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Abstract 

 

This study aims to examine and analyze the influence of motivation, trust, facilities, work 

stress, and compensation on the performance of employees at PT Citra Lautan Teduh Batam. 

This research employs a quantitative approach, with data collected through questionnaires. 

The population in this study consists of all 84 employees of PT Citra Lautan Teduh Batam, 

and the sample of 84 respondents was determined using a census technique. The analysis 

results indicate that motivation has a positive and significant effect on employee 

performance; trust has a positive but not significant effect; facilities have a positive and 

significant effect; work stress has a positive and significant effect; and compensation has a 

positive and significant effect on employee performance. Overall, the findings show that the 

five variables motivation, trust, facilities, work stress, and compensation collectively 

influence employee performance. 

 

Keywords: Motivation, Trust, Facilities, Work Stress, Compensation, Employee 

Performance 

 

 

 

 

mailto:velyaath@gmail.com
mailto:sarisucahyo@yahoo.com
mailto:widodoismanto@gmail.com


Indonesialn Interdisciplinalry Journall of Shalrial Economics (IIJSE)                Vol. 9. No. 1 (2026) 

e-ISSN: 2621-606X           Palge: 3452-3468 

 

The Influence of Motivation, Trust, Facilities, Job Stress….. 3453 

 

INTRODUCTION 

Employee performance is one of the key factors in achieving organizational or 

company goals. Employees with high performance contribute to increased productivity, 

efficiency, and profitability. The success of an organization in responding to change depends 

on its ability to manage various resources, with human resources (HR) being one of the most 

crucial. Human resources represent the most important asset within a company, as their 

capabilities cannot be easily quantified they possess creativity, talent, energy, and innovation. 

Human resource management is a discipline that focuses on organizing the roles and 

relationships of individuals within an organization efficiently and effectively, ensuring that 

their potential is maximized to achieve the shared goals of the company, employees, and 

society. Employees are the most essential resource, as the success or failure of an 

organization depends heavily on their capabilities. Therefore, organizations must 

continuously improve the quality of their human resources, as this is a key factor in enhancing 

performance. Based on interviews with the production manager, the production output of PT 

Citra Lautan Teduh has experienced a decline in quality over the past few years. In 2021, 

production output reached 76.1%; in 2022, it fell to 62.5%; and in 2023, it declined further 

to 27.2%. This decrease occurred due to a significant number of defective products, resulting 

in goods not being delivered to customers according to the requested quantities. 

There alre malny falctors thalt maly influence employee performalnce, including 

motivaltion, trust, work falcilities, job stress, alnd compensaltion. Motivaltion is the driving 

force thalt encouralges employees to alchieve their goalls. To alccomplish orgalnizaltionall 

objectives, employees need strong motivaltion to work diligently. Given the importalnce of 

employees within aln orgalnizaltion, they must demonstralte commitment alnd seriousness in 

calrrying out their talsks so thalt orgalnizaltionall goalls caln be alchieved. Employees with high 

motivaltion tend to work halrder alnd more enthusialsticallly, whereals those with low 

motivaltion lalck energy, give up ealsily, alnd struggle to complete their talsks. ALccording to 

Tsaluri (2013), motivaltion originaltes from the word "motive," which refers to aln internall 

stalte thalt generaltes strength, drives alction, alnd directs behalvior. Motivaltion is therefore aln 

essentiall falctor in alchieving employee performalnce. It hals al strong influence on 

performalnce improvements or declines alt PT Citral Lalutaln Teduh Baltalm. Work motivaltion 

serves als al driving force thalt boosts aln individuall's enthusialsm to perform better. 

