work environment on employee performance. The analysis was
conducted using statistical models to test the previously formulated hypotheses.
Data Sources and Types

The data used in this study consists of primary and secondary data. Primary data was
obtained directly from respondents, namely all 30 employees of PT. Pratama Savindo
Oetama. Secondary data was obtained through relevant documents and literature such as
internal company reports, journals, and other sources that support the research discussion.
The type of data used is quantitative data, namely data in the form of numbers, and can be
processed statistically. This data was obtained from the results of questionnaires distributed
to respondents and other supporting documentation.
Data Collection Technique
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The primary data collection technique in this study was a questionnaire, which
involved distributing written questions via Google Forms to all employee respondents.
Furthermore, the data was supported by direct observations in the workplace and interviews
to obtain additional, more in-depth information. These three techniques were used in an
integrated manner to ensure the data obtained was accurate and aligned with the research
objectives.

Data Analysis Techniques

The data obtained was analyzed through several stages. The initial stage involved
validity and reliability testing to ensure that the research instruments measured accurately
and consistently. Next, descriptive statistical tests were conducted to describe the
characteristics of the collected data.

Further analysis was conducted using classical assumption tests, including normality,
multicollinearity, and heteroscedasticity tests, to ensure that the regression model met
statistical criteria. The primary analysis used multiple linear regression to examine the
influence of motivational and work environment variables on employee performance, both
partially and simultaneously. Furthermore, the coefficient of determination test was used to
measure the strength of the relationship between variables, and the t-test to test the
significance of each independent variable's influence on the dependent variable.

RESULTS AND DISCUSSION

Data Instrument Test

Data instrument testing included validity and reliability tests, which were conducted
to determine whether the instruments used in this study were valid and reliable. The following
are the results of the validity and reliability tests:
Validity Test

Used to determine the validity of a questionnaire. A model is considered valid if the
significance value is below 0.05 or 5%. The testing criteria are: if the calculated r > r table,
then the statement instrument has a significant correlation with the total score (valid). The
number of data (n) = 30, and df = 30-2, the obtained r table is 0.361.

Table 1.
Validity Test of Employee Performance Instrument (Y)
Instrument r count r table Information
1 0.661 0.361 Valid
2 0.583 0.361 Valid
3 0.577 0.361 Valid
4 0.620 0.361 Valid
5 0.581 0.361 Valid
6 0.612 0.361 Valid
7 0.529 0.361 Valid
8 0.549 0.361 Valid
9 0.604 0.361 Valid
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10 0.514 0.361 Valid
11 0.577 0.361 Valid
Source: Data processed by SPSS 30

Looking at the results of Table 4.3, by comparing the calculated r with the rtable of
0.361, the results obtained are that all employee performance statements are valid because
all calculated r items are greater than rtable. This means that the variable instrument (),
namely Employee Performance, can be used as a research instrument.

Table 2.

Motivation Instrument Validity Test (X1)
Instrument r count r table Information
1 0.647 0.361 Valid
2 0.658 0.361 Valid
3 0.653 0.361 Valid
4 0.633 0.361 Valid
5 0.622 0.361 Valid
6 0.548 0.361 Valid
7 0.601 0.361 Valid
8 0.677 0.361 Valid
9 0.577 0.361 Valid
10 0.526 0.361 Valid
11 0.564 0.361 Valid

Source: Data processed by SPSS 30

Looking at the results of Table 2, by comparing the calculated r with the rtable of
0.361, the results obtained are that all Motivation statements are valid because all calculated
r items are greater than rtable. This means that the variable instrument (X1), namely
Motivation, can be used as a research instrument.

Table 3.

Validity Test of Work Environment Instrument (X2)
Instrument r count r table Information
1 0.716 0.361 Valid
2 0.632 0.361 Valid
3 0.632 0.361 Valid
4 0.741 0.361 Valid
5 0.716 0.361 Valid
6 0.733 0.361 Valid
7 0.666 0.361 Valid

Source: Data processed by SPSS 30
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Looking at the results of Table 4.5, by comparing the calculated r with the r table of
0.361, the results obtained are that all Work Environment statements are valid because all
calculated r items are greater than the r table. This means that the variable instrument (X2),
namely Work Environment, can be used as a research instrument.
Reliability Test

In this study, an instrument is considered reliable if its Cronbach's Alpha value is
above 0.600. If the Cronbach's Alpha value is below this value, the instrument is considered
unreliable. In this study, 11 independent variable instruments were tested for motivation, 7
for work environment, and 11 for employee performance, all of which were declared valid
in previous validity tests. The results of the reliability test for each variable indicator in this
study can be seen in the following table:

