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Abstract

This study aimed to investigate the contribution of job characteristics and job
training to employee performance through the mediating role of work motivation.
Data were collected through questionnaires with saturated sampling techniques. Data
were analyzed using multiple regression analysis and the Sobel test, through the IBM
SPSS software version 23. The results showed that job characteristics and job
training partially had a positive and significant effect on motivation. Furthermore,
job characteristics, job training, and motivation partially had a positive and
significant impact on employee performance. This study concludes that motivation
has been proven to play a role as a mediating in the influence of both job
characteristics and job training on employee performance.

Keywords: Job Characteristics, Job Training, Work Motivation, Employee
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INTRODUCTION

Human resources (HR) is a crucial factor in determining organizational
development, serving as the driving force, thinker, and planner for achieving organizational
goals (Salindeho et al., 2021). This is because HR is the driving force behind other
resources and holds a strategic position that contributes to achieving organizational
performance with competitive advantage (Wright, 2015). Furthermore, HR plays a crucial
role in developing employees, thereby producing quality and quantity of work (Sumarsono,
2018). Therefore, HR management is an art that can organize and motivate people to
achieve organizational goals (Mangkunegara, 2018).

Hence, optimal performance is a management priority; not all organizations can
achieve it. One example is the Demak Regency Health Office. Data on the realization of the
Government Agency Performance Accountability System for regional government agencies
in 2023 showed a score of 83.86, falling short of the performance target of 84.33. The 2023
performance achievement percentage of 99.44% still fell short of the final target of 98.05%
set in the 2026 Strategic Plan.

Regarding employee performance, Hariandja (2015) stated that performance is
determined by many factors, namely individual competence, job training, work ability,
organizational support, motivation, and management support. Motivation is a driving force
that arises from within a person to carry out certain actions, creating work enthusiasm,
willingness to cooperate, work effectively, and integrate with all power and effort (Mathis
and Jackson, 2016; Gitosudarmo, 2015; Hasibuan, 2017). The results of research conducted
by Hidayat (2021), Nasrul et al. (2021), and Rahmawati and Sultoni (2024) show that
motivation has a positive and significant effect on employee performance. Different results
were shown by research conducted by Fibrianti et al. (2021), which stated that motivation
does not have a significant effect on employee performance.

In addition to motivation, increasingly competitive conditions require well-designed
job characteristics. Job characteristics are a group of positions that have similar tasks, job
elements, and responsibilities covered by the job description. (Simamora, 2015; Porter,
2015; Stoner and Freeman, 2015). Job characteristics are a factor in attracting and retaining
employees and increasing motivation to produce quality services or products (Simamora,
2015). Research conducted by Siregar and Akbar (2023), Ahmadi et al. (2023), and
Triananda et al. (2021) shows that job characteristics have a positive influence on work
motivation. Conversely, a study by Mufarrohah et al. (2024) stated that job characteristics
haven’t significant influence toward work motivation. Studies by Aminin and Rijanti
(2022), Dewi (2022), and Fibrianti et al. (2021) show that job characteristics have
significant influence toward performance. Different finding were found in by Andrian et al.
(2022), which stated that job characteristics does not influence on performance.

The third variable that contributes positively to employee performance is training,
because it can increase individual self-awareness, individual skills in a field of expertise,
and individual motivation to carry out their tasks or work satisfactorily (Marwansyabh,
2016; Mangkunegara, 2018; Sutrisno, 2016; Dessler, 2015). The results of studies by
Khoirurrahman et al. (2022), Mutiya (2022), and Herlina (2022) stated that job training has
a significant influence on motivation. In contrast to the research of Nurhayat and Wahyuni
(2021), training does not affect motivation. Salju (2023), Atawirudi et al. (2020), and Putri

The Mediating Role of Motivation on the Relationship..... [IERES



Indonesian Interdisciplinary Journal of Sharia Economics (IIJSE) Vol. 8. No. 3 (2025)
e-ISSN: 2621-606X Page: 15354-15370

(2022) stated that work training has a positive influence on performance. In contrast, a
study by Masnun et al. (2022) stated job training does not impact on performance.

Based on the gap that describtion, this study aims to examine the effect of job
characteristics and training on motivation. Furthermore, this study aims to describe the job
characteristics, job training, and work motivation on human resource performance. The
study results contribute theoretically to the understanding of the role of job characteristics,
job training, and motivation in explaining employee performance. The study findings
provide managerial contributions to human resource management in government
organizations.

REVIEW OF LITERATURE
Employee Performance

Employee performance is defined as the quality and quantity of work results
achieved by a person in carrying out the tasks assigned to him based on his skills,
experience, sincerity, and the time specified (Gibson, 2017; Mathis and Jackson, 2016;
Mangkunegara, 2017; Hasibuan, 2017). Performance is a combination of work
achievements and competencies he possesses (Dessler, 2018). Employee performance is
influenced by several main factors, namely ability, motivation, work environment,
leadership, compensation, rewards, work discipline, relationships with colleagues,
organizational structure, organizational culture, and organizational support (Mangkunegara,
2017; Hariandja, 2015). Organizational support factors include training, work standards,
equipment, and technology (Robbins, 2016).
Work Motivation