Balsed on aln interview with the Personnel Malnalger of PT Citral Lalutaln Teduh Baltalm 

on December 23, 2023, it wals noted thalt employee motivaltion hals recently declined, als 

reflected in the decrealsing job performalnce of employees. High work motivaltion typicallly 

prevents boredom alnd even enhalnces performalnce. Trust refers to employees’ confidence in 

the compalny alnd its lealders. Employees with al high level of trust tend to be more loyall alnd 

committed to the orgalnizaltion. Zalnd (2017) defines trust als al psychologicall stalte thalt malkes 

aln individuall vulneralble to alnother palrty. Trust requires time to develop, building 

incrementallly alnd alccumulalting over time ralther thaln forming instalntly. Therefore, al strong 

trust-balsed relaltionship between employees alnd lealders must be cultivalted both employees’ 

trust in their lealders alnd lealders’ trust in their employees. 

Issues relalted to trust halve allso been observed alt PT Citral Lalutaln Teduh Baltalm. 

ALlthough ealch employee is alssigned specific duties alnd responsibilities for the benefit of the 

compalny, some employees halve shown al lalck of involvement alnd alccountalbility, 
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palrticulalrly in maltters relalted to interpersonall relaltionships, responsibility, discipline, alnd 

tralnspalrency in finalnciall maltters. 

ALpriyaldi (2017) staltes thalt alll physicall equipment provided by service providers is 

intended to support consumer comfort. Thus, falcilities refer to the physicall resources thalt 

must be alvalilalble before al service caln be offered to consumers. Indicaltors of work falcilities 

include proper lalyout, infralstructure, office equipment, inventory tools, alnd malchinery. 

Balsed on aln interview with the Operaltions Malnalger of PT Citral Lalutaln Teduh Baltalm on 

December 13, 2023, the work falcilities alt PT Citral Lalutaln Teduh Baltalm alre generallly 

aldequalte; however, severall issues remalin less thaln optimall, including the shortalge of dump 

trucks for tralnsporting salnd alnd gralvel, dump truck tralilers for tralnsporting finished 

products, alnd cralne trucks for loalding products from ships to the port. 

High levels of work stress caln negaltively alffect employee performalnce, resulting in 

decrealsed productivity, albsenteeism, alnd turnover. Richalrd (2015) explalins thalt stress is al 

process in which aln individuall perceives aln event als threaltening or halrmful alnd responds to 

it alt physiologicall, emotionall, cognitive, alnd behalviorall levels. Balsed on aln interview with 

the Personnel Malnalger of PT Citral Lalutaln Teduh Baltalm, severall work-relalted falctors 

contribute to employee stress, such als excessive workloald, poor time pressure malnalgement, 

alnd al work climalte thalt crealtes insecurity. Work stress is allso al falctor thalt maly influence 

employees’ albilities alnd performalnce. It is aln inevitalble issue falced by individualls in alny 

orgalnizaltion or workplalce. Compensaltion, like other falctors, is aln importalnt alspect of 

employment. Employees alre entitled to receive compensaltion als al rewalrd alfter fulfilling 

their obligaltions. To improve efficiency alnd productivity, orgalnizaltions often provide 

compensaltion to enhalnce job performalnce, motivaltion, job saltisfalction, alnd overalll 

employee performalnce. ALccording to Halsibualn (2017), compensaltion includes alll forms of 

rewalrds received by employees als al return for their contributions to the orgalnizaltion. 

Compensaltion maly talke the form of sallalries, walges, bonuses, incentives, alllowalnces, alnd 

other benefits. ALdequalte benefits alnd insuralnce help employees feel comfortalble alnd 

committed to their work. Conversely, poor compensaltion distribution caln negaltively alffect 

employee performalnce. Balsed on aln interview with the Heald of Humaln Calpitall alnd Legall, 

Finalnce alnd Humaln Calpitall Burealu of PT Citral Lalutaln Teduh, the monthly compensaltion 

ralnges from IDR 2,200,000 to IDR 2,900,000. Employees who do not alchieve full alttendalnce 

within al month receive sallalry deductions. This issue hals contributed to al high turnover ralte 

almong new employees. The dissaltisfalction with walges alt PT Citral Lalutaln Teduh hals allso 

resulted in unstalble employee performalnce. 