Table 4.
Reliability Test Results
Variables Cronbach's Limitation Information
Alpha
Motivation 0.826 0.600 Reliable
Work Environment 0.807 0.600 Reliable
Employee Performance 0.801 0.600 Reliable

Source: Data processed by SPSS 30

Based on the results of table 4.6, it shows that each independent and dependent
variable is declared reliable because it has a Cronbach's Alpha value of more than 0.600,
which means that it can be said that the results are acceptable and have a good value.
Classical Assumption Test
Normality Test

The normality test aims to determine whether the dependent and independent
variables in a regression model have a normal distribution. If the histogram is normally
distributed, the data obtained is considered normal. Meanwhile, if the PP plot forms a
diagonal line, the data obtained is considered normal.

Figure 1.
Normality Test Results Normal Probability Plots
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Source: Data processed by SPSS 30
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Figure 4.3 shows that the points on the PP Plot graph are spread around the diagonal,
and the data distribution on the histogram graph approaches a normal line. Therefore, it can
be concluded that the data in this study has a normally distributed regression model.

Figure 2.
Histogram Graph Normality Test Results
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Source: Data processed by SPSS 30

Based on figure 4.4 above, it can be seen from the normal probability that the data or
points are spread around the diagonal line, likewise with the histogram graph, a normal curve
line is obtained, meaning that the data studied is above normal.
Heteroscedasticity Test

This test is used to determine whether or not there is a deviation from the classical
assumption of heteroscedasticity, namely the existence of unequal variances of the residuals
for all observations in the regression model. In this study, a heteroscedasticity test is carried
out by viewing the plot graph between the predicted value of the dependent variable ZPRED
and its residual SRESID. To detect heteroscedasticity, it can be done by looking at the
presence or absence of a certain pattern in the scatterplot graph between SRESID and ZPRED
where the X and Y axes have been predicted and the Y axis is the residual (Y prediction - Y
actual) which has been studentized. The results of the heteroscedasticity test in this study can
be seen in the following figure:

A o 1

Figure 3.
Heteroscedasticity Test Results

Scatterplot

Dependent Variable: Kinerja Karyawan

Regression Studentized Residual
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Source: Data processed by SPSS 30
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Based on Figure 4.5 above, it can be seen that the points in the graph are spread
randomly and do not form a clear pattern and are spread both above and below the number 0
on the Y axis. This shows that the variables in the study do not experience heteroscedasticity
problems.

Multicollinearity Test

The multicollinearity test examines the linear relationship between independent
variables in a regression model. The test method used is to examine the Variance Inflation
Factor (VIF) and Tolerance values. If the Tolerance value is >0.10 and the VIF is <10, the
regression model does not have multicollinearity.

Table 5.
Multicollinearity Test Results

Coefficientsa

Unstandardized Standardized Collinearity
Coefficients Coefficients Statistics
Std. Toleran

Model B Error Beta ce VIF

1 (Constant) 12,25 7,881
5

Motivation .082 .069 .160 .985 1,0

15

Work 1,072 .203 716 .985 1,0

environme 15

nt
a. Dependent Variable: Employee Performance
Source: Data processed by SPSS 30
Table 4.7 above shows that the VIF (variance inflation factor) value is 1.015 < 10,
and the tolerance value is 0.985 > 0.10 for all variables used in the study. This indicates that
there is no perfect or near-perfect linear relationship between the independent variables.
Therefore, the regression model in this study did not encounter multicollinearity issues and
has met the requirements for a good regression model.

Data Analysis Methods
Multiple Linear Regression Analysis
This analysis was conducted to determine the influence of an Employee Performance
variable (Y), which is linked to the Motivation variable (X1) and the Work Environment
variable (X2).
Table 6.

Multiple Linear Regression Test Results
Coefficientsa

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta
1 (Constant) 12,255 7,881
Motivation .082 .069 .160
Work 1,072 .203 716

environment
a. Dependent Variable: Employee Performance
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Source: Data processed by SPSS 30
Based on the results of the SPSS calculations above, a multiple linear regression
equation can be prepared as follows:

Y =12.255+0.082 X1 + 1.072 X2

1. a = constant of 12.255, meaning that if the value of variables X1 and X2 (Motivation
and Work Environment) is 0 (zero), then the value of the Job Satisfaction variable ()
is 12.255.

2. B1 = regression coefficient of 0.082, is a value derived from the Motivation variable
(X1) which has a positive regression direction, where for every 1 (one) point increase in
the Motivation value (X1), the value of the Employee Performance variable (Y) will
increase by 0.082 points.