Work motivation is a condition that drives the desire of individuals to undertake
specific activities to achieve their goals (Sunyoto, 2015; Uno, 2016; Wibowo, 2017).
Motivation is the result of a person's interaction with certain situations they face, so it can
differ at different times (Sutrisno, 2016). Some theories that explain work motivation
include Maslow's theory (Robbins and Judge, 2016), the two-factor motivation theory
(Herzberg, 2013), and the needs theory (McClelland, 2017). According to Herzberg (2013),
work motivation is influenced by extrinsic factors consisting of salary, status, job security,
supervision, administration, and policies; and intrinsic factors, consisting of achievement,
recognition, responsibility, form of work, and growth.
Job Characteristics

Job characteristics are defined as a job model or design that shows the elements of
the job, tasks, and responsibilities, and job descriptions to an employee (Simamora, 2015;
Spencer, 2017; Robbins, 2016; Porter, 2015; Elbadiansyah, 2019). Job characteristics are
determined by an employee's abilities and essentially consist of two important components,
1.e., intellectual and physical or personal abilities (Rivai, 2018).
Job Training

Job training is a several process of enhace the employee behavior in achieving the
effectiveness in work, achieve organizational goals through developing habits, including
knowledge, skills, action, and attitudes (Rivai, 2018; Sastrohadiwirio, 2015;
Mangkunegara, 2015). Training is demonstrated by the employee's knowledge and skills to
carry out work so that they have relevant current skills to enhance employees achievement
of certain abilities (James, 2015). Training is a process of basic skills that employees need
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to carry out work in order to contribute to the effectiveness and efficiency of the
organization (Dessler, 2015).
The Effect of Job Characteristics on Motivation

Job characteristics encompass the elements of the job, tasks, and responsibilities
covered by the job description (Simamora, 2015). Job characteristics positively contribute
to work motivation, resulting in an employee's desire to perform an action (Mathis and
Jackson, 2016). Good job characteristics will increase employee motivation to contribute
their best to the agency or company. Research conducted by Siregar and Akbar (2023),
Ahmadi et al. (2023), and Triananda et al. (2021) indicates that job characteristics have a
positive and significant effect on motivation.
HI: Job characteristics have a positive effect on employee work motivation.
The Effect of Job Training on Motivation

Training is a crucial factor in the systematic process of changing employee behavior
to achieve organizational goals (Rivai, 2018). Training relates to employee' skills and
abilities in carrying out their current jobs. Training is current-oriented and helps employees
achieve specific skills and abilities to successfully perform their jobs. Training fosters
employee motivation as a driving factor for behavior. Employees feel satisfied and
confident after seeing improved skills, which boosts their self-confidence (Gitosudarmo,
2015). Research by Khoirurrahman et al. (2022), Mutiya (2022), and Herlina (2022)
indicates that training has a positive and significant effect on motivation.
H2: Job training has a positive effect on employee work motivation.
The Effect of Job Characteristics on Employee Performance

Good job characteristics contribute to employee performance, namely work outcomes
related to organizational goals, such as quality, efficiency, and other work effectiveness
criteria (Robbins, 2016; Gibson, 2017). Research by Aminin and Rijanti (2022), Dewi
(2022), and Fibrianti et al. (2021) indicates that job characteristics have a positive and
significant effect on performance.
H3: Job characteristics have a positive effect on employee performance.
The Effect of Training on Employee Performance

Mangkunegara (2018) states that training is a educational or training process by
organized procedures in employees learn knowledge and technical skills for a special
purpose. Mathis & Jackson (2016) stated the performance is essentially what an employee
does, and training can help employees master specific skills or correct deficiencies in their
work performance. Thus it is helping them perform and complete existing tasks. Salju
(2023), Atawirudi et al. (2020), and Putri (2022) state that training has a positive and
significant effect on employee performance. The hypothesis is proposed:
H4: Job training has a positive effect on employee performance.
The Effect of Motivation on Employee Performance

High work motivation is believed to encourage employees to perform their duties
well, thereby helping to achieve maximum results for the company (Hasibuan, 2017;
Mathis and Jackson, 2016). Research conducted by Hidayat (2021), Nasrul et al. (2021),
and Rahmawati and Sultoni (2024) indicates that motivation has a positive and significant
effect on employee performance.
HS: Motivation has a positive effect on employee performance.
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The Effect of Job Characteristics on Employee Performance through Motivation

Employee performance, in terms of the quality and quantity of work, is achieved as a
result of work motivation, namely the employee's drive to achieve organizational goals
(Simamora, 2015; Hasibuan, 2017; Sunyoto, 2015). Research conducted by Triananda et al.
(2021) and Nelson et al. (2020) found that job characteristics have a positive and significant
effect on performance through motivation. Similarly, a study by Ahmadi et al. (2023) found
that job characteristics have a positive and significant effect on performance through
motivation.
H6: Job characteristics have a positive and significant effect on employee performance
through motivation.
The Effect of Training on Employee Performance through Motivation

Employees' ability to carry out and complete each task is determined, in part, by
training. This is because training is an effort to improve individual and group capabilities to
contribute to organizational effectiveness and efficiency (Dessler, 2018). On the other hand,
motivation is a psicological condition that provides energy both internally and externally to
a job, influencing considerations of direction, intensity, and persistence (Wibowo, 2017). A
studies by Gunawan et al. (2022) and Mutiya et al. (2022) indicates the training has a
significant contribution toward performance through motivation. Furthermore, Novizar and
Saryadi (2020) in their research found that training has a positive and significant effect on
performance through motivation.
H7: Training has a positive and significant effect on employee performance through
motivation.

Based on the literature review and the relationship between variables, the research

framework model can be depicted in Figure 1.