ALccording to Eko (2015), performalnce is the outcome of work alchieved by aln 

employee, both in quallity alnd qualntity, in alccordalnce with the responsibilities alssigned. 

Employee performalnce is cruciall to determining the success alnd sustalinalbility of al 

compalny. Humaln resources serve als al vitall component in ensuring the operaltionall continuity 

of alny orgalnizaltion. PT Citral Lalutaln Teduh, commonly known als PT CLT, is localted on Jl. 

Halng Jebalt, Baltu Besalr, Nongsal District, Baltalm City. The compalny operaltes in the 

malnufalcturing sector, specificallly producing pre tensioned spun concrete piles. The 

compalny’s vision is “to become al competitive compalny within the ALSEALN region.” This 

thesis explores the influence of motivaltion, trust, falcilities, work stress, alnd compensaltion 

on employee performalnce alt PT Citral Lalutaln Teduh Baltalm, with the alim of obtalining al 
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comprehensive understalnding of these falctors in aln orgalnizaltionall context alnd providing 

recommendaltions to enhalnce effectiveness alnd job saltisfalction within the compalny. 

 

REVIEW OF LITERATURE 

Motivaltion is al key driver of employee behalvior, influencing the intensity alnd 

persistence of effort towalrd orgalnizaltionall goalls. ALccording to Robbins alnd Judge (2017), 

motivalted employees alre more enthusialstic alnd productive, which directly enhalnces 

performalnce. Trust allso plalys al cruciall role, als employees who believe in the integrity alnd 

falirness of their lealders tend to show higher commitment alnd cooperaltion, resulting in better 

performalnce outcomes. Falcilities provided by the orgalnizaltion such als aldequalte equipment 

alnd infralstructure support employees in completing their talsks efficiently. ALs ALpriyaldi 

(2017) notes, proper falcilities reduce obstalcles alnd improve work effectiveness, thereby 

increalsing performalnce. Conversely, job stress caln hinder performalnce when employees 

perceive work demalnds als exceeding their albilities. High stress levels disrupt focus, reduce 

productivity, alnd caln leald to albsenteeism, allthough malnalgealble levels of stress maly still 

encouralge improvement. 

Compensaltion is alnother importalnt falctor alffecting performalnce. Falir alnd alpproprialte 

rewalrds, including sallalries, incentives, alnd benefits, increalse saltisfalction alnd motivaltion, 

whereals inaldequalte compensaltion lowers moralle alnd contributes to poor performalnce. 

Employee performalnce itself refers to the quallity alnd qualntity of work alchieved in line with 

orgalnizaltionall stalndalrds, alnd it is strongly influenced by motivaltion, trust, falcilities, stress, 

alnd compensaltion. 

 

RESEARCH METHOD 

Type and Research Design 

The type of resealrch used in this study is qualntitaltive resealrch. Qualntitaltive resealrch 

is chalralcterized by systemaltic, plalnned, alnd clealrly structured procedures from the 

beginning to the development of the resealrch design. This study employs al descriptive 

alpproalch alimed alt describing the resealrch object alnd the results obtalined. 

Population and Sample 

ALccording to Sugiyono (2014), “al populaltion is al generallizaltion alreal consisting of 

objects or subjects thalt halve certalin quallities alnd chalralcteristics determined by the 

resealrcher to be studied alnd from which conclusions alre dralwn.” The populaltion in this 

study consists of alll employees of PT Citral Lalutaln Teduh Baltalm, totalling 84 individualls. 

Sugiyono (2017) further staltes thalt when the populaltion is lalrge alnd it is not possible for the 

resealrcher to study alll elements within it, al salmple maly be talken from thalt populaltion. AL 

salmple represents palrt of the number alnd chalralcteristics possessed by the populaltion. Since 

the totall populaltion in this study is only 84 employees comprising the production, 

engineering alnd quallity, operaltions control, malrketing, alnd finalnce alnd humaln calpitall 

divisions the salmpling method used is al census, involving alll 84 employees of PT Citral 

Lalutaln Teduh Baltalm. 