3. B2 = regression coefficient of 1.072 is a value derived from the Work Environment
variable (X2) which has a positive regression direction, where for every 1 (one) point
increase in the Work Environment variable (X2), the Employee Performance value ()
will increase by 1.072 points.

Coefficient of Determination Test

Table 7.
Results of the Determination Coefficient Test

Model Summary

Mode Adjusted R Standard Error
| R R Square Square of the Estimate
1 .715a 511 A75 2,067

a. Predictors: (Constant), Work Environment, Motivation
b. Dependent Variable: Employee Performance

Source: Data processed by SPSS 30

Based on the results in Table 4.9 above, it can be seen that the influence of Motivation
and Work Environment on Employee Performance is 0.511, or 51.1%. The remaining 48.9%
is influenced by other variables not included in this study.

Hypothesis Testing
Partial Test (T-Test)

The t-test is used to determine the magnitude of the influence of each independent
variable. Furthermore, a partial test (t-test) is conducted to determine the extent of the
influence of the independent variable on the dependent variable. The t-test is used to test
whether the independent variable individually has a dominant influence with a significance
level of 5%. The following are the steps in conducting a t-test:

Table 8.
t-Test Results

Coefficientsa

Unstandardized Standardized
Coefficients Coefficients
Std. Sig
Model B Error Beta t .
1 (Constant) 12,25 7,881 15 A3
5 55 2
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" Motivation .082 .069 .160 1,1 .24
81 8
Work 1,072 .203 .716 5,2 <,0
environmen 83 01

t
a. Dependent Variable: Employee Performance

Source: Data processed by SPSS 25

It can be seen from table 4.10 that the results of the t-test above are as follows:
Calculation of t table df =nk-1=30-2 -1 =27 (2.051)

The Influence of Motivation on Employee Performance

Based on the results of the t test where the calculated t value < t table (1.181 < 2.051)
and the significance value of 0.248 > 0.05 or 5% so that Ho is accepted and Ha is rejected,
meaning that motivation has a negative and insignificant effect on employee performance at
PT. Pratama Savindo Oetama.

The Influence of Work Environment on Employee Performance.

Based on the results of the t test, where the calculated t value > t table (5.283 > 2.051)
and the significance value is 0.001 < 0.05 or 5% so that Ho is rejected and Ha is accepted,
meaning that the Work Environment has a positive and significant effect on the Employee
Performance of PT. Pratama Savindo Oetama.

Discussion

This study was conducted to analyze how motivation and career development affect
employee performance. Thirty respondents, all employees of PT. Pratama Savindo Oetama
participated in the study. Based on the data obtained and the results of the tests, several
conclusions can be drawn regarding the research problem.

The Influence of Motivation on Employee Performance

Work Motivation variable has a negative and insignificant effect on Employee
Performance of PT. Pratama Savindo Oetama. Because the calculated t value is smaller than
the t table, with a value of 1.181 < 2.051. In addition, it is known that the sig. value is 0.248,
where the sig. value is greater than 0.05 or 0.248 > 0.05, then Ho is accepted and Ha is
rejected, meaning that Motivation has a negative and insignificant effect on Employee
Performance of PT. Pratama Savindo Oetama.

This means that, in the context of this research, there is no evidence to support that
increased work motivation positively contributes to improved employee performance. The
tendency for negative effects suggests that increased motivation, as implemented, may not
have the desired impact or may even potentially decrease employee performance.

These results indicate the need for a thorough review of the motivational strategies
and methods implemented in companies. The approaches used may not be aligned with
employee characteristics or may overlook other important factors influencing performance,
such as leadership and organizational culture. Therefore, further research is recommended to
identify elements that support employee performance and develop more effective and
comprehensive motivational strategies.

The results of this study are in line with research conducted by Rona Tanjung, Hutri
Agus Romi, Fagar Firmansyah (2023) (Tanjung et al., 2023) entitled The Influence of
Motivation, Communication, Organizational Commitment, and Work Environment on
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Employee Performance at PT. Dharma Pacific Engineering. The results showed that work
motivation had a negative and insignificant effect on employee performance.
The Influence of Work Environment on Employee Performance

The Work Environment variable has a positive and significant effect on the Employee
Performance of PT. Pratama Savindo Oetama. Because the calculated t value is greater than
the t table with a value of 5.283>2.051. In addition, it is known that the sig. value is 0.001,
where the sig. value is smaller than 0.05 or 0.001 <0.05, then Ho is rejected and Ha is
accepted, meaning that the Work Environment has a positive and significant effect on the
Employee Performance of PT. Pratama Savindo Oetama.