Job
Characteristic
Employee
Motivation Hs : Performance
Job
Training

Figure 1.
Research Framework
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RESEARCH METOD
Research Design and Sample

This research was explanatory research, explaining the relationships between
variables and testing the research hypotheses formulated (Effendi & Tukiran, 2018).
Furthermore, the research sample consisted of employees of the Health Office in Demak
Regency,Central Java, Indonesia, selected using a saturated sampling method, resulting in a
sample size of 51 employees.
Measurement Scale and Data Collection Method

The indicators of job characteristics in this study were adopted from Robbins (2016),
measured using the following indicators: requiring a variety of different activities to
perform the job, involving the use of several skills, requiring completion of all tasks,
identifiable, the job impacts other work units, the job impacts the lives of others, providing
independence, individual discretion in scheduling work, determining procedures to be used
in carrying it out, direct information on work activities performed, and performance
effectiveness. Training indicators in this study included: organization, tasks, individuals,
objectives, materials, methods, media, instructor quality, interaction, supervisor support,
and a supportive work environment (Noe et al., 2016). Furthermore, work motivation is
measured using indicators from Robbins and Judge (2016), consisting of: developing
creativity, enthusiasm for high achievement, the need to feel accepted by others, the need to
feel included, having the best position, and using abilities to achieve power. Finally,
employee performance variables are measured using indicators: neatness, accuracy,
performance targets, the amount of output produced, work results, decision making,
cooperation, cohesiveness, ideas, and the ability to solve problems without waiting for
orders from superiors (Mangkunegara, 2017). Assessment of all items using a five-point
Likert scale, from strongly disagree (1) to strongly agree (5).
Data Analysis Techniques

The collected data were analyzed using descriptive analysis to describe the
respondent profiles and the research variables. Furthermore, the instrument's validity was
confirmed through a validity test, and data consistency through a reliability testing. A
multiple linear regression was used to analysis the data. These include the R-square, the F-
model testing, and the partial effect with t-test. The calculation were conducted to measure
the extent to which the employee performance is influenced by the factors, including job
characteristic and job training. The mediation hypothesis was tested using the Sobel test
procedure (Ghozali, 2018). The regression formula used is:
Motivation = a1+ B1 job characteristics+ 2 job training +el...(1)
Employee performance= a2+ B3 job characteristics + B4 job training + B5 motivation
+e2..(2)

The description of the regression equation is o is a constant value, B is the regression
coefficient, and e is the error term. Data analysis were calculated with the SPSS software
version 23.
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RESULTS AND DISCUSSION
Descriptive Result
Table 1.
Respondent Characteristic
Demograpchic Amount Responden  Persentase (%)
Gender
Male 15 29.4
Female 36 70.6
Age
20-30 Year 2 3.9
31-40 Year 27 52.9
41-50 Year 16 31.4
51-60 Year 6 11.8
Position Rank Employee
II 7 13.7
11 41 80.4
v 3 59
Education
D3 11 21.6
S1/D4 35 68.6
S2 5 9.8
Experience
1-5 Year 2 3.9
6-10 Year 14 27.5
11-15 Year 18 353
> 15 Year 17 333

Based on Table 1, it is known that 129.4% of respondents were male, and 70.7%
were female. Respondents based on age between 20-30 years were 2 respondents or 3.9%,
employees with ages between 31-40 years were 27 respondents or 52.9%, employees with
ages between 41-50 years were 16 respondents or 31.4%, and the remaining employees
with ages between 50-60 years were 6 respondents or 11.8%. Respondents based on rank
were known to be group II, as many as 7 respondents or 13.7%, group III, as many as 41
respondents or 80.4%, and the remaining group IV, as many as 3 respondents or 5.9%.
Furthermore, based on education, it is known that employees with D3 education were 11
respondents or 21.6%, employees with S1/D4 education were 35 respondents or 68.6% and
the remaining employees with S2 education were 5 respondents or 9.8%. Finally, based on
length of service, it is known that there are 2 respondents or 3.9% of employees with a
length of service of 1-5 years, 14 respondents or 27.5% of employees with a length of
service of 6-10 years, 18 respondents or 35.3% of employees with a length of service of 11-
15 years and the remaining 17 respondents or 33.3% of employees with a length of service
of 15 years or more.
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Table 2.
Variables Description
Variables 2 Indicator Total Score Mean
Job Characteristic 11 45.01 4.09
Job Training 15 60.55 4.04
Motivation 6 24.92 4.15
Employee Performance 10 41.10 4.11

The results show in Table 2, the average scores for the job characteristic was 4.09,
job training was 4.04, motivation was 4.15, and employee performance was 4.11. This
finding indicates that most respondents respond to neutral and agree answers to the research
variables, falling into the moderate category.

Research Instrument Testing

Table 3.
Validity dan Reliability Result
Variabel KMO Loading Decision Cronbach’s Description
Factor Alpha p

Job Characteristic 0.748 0.423-0.717 Valid 0.738 Reliable
Job Training 0.677  0.409 —0.789 Valid 0.816 Reliable
Motivation 0.725 0.488 —0.790 Valid 0.702 Reliable
Employee 0.614  0.420-0.697 Valid 0.713 Reliable
Performance

Based on Table 3, the Uji Kaiser-Meyer-Olkin (KMO) value for the job
characteristics is 0.748, the job training is 0.677, the motivation is 0.725, and the employee
performance is 0.614. All KMO values are greater than 0.5, indicating that the sample size
meets the minimum requirements. The validity test results show that no factor loading
values are smaller than 0.4, so all indicators are declared valid. Furthermore, the results of
the reliability test for each variable in this study obtained a Cronbach's Alpha value above
0.7, so it can be concluded that all variables used can produce reliable data (Ghozali, 2014).
Hypothesis Testing