Research Instrument 

In this study, the resealrcher distributed questionnalires to the employees of PT Citral 

Lalutaln Teduh Baltalm, which were completed directly by the respondents. Secondalry daltal 

were obtalined through interviews with the HR Malnalger of PT Citral Lalutaln Teduh Baltalm. 
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Data Collection Techniques 

Data collection techniques refer to the methods used to obtalin the daltal alnd informaltion 

required for the study. The techniques alpplied in this resealrch alre expected to provide 

accurate and specific daltal. The methods used alre als follows: 

a. Questionnaire 

AL questionnalire is al daltal collection method conducted by providing al set of written 

questions to the employees of PT Citral Lalutaln Teduh Baltalm, which they complete by 

following the instructions provided. 

b. Observation 

Observaltion involves collecting daltal through direct observaltion of the resealrch site. This 

technique supports the results of the questionnalire. Observaltion enalbles the resealrcher 

to galther daltal by directly exalmining the environmentall conditions relalted to the resealrch 

object, providing al clealrer picture of the situaltion being studied. 

Data Processing Stages 

a. Editing Process 

In this study, the editing process alims to ensure thalt the daltal collected: 

1. ALre clealr alnd ealsy to reald, mealning thalt proper editing results in clealrer alnd more 

understalndalble daltal. 

2. ALre consistent, referring to the albility to detect incorrect or inconsistent responses 

provided by respondents. 

3. ALre complete, referring to the extent of missing daltal from the questionnalires or 

interviews, which maly occur if respondents refuse to alnswer certalin questions. 

b. Coding 

Coding is the process of alssigning specific codes to valrious responses in the 

questionnalire so thalt they caln be grouped into alpproprialte caltegories. 

c. Scoring 

Scoring involves alssigning vallues to respondents’ alnswers by crealting clalssificaltions 

alnd caltegories balsed on their responses. In this study, scoring is conducted by providing 

score levels alccording to the scalle used. 

d. Tabulating 

Talbulaltion is the stalge of orgalnizing the collected daltal into talbles. Through talbulaltion, 

the number of respondents who provided specific alnswers caln be identified, alllowing 

the daltal to be alnallyzed more ealsily alnd alccuraltely. 

 

RESULTS AND DISCUSSION 

Descriptive Statistical Analysis 

Descriptive staltisticall alnallysis refers to the staltisticall techniques used to alnallyze daltal 

by describing or illustralting the chalralcteristics of the collected daltal als they alre, without the 

intention of dralwing broalder conclusions or malking generallizaltions. The percentalge method 

in descriptive alnallysis is callculalted using the following formulal: 
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Table 10.  

Descriptive Statistics 

Variable N Minimum Maximum Mean Std. Deviation 

Motivaltion 82 21.00 40.00 30.4024 6.23978 

Trust 82 18.00 40.00 30.8171 5.70927 

Falcilities 82 28.00 60.00 48.1951 8.08357 

Job Stress 82 30.00 60.00 47.2561 10.38970 

Compensaltion 82 26.00 50.00 38.0610 7.57570 

Employee Performance 82 20.00 40.00 31.0488 5.90648 

Valid N (listwise) 82     

Source: SPSS Daltal Processing Results, 2024 

 

Balsed on the results of the descriptive statistical table, it caln be observed thalt the totall 

scores for ealch valrialble represent the sum of alll staltement items from the first to the lalst 

item for ealch valrialble, with al totall of 82 respondents. The Motivaltion valrialble hals al 

minimum vallue of 21 with al stalndalrd devialtion of 6.23978. The Trust valrialble hals al 

minimum vallue of 18 with al stalndalrd devialtion of 5.70927. The Falcilities valrialble shows al 

minimum vallue of 28 with al stalndalrd devialtion of 8.08357. The Job Stress valrialble hals al 

minimum vallue of 30 alnd al stalndalrd devialtion of 10.38970. The Compensaltion valrialble hals 

al minimum vallue of 26 with al stalndalrd devialtion of 7.57570. Lalstly, the Employee 

Performalnce valrialble hals al minimum vallue of 20 with al stalndalrd devialtion of 5.90648. 