These results indicate that a positive work environment can encourage employees to
work more productively and optimally. A supportive work environment, whether in terms of
facilities, security, or relationships between coworkers, has been shown to play a significant
role in increasing motivation and work effectiveness. Therefore, companies are advised to
continuously improve and optimize their work environment to support overall employee
performance.

The results of this study are in line with the research conducted by Rifki Alan
Aldiansyah, Tristiana Rijanti (2021) (Aldiansyah & Rijanti, 2021) entitled The Influence of
Work Involvement, motivation, and Work Environment on Employee Performance (Study at
the Semarang City Regional Revenue Agency). The results showed that the Work
Environment has a positive and significant effect on Employee Performance.

Reflection of Taughid
Performance

Performance is an individual's way of realizing themselves. It encompasses values,
beliefs, and understandings held and grounded in strong moral principles, motivating people
to produce high-quality work. The Quran discusses good employee performance, as
explained in Surah Al-Saff, verse 4:

= s og tlza € H . S It (R
: &Fﬁmwﬁh%@uﬁeﬂeweﬂa—aw %)

Meaning: "Indeed, Allah loves those who fight in His cause in ranks as if they were
a solid structure.”

Surah Al-Shaff verse 4 contains how Allah gave instructions to his people to fight in
orderly ranks, with people who entered (worked in) certain organizations. "In an orderly line"
can be explained that when entering into an orderly line (organization) you must carry out in
an orderly manner what needs to be achieved to achieve goals and need to set organizational
performance standards in a better way to make the organization stronger than before.

Meanwhile, the definition of employee performance in the Al-Quran, Surah An-Nahl,

verse 97, is as follows: ) L o / ,
gt ally Ak 5 s ARAil Gafe 3a5 Gl 31 S0 a Bl dee (a

Y §laad 118 a ol ab 3
Meaning: "Whoever does righteous deeds, whether male or female, while being a
believer, then verily We will give him
to them a good life and indeed We will reward them with a better reward than what
they have done.”
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The meaning of the Al-Qur'an, Surah An-Nahl verse 97, is that in the world of work,
an employee must work well and sincerely, in order to get a good reward according to the
performance they have done.

Motivation

Motivation is an impulse from within a person that makes him or her really want to
do something wholeheartedly. What is used for this motivation in Islam is the guidance in
Surah At-Taubah Verse 105 which reads:

4 44 < o s Sonrs 58 ////ﬂ}/,;
&L\_))U\fwjd})ﬂ ;:6; ‘us\&j\“s \Js)

6 S R

Meaning: “Work, and Allah will see what you do, and so will His Messenger and the
believers, and you will be returned to Him (Allah) Who knows the unseen and the seen, and
He will inform you of what you did.”

From the verse above, it is explained that Allah motivates His servants to be serious
in the process of their deeds and work because this process is what He sees and assesses,
humans are required to work according to their hearts' desires by paying attention to the
usefulness of the work carried out, and in order to achieve salvation in this world and the
hereafter, every work done by humans will be seen by Allah and His Messenger and the
believers will be witnesses of the work done by humans and all human deeds will be returned
later in the hereafter.

Work Environment

A positive work environment within an organization has a significant impact on
employee performance. One key consideration is ensuring smooth and comfortable
relationships between employees, subordinates, and superiors. This is evident in the Prophet
Muhammad's (peace be upon him) successful in establishing a positive work environment
due to his compassionate attitude toward others.

As stated in QS-Ali Imrgn verse }59, name:l)‘/:‘ ) L )

Cielh A3 oyl T e U 315 540 ) A 1 2

G & 81 e (R e 148 Gall o 3y sl 8y agle

104 o gl

Meaning: "So it is because of Allah's grace that you act gently towards them. If you
were harsh and harsh-hearted, they would certainly distance themselves from those around
you. Therefore, forgive them, ask forgiveness for them, and consult with them in this matter.
Then when you have made up your mind, then put your trust in Allah. Indeed, Allah loves
those who put their trust in Him."

The work environment is everything around an employee that can influence them
when carrying out their assigned tasks. Companies need to pay more attention to conditions
both inside and outside the workplace to ensure employees can carry out their work
comfortably and peacefully.
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CONCLUSION

In essence, many factors can influence employee performance. Each organization has
distinct and dominant factors that influence employee performance. As in the results of this
study, based on the data analysis and discussion, we can conclude that:

Motivation has a negative and insignificant effect on employee performance at PT.
Pratama Savindo Oetama. In this case, motivation has a negative effect on employee
performance at PT. Pratama Savindo Oetama, but the impact is small and not strong enough
to be considered statistically significant.

The work environment has a positive and significant impact on employee
performance at PT. Pratama Savindo Oetama. This means that the better the work
environment in the company, the higher employee performance.
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