Table 4.
Multiple Regression Analysis Results
Equation and Adjusted F-test t-test Decision
Relationship R? F-value p-value Beta p-value
Equation 1
Job characteristics on 403 17874 0000 0511  0.006 Hl
motivation Accepted
Job training on H2
motivation 0.393 0.042 Accepted
Equation 2

Job - characteristics on g csc 35819 0000 0273 0025 H3 Accepted
employee performance

Job training on employee 0.456 0.000  H4 Accepted
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performance
Motivation on employee 0197 0.031  H5 Accepted
performance ) )

Based on Table 4, the coefficient of determination using the Adjusted R Square test
is used to see how much influence the independent variables in this study and variables
outside the regression model that influence motivation. Based on the calculation in equation
1, the adjusted R-squared value of 0.403 means that the independent variables consisting of
job characteristics and training contribute 40.3% to the motivation of Demak Regency
Health Office employees, so there are independent variables outside this regression model
that influence motivation in Demak Regency Health Office employees by 59.7%. Based on
the calculation in equation 2, the adjusted R-square value is 0.656, meaning that the
independent variables, consisting of job characteristics, training, and motivation, contribute
65.6% to employee performance at the Demak Regency Health Office. Therefore, there are
independent variables outside this regression model that influence employee performance at
the Demak Regency Health Office by 34.4%.

The F-test essentially indicates whether all independent variables included in the
model have a joint influence on the dependent variable (Ghozali, 2014). Table 4 shows the
F-value of 17.874 and a significance value of 0.000 <0.05. Therefore, this indicates that job
characteristics and training have multiple influences on motivation at the Demak Regency
Health Office, and the model is deemed fit. Furthermore, the F-value of 32.819 and a
significance value of 0.000 < 0.05. Therefore, this means that job characteristics, training,
and motivation have multiple influences on the performance of Demak Regency Health
Office employees, and the model is fit.

The t-test essentially shows the extent to which an independent variable individually
explains the variation in the dependent variable (Ghozali, 2014). Based on Table 4, job
characteristics have a positive effect on motivation with a significance value of 0.006<0.05,
meaning that the higher the job characteristics, the higher the motivation, and H1 is
accepted. The results of the hypothesis 2 test show that training has a positive effect on
motivation with a significance value of 0.042<0.05, meaning that the higher the training,
the higher the motivation, therefore H2 is accepted. Hypothesis 3 testing shows that job
characteristics have a positive effect on employee performance with a significance value of
0.025 <0.05, meaning that the higher the job characteristics, the higher the employee
performance, so that H3 is accepted. Training has a positive effect on employee
performance with a significance value of 0.000<0.05, meaning that the higher the training,
the higher the employee performance or vice versa, so that H4 is accepted. Finally, the
results of hypothesis 5 testing show that motivation has a positive effect on employee
performance with a significance value of 0.031 <0.05, meaning that the higher the
motivation, the higher the employee performance, so that H5 is accepted.
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Mediation Testing

Motivation

A =0.751
SEA=0.139

B=0.294
SEr=0.096

Job Characteristics ] ( Employee
Sobel test value =2.664

P-value = 0.0038 (one tailed)
P-value = 0.0077 (two tailed)

Figure 2.
The Mediating Role of Motivation on Job Characteristics and Employee Performance

Testing the mediating role of motivation to bridge the gap between job
characteristics and employee performance can be done using the Sobel Test calculation
(Ghozali, 2014). The results of the Sobel test in Figure 2 can be explained that the
motivation variable is significant as an intervening variable to bridge the gap between job
characteristics and employee performance. This can be proven by a significance value of
0.004<0.05, so the H6 is accepted. The results indicate the importance of the motivation
variable in bridging the gap between job characteristics and employee performance. This
also shows that the given job characteristics not only have a direct impact on improving
employee performance, but also indirectly through increasing employee motivation. Efforts
to manage job characteristics carried out by the organization not only have a direct impact
on improving employee performance but also have an indirect impact on increasing
employee motivation.

Motivation
A =0.748 B =0,276
SEa= SEr=0.085
Job Training ] ( Employee

) |
Sobel test =2,705

Prob = 0,0034 (one tailed)
Prob =0,0068 (two tailed)

Figure 3.
The Mediating Role of Motivation in Training and Employee Performance
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The Sobel test to test the significance of the intervening variables, as shown in
Figure 3, shows that the motivation variable is significant as an intervening variable in
bridging the gap between training and employee performance. This is evidenced by the
significance value of 0.003 <0.05, so H7 is accepted. The results of this intervening test
demonstrate the importance of the motivation variable in bridging the gap between training
and employee performance. This also indicates that the training provided not only has a
direct impact on improving employee performance but also indirectly increases employee
motivation. The training efforts provided by the organization not only have a direct impact
on improving employee performance but also have an indirect impact on increasing
employee motivation.

The Influence of Job Characteristics on Organizational Commitment

Based on the results of the first hypothesis test, it can be concluded that job
characteristics have a positive and significant effect on motivation, meaning that the higher
the job characteristics, the higher the motivation, and vice versa. These results support the
research conducted by Siregar et al. (2023) that demonstrated that job characteristics have a
positive and significant effect on motivation. Job characteristics are a group of positions
that are somewhat similar in terms of their job elements, duties, and responsibilities
covered by the same job description (Simamora, 2015). According to Mathis and Jackson
(20016:89), motivation is the desire that arises from within an individual to act. Good job
characteristics will increase employee motivation to provide the best for the agency or
company. A well-organized job will provide employees with the energy to complete it. This
aligns with Wibowo's (2017) statement, which states that work motivation is a set of forces
that provide energy both internally and externally to a job. This can originate from work-
related efforts, considering their direction, intensity, and persistence. The results of this
study also align with the research of Ahmadi et al. (2023) that examined the influence of
job characteristics and organizational commitment on motivation and their impact on
employee performance at the Tanjung Jabung Timur Regency Secretariat.
The Influence of Job Training on Motivation

The second result confirmed that training has a positive and significant effect on
motivation, meaning that the higher the training, the higher the motivation, and vice versa.
These results support the research conducted by Khoirurrahman et al. (2022) that training
has a positive effect on the motivation, competence, and performance of training
participants at PT Daya Artha Mulia. This research proves that training has a positive and
significant effect on motivation. Rivai (2018) emphasized that training is a systematic
process of changing employee behavior to achieve organizational goals. Training can
improve employee skills and knowledge. Employees feel satisfied and confident after
seeing their skills improve. This increased confidence motivates employees to apply new
skills in their roles. This aligns with Terry & Smith (2016) that state the motivation is the
basis for achieving success in various aspects of life through increased ability and
willingness. The results of this study also align with Herlina et al. (2022), who found that
training, competence, and employee placement influence employee work motivation.
The Influence of Job Characteristics on Employee Performance

The third results revelead that job characteristics have a positive and significant effect
on employee performance. This means that the higher the job characteristics, the higher the
employee performance, and vice versa. These results support the prior study by Aminin and
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Rijanti (2022), which demonstrated that job characteristics have a positive effect on
employee performance. Job characteristics refer an employee’s capacity to perform several
tasks within a working, including intellectual capabilities and physical competence
(Robbins, 2016). Good job characteristics will support employee performance. This aligns
with Gibson (2017), the definition of performance is as the outcome of work related to
organizational goals, such as quality, efficiency, and job criteria. These results also align
with Fibrianti et al. (2021), who found that job characteristics and work motivation
influence job satisfaction and civil servant performance.
The Enfluence of Job Training on Employee Performance

Further study finding indicated that training has a positive and significant effect on
employee performance, meaning that the higher the training level, the higher the
employee's performance, and vice versa. These results support the research conducted by
Salju (2023) that found that training and development influence employee performance at
PT. POS Indonesia, Palopo Branch. This research demonstrated that training has a positive
and significant effect on employee performance. Training can help employees master
specific skills or address deficiencies in their work performance, thus enabling them to
perform and complete existing tasks. This aligns with Dessler (2018) tahta state the training
is an employee's ability to carry out and complete each task that is part of their primary
duties and functions. Therefore, employee performance assessment can be viewed as a
combination of work achievements and competencies. These results also align with the
research by Putri et al. (2022) that found that training and competency influence employee
performance at the PT. Indonesia Steel Tube Works Semarang factory.
The Influence of Motivation on Employee Performance

The fitht results demonstrated that motivation has a positive and significant
contribution on performance. These results support the research conducted by Nasrul et al.
(2021) that found that individual characteristics, work environment, organizational climate,
motivation, and compensation influence employee performance. This research
demonstrated that motivation has a positive and significant effect on employee
performance. High work motivation can encourage employees to carry out their duties well,
thereby helping to achieve maximum results for the organization or company. This aligns
with Hasibuan (2017) that state the performance is the result of work achieved by an
individual in carrying out their assigned tasks, based on their skills, experience, dedication,
and time commitment. These results also align with Hidayat (2021) that found that
motivation, competence, and work discipline influence performance.
The Influence of Job Characteristics on Employee Performance through Motivation

The first Sobel test to test the significance of mediating variables, motivation was a
significant intervening variable, bridging the gap between job characteristics and employee
performance. These test results demonstrate the importance of motivation as an intervening
variable between job characteristics and employee performance. Hasibuan (2017) stated
that performance is the work results achieved by an individual in carrying out assigned
tasks, which are based on skills, experience, dedication, and time. Carrying out work
requires elements of work, duties, and responsibilities, which are outlined in a job
description. A well-defined job will increase employee motivation to give their best to the
agency or company. Employees will find it easier to complete their tasks without having to
constantly ask questions, thereby effectively achieving organizational goals. Sunyoto
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(2015) stated that work motivation is a state that can encourage individuals to undertake
certain activities to achieve their goals. The findings of this study support research
conducted by Triananda et al. (2021), who found that job characteristics and workload
influence the motivation and performance of BPJS Kesehatan Pekanbaru Branch
employees. This study shows that motivation can mediate the influence of job
characteristics on employee performance. This research also aligns with the research of
Ahmadi et al. (2023), who found that job characteristics and organizational commitment
influence motivation and impact employee performance at the Regional Secretariat of East
Tanjung Jabung Regency.
The Influence of Training on Employee Performance through Motivation

Finally, the Sobel test in the role motivation in intervening variable, show the
bridging the gap between training toward employee performance. These demonstrate the
importance of motivation as a mediation factor that enhace training on employee
performance. According to Dessler (2018), performance is an employee's ability to carry
out and complete each task that is part of their primary duties and functions. Training is an
effort to improve individual and group capabilities to contribute to organizational
effectiveness and efficiency (Dessler, 2015). If employees possess strong skills acquired
through training, this will also increase their work motivation, ultimately improving their
performance. Wibowo (2017) stated that work motivation is a set of forces that provide
energy both internally and externally to a job. This can originate from work-related efforts,
considering their direction, intensity, and persistence. These results support the research
conducted by Mutiya et al. (2022) that found that training and leadership influence
employee performance, with motivation as an intervening variable at PT Telkom. This
research demonstrates that motivation can mediate training on employee performance.
These findings also align with research by Apricilia (2025) that found that training and
discipline influence employee performance, and it was mediated by motivation.

CONCLUSIONS

The current study concludes that job characteristics and training partially have a
positive influence on motivation. Furthermore, this study concludes that job characteristics,
job training, and motivation partially have a positive influence toward employee
performance. Motivation has been shown to act as a mediating variable in the influence of
job characteristics and training on employee performance. Motivation has been shown to
mediate the influence of both job characteristics on employee performance and the
influence of training on employee performance at the Demak Regency Health Office.
Therefore, to improve employee motivation, the Demak Regency Health Office needs to
improve employee motivation by enhancing employee creativity. Job characteristics are a
dominant variable in increasing employee motivation. Therefore, the Demak Regency
Health Office needs to improve job characteristics by encouraging employees to improve
their ability to manage their work independently.

The limitation of this research, based on the Adjusted R Square value of job
characteristics and training variables, is only able to explain 40.3% of the motivation
variable in Demak District Health Office employees; the remaining 59.7% is explained by
other variables outside the model. Therefore, for future research agendas, it is better to
include other variables such as organizational commitment, job satisfaction, etc. in
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increasing motivation, while the ability of job characteristics, training, and motivation
variables to explain performance variables is seen from the Adjusted R Square value of
65.6%, so in further research, it is expected that other variables that can affect employee
performance can be expanded.

REFERENCES

A.F Stoner, James dan Edward Freeman (eds), 2015, Manajemen Jilid I, terj. Alexander
Sindoro, Jakarta: PT Prahallindo.

Abraham Maslow. 2018. Motivation and Personality. Terj. Nurul Iman, Motivasi dan
Kepribadian. Bandung: Remaja Kosda Raya.

Alden Nelson, Jevie Lim, Agustinus Setyawan, 2022, Analisis Pengaruh Karakteristik
Pekerjaan Terhadap Kinerja Karyawan Melalui Mediasi Motivasi Karyawan Pada
Industri Manufakturing Di Batam, Jurnal Iimiah Bisinis dan Ekonomi Asia, Volume
16 Nomor 1 : 109-119.

Arikunto, S. 2016. Prosedur Penelitian Suatu Pendekatan Praktik. Jakarta: Rineka Cipta

Astriany Regina Salindeho, Irvan Trang, Lucky Dotulong, 2021, Analisis Pengembangan
Sumber Daya Manusia, Pelatihan Kerja, Dan Pengalaman Kerja Terhadap Kinerja
Karyawan Di PT Hasjrat Abadi Kotamobagu, Jurnal EMBA, Vol.9 No 3 Juli 2021 :
23-31.

Azi Khoirurrahman, Tina Rosa, Arif Haryana, 2022, Pengaruh Pelatihan Terhadap
Motivasi, Kompetensi dan Kinerja Peserta Pelatihan PT. Daya Artha Mulia, Jurnal
Administrasi Dan Manajemen, Vol.4 No. 1 : 255-262

Citra Neza, Harif Amali Rivai, 2020, Pengaruh Pelatihan Terhadap Kinerja Dengan
Motivasi Kerja Sebagai Variabel Mediasi Pada Karyawan PT. X Journal of
Management and Business Review, Vol. 17 No. 1 : 1-25

Dessler, Garry. 2017. Manajemen Sumber Daya Manusia, Edisi kesembilan. Jakarta: Indek
Kelompok Gramedia.

Elbadiansyah.2019. Manajemen Sumber Daya Manusia. Purwokerto: CV IRDH

Emy Fibrianti, Zainal Ilmi , Warsilan 2021, Pengaruh Karakteristik Pekerjaan dan Motivasi
Kerja Terhadap Kepuasan Kerja dan Kinerja Pegawai Negeri Sipil, Relasi Jurnal
Ekonomi,Vol. 17, No, 2 : 308-324.

Enny, M. 2019. Manajemen Sumber Daya Manusia. Surabaya:UBHARA Manajemen
Press.

Ghozali, Imam. 2018. Aplikasi Analisis Multivariate Dengan Program IBM SPSS 25.
Semarang: Badan Penerbit Universitas Diponegoro

Gibson, J. L., Ivancevich, J. M. 2017. Organisasi: Perilaku, Struktur, Proses. (Terjemahan)
Edisi Delapan. Jakarta: Binarupa Aksara.

Gitosudarmo, Indriyo, dan I Nyoman Sudita. 2015. Perilaku Keorganisasian, Cetakan
Ketiga. Jogyakarta : BPFE.

Hariandja, M. T. E. 2015. Manajemen Sumber Daya Manusia: Pengadaan,
Pengembangan, Pengkompensasian, dan Peningkatan Produktivitas Pegawai.
Jakarta: Grasindo

Haryono, S. 2018. Manajemen Kinerja SDM Teori & Aplikasi, Edisi 1, Jakarta: Luxima
Metro Media

Hasibuan, Malayu S.P, 2017, Manajemen Sumber Daya Manusia. Jakarta:Bumi Aksara.

The Mediating Role of Motivation on the Relationship..... SR



Indonesian Interdisciplinary Journal of Sharia Economics (IIJSE) Vol. 8. No. 3 (2025)
e-ISSN: 2621-606X Page: 15354-15370

Henry Simamora, 2015. Manajemen Sumber Daya Manusia. Edisi 1. Yogyakarta: STIE
YKPN Yogyakarta

Heri Ahmadi, Osrita Hapsara, Sudirman, 2023, Pengaruh Karakteristik Pekerjaan dan
Komitmen Organisasi terhadap Motivasi dan Dampaknya terhadap Kinerja Pegawai
pada Sekretariat Daerah Kabupaten Tanjung Jabung Timur, Jurnal Manajemen dan
Sains, Vol. 8, No. 1 :212-226.

Herni Widiyah Nasrul, Martinus Buulolo, Sri Langgeng Ratnasari, 2021, Pengaruh
Karakteristik Individu, Lingkungan Kerja, Iklim Organisasi, Motivasi, Dan
Kompensasi Terhadap Kinerja Karyawan, DIMENSI, Volume 10 Nomor 2 : 317-330

Herzberg, Frederick. 2013. Herzberg s Motivation-Hygiene Theory and Job Satisfaction in
The Malaysian Retail Sector: The Mediating Effect Of Love Money. Sunway
University Malaysia: Teck Hang Tan and Amna Waheed.

Iko Kusumawati, Achmad Fauzi, Mukti Amini, 2022, Pengaruh Motivasi Kerja, Budaya
Kerja Dan Disiplin Kerja Dalam Meningkatkan Kinerja Karyawan Di Era New
Normal Masa Pandemi Covid-19 (Studi Kasus Pada Badan Keuangan Dan Aset
Daerah Kabupaten Sumbawa), Jurnal Ekonomi Manajemen Sistem Informasi,
Volume 3, Issue 5, Mei 2022 : 540-552

James, 2015, Manajemen Jilid 1, terj Alexander, Sindoro, Jakarta:Prehallindo.

Komang Risma Kartika Andrian, Ni Nyoman Suryani, Putu Pradiva Putra Salain, 2022,
Pengaruh Karakteristik Pekerjaan, Kecerdasan Emosional Dan Kepuasan Kerja
Terhadap Kinerja Pegawai Pada Kantor Desa Sanur Kauh, Jurnal Emas, Vol 3
Nomor 3 Maret 2022 : 44-60.

Lovelock, Christopher, and Lauren K.Wright 2015, The Principle of Service Marketing and
Management, Terjemahan, Jakarta: PT. Indeks.

Mangkunegara, A.A Anwar Prabu 2017, Manajemen Sumber Daya Manusia Perusahaan.
Jakarta: PT Remaja Rosdakarya.

Marwansyah. 2016. Manajemen Sumber Daya Manusia. Bandung: Alfabeta

Masnun, Muhammad Sapruwan, Supriyanto, 2022, Pengaruh Pelatihan dan Keterampilan
Terhadap Percaya Diri yang Berdampak pada Kinerja Karyawan, Jurnal EMAS :
Ekonomi Manajemen Akuntansi Kewirausahaan, Vol. 2, No. 2 : 29-35

Mathis, R. L., and J. H. Jackson. 2016. Human Resource Management. Edisi 10 Jilid 3.
Jakarta: Salemba Empat.

McClelland. 2017. Human Motivation. USA: Cup Archieve.

Mufarrohah, Chamariyah Chamariyah, Subijanto, 2024, Peran Karakteristik Pekerjaan
Terhadap Prestasi Kerja Yang Dimediasi Oleh Motivasi (Studi Pada Pegawai Dinas
Inspektorat Daerah Kabupaten Sampang), Journal of Management and Creative
Business, Volume. 2, No.1 Januari 2024, 242-254.

Mutiya, Machasin, Daviq Chairilsyah, 2022, Pengaruh Pelatithan dan Kepemimpinan
Terhadap Kinerja Karyawan dengan Motivasi Sebagai Variabel Intervening pada PT.
Telkom Pekanbaru, Jurnal Ilmu Manajemen, Vol. 8, No. 3 : 432-442

Ni Wayan Vivi Prawita Dewi, I Wayan Bagia, Ni Nyoman Yulianthini, 2020, Pengaruh
Karakteristik Pekerjaan Dan Lingkungan Kerja Terhadap Kinerja Karyawan Pada
Unit Kerja Tabungan Dan Kredit PD BPR Bank Buleleng 45 Tahun 2016 e-Journal
Universitas Pendidikan Ganesha Jurusan Manajemen, Vol. 8 : 34-42.

The Mediating Role of Motivation on the Relationship..... SRS



Indonesian Interdisciplinary Journal of Sharia Economics (IIJSE) Vol. 8. No. 3 (2025)
e-ISSN: 2621-606X Page: 15354-15370

Noe, R. A. 2017. Employee Training and Development (7th ed.). New York, NY: McGraw-
Hill Education

Nur Aminin, Tristiana Rijanti, 2022 Pengaruh Karakteristik Pekerjaan Dan Kompetensi
Terhadap Kinerja Melalui Komitmen Organisasional, Jurnal llmiah Akuntansi dan
Keuangan, Volume 4, No. 4 : 1855-1866.

Porter, Michael E., 2015, Strategi Bersaing Teknis Menganalisis Industri dan Pesaing,
Jakarta: Erlangga.

Rahmat Hidayat, 2021, Pengaruh Motivasi, Kompetensi dan Disiplin Kerja Terhadap
Kinerja, Widya Cipta: Jurnal Sekretari dan Manajemen, Volume 5 No. 1 Maret 2021
:16-23

Riski Triananda, Susi Hendriani, Machasin, 2021, Pengaruh Karakteristik Pekerjaan dan
Beban Kerja terhadap Motivasi dan Kinerja Pegawai BPJS Kesehatan Cabang
Pekanbaru, Jurnal Daya Saing, Vol. 7, No. 3 : 271-280.

Rita Rahmawati, Muhammad Rafli Sultoni, 2024, Pengaruh Motivasi Terhadap Kinerja
Karyawan, Karimah Tauhid, Volume 3 Nomor 2 (2024) : 1652-1659

Rivai, Veithzal. 2018. Manajemen Sumber Daya Manusia untuk Perusahaan dari Teori ke
Praktek. Cetakan Pertama. Jakarta: Murai Kencana

Robbins, Stephen P. 2016. Perilaku Organisasi. Jakarta Selatan : Salemba Empat.

Rusli Atawirudi, Muhamad Azis Firdaus & Rachmatullaily, 2020, Pengaruh Pelatihan dan
Budaya Kerja Terhadap Kinerja Karyawan, A/ Tijarah, Vol. 6 No. 3 : 60-69

Salju, 2023, Pengaruh Pelatihan Dan Pengembangan Terhadap Kinerja Karyawan Pada PT.
POS Indonesia Cabang Palopo, Jurnal Ekonomi Bisnis, Manajemen dan Akuntansi
(Jebma) Volume 3, Nomor 2 : 231-240

Sastrohadiwiryo, Siswanto, 2015, Manajemen Tenaga Kerja Indonesia, edisi, 2,
Jakarta:Bumi Aksara.

Sekar Ayu Noviani Putri, Wahyu Hidayat, Robetmi Jumpakita Pinem, 2022, Pengaruh
Pelatihan Dan Kompetensi Terhadap Kinerja Karyawan Pabrik PT. Indonesia Steel
Tube Works Semarang, Jurnal Ilmu Administrasi Bisnis, Vol. 11, No. 3, 2022 : 483-
491

Sikula, 2015, Manajemen Sumber Daya Manusia, Erlangga, Bandung.

Simamora, Henry. 2015. Manajemen Sumber Daya Manusia, Edisi ketiga. Yogyakarta:
Penerbit STIE YKPN.

Spencer. 2017. Competence at Work Models For Superior Performance. New York: Jhon
Wiley & Sons Inc.

Sugiyono. 2019. Metodelogi Penelitian Kuantitatif dan Kualitatif Dan R&D.
Bandung:Alfabeta

Sumarsono, Sonny. 2018. FEkonomi Manajemen Sumber Daya Manusia dan
Ketenagakerjaan. Yogyakarta: Graha Ilmu.

Sunyoto, Danang. 2018. Manajemen Sumber Daya Manusia. Jakarta: PT Buku Seru

Suprihanto, 2016, Perilaku Organisasional Yogyakarta, Yogyakarta:Sekolah Tinggi Ilmu
Ekonomi YKPN.

Sutrisno, Edy. 2016. Manajemen Sumber Daya Manusia. Cetakan Kedelapan. Jakarta:
Prenadamedia Group.

Syukron Firdaus Siregar, Mustika Dewi & Aulia Akbar, 2023, Pengaruh Karakteristik
Individu dan Karakteristik Pekerjaan terhadap Motivasi Kerja Perawat Rumah Sakit

The Mediating Role of Motivation on the Relationship..... [ERISY



Indonesian Interdisciplinary Journal of Sharia Economics (IIJSE) Vol. 8. No. 3 (2025)
e-ISSN: 2621-606X Page: 15354-15370

Umum Haji Medan, Regress, Journal of Economics and Management, Vol. 2 No. 3 :
1-9.

Tati Herlinaa, Rosmala Dewi, Mutiara Anisa, 2022, Pengaruh Pelatihan, Kompetensi dan
Penempatan Karyawan Terhadap Motivasi Kerja Karyawan, Jurnal Ilmu Manajemen,
Volume 12, No. 1 : 57-66

Terry, George R dan Leslie W.Rue. 2016. Dasar-Dasar Manajemen, penerjemah G.A
Ticoalu. Jakarta: PT Bumi Aksara.

Uno, Hamzah. 2016. Teori Motivasi dan Pengukurannya. Jakarta: Bumi Aksara.

Wibowo. 2017. Manajemen Kinerja. Edisi Kelima. Jakarta: Penerbit Rajawali Pers PT.
Raja Grafindo Persada.

Yayat Nurhayat, Sri Wahyuni, 2021, Pengaruh Pelatihan dan Kompensasi terhadap
Motivasi Kerja dan Kinerja Tenaga Alih Daya Kantor Perwakilan SMK Migas
Sumbagut, JMBT Jurnal Manajemen dan Bisnis Terapan), Vol.3 No.2
Desember2021: 121-130.

Yusuf, Muhammad. 2016. Peningkatan SDM Yang Handal. Banjarmasin:Universitas
Lambung Mangkurat.

Zuana, M. M. M., Toha, M., & Isbahi, M. B. (2024). Exploration of Community
Empowerment in a Village as the Entrance to a Lake in East Java. Malacca: Journal
of Management and Business Development , 1(1), 47-55.
https://doi.org/10.69965/malacca.v1il.52

The Mediating Role of Motivation on the Relationship..... [ERE0


https://doi.org/10.69965/malacca.v1i1.52