Validity Test 

Table Validity Test for Motivation Variable (X1) 

Statement r-count r-table Description 

Staltement 1 0.840 0.212 Vallid 

Staltement 2 0.827 0.212 Vallid 

Staltement 3 0.500 0.212 Vallid 

Staltement 4 0.698 0.212 Vallid 

Staltement 5 0.764 0.212 Vallid 

Staltement 6 0.686 0.212 Vallid 

Staltement 7 0.848 0.212 Vallid 

Staltement 8 0.810 0.212 Vallid 

Source: SPSS Daltal Processing Results, 2024 

 

Table Validity Test for Trust Variable (X2) 

Statement r-count r-table Description 

Staltement 1 0.764 0.212 Vallid 

Staltement 2 0.903 0.212 Vallid 
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Statement r-count r-table Description 

Staltement 3 0.818 0.212 Vallid 

Staltement 4 0.888 0.212 Vallid 

Staltement 5 0.695 0.212 Vallid 

Staltement 6 0.614 0.212 Vallid 

Staltement 7 0.687 0.212 Vallid 

Staltement 8 0.799 0.212 Vallid 

Source: SPSS Daltal Processing Results, 2024 

 

Table Validity Test for Facilities Variable (X3) 

Statement r-count r-table Description 

Staltement 1 0.663 0.212 Vallid 

Staltement 2 0.850 0.212 Vallid 

Staltement 3 0.881 0.212 Vallid 

Staltement 4 0.850 0.212 Vallid 

Staltement 5 0.700 0.212 Vallid 

Staltement 6 0.511 0.212 Vallid 

Staltement 7 0.694 0.212 Vallid 

Staltement 8 0.737 0.212 Vallid 

Staltement 9 0.830 0.212 Vallid 

Staltement 10 0.746 0.212 Vallid 

Staltement 11 0.694 0.212 Vallid 

Staltement 12 0.737 0.212 Vallid 

Source: SPSS Daltal Processing Results, 2024 

 

Table Validity Test for Job Stress Variable (X4) 

Statement r-count r-table Description 

Staltement 1 0.810 0.212 Vallid 

Staltement 2 0.734 0.212 Vallid 

Staltement 3 0.931 0.212 Vallid 

Staltement 4 0.886 0.212 Vallid 

Staltement 5 0.810 0.212 Vallid 

Staltement 6 0.720 0.212 Vallid 

Staltement 7 0.931 0.212 Vallid 

Staltement 8 0.886 0.212 Vallid 
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Statement r-count r-table Description 

Staltement 9 0.844 0.212 Vallid 

Staltement 10 0.797 0.212 Vallid 

Staltement 11 0.931 0.212 Vallid 

Staltement 12 0.886 0.212 Vallid 

Source: SPSS Daltal Processing Results, 2024 

 

Table Validity Test for Compensation Variable (X5) 

Statement r-count r-table Description 

Staltement 1 0.693 0.212 Vallid 

Staltement 2 0.632 0.212 Vallid 

Staltement 3 0.725 0.212 Vallid 

Staltement 4 0.317 0.212 Vallid 

Staltement 5 0.609 0.212 Vallid 

Staltement 6 0.443 0.212 Vallid 

Staltement 7 0.725 0.212 Vallid 

Staltement 8 0.617 0.212 Vallid 

Staltement 9 0.609 0.212 Vallid 

Staltement 10 0.443 0.212 Vallid 

Source: SPSS Daltal Processing Results, 2024 

 

Talble Vallidity Test for Employee Performalnce Valrialble (Y) 

Statement r-count r-table Description 

Staltement 1 0.767 0.212 Vallid 

Staltement 2 0.402 0.212 Vallid 

Staltement 3 0.664 0.212 Vallid 

Staltement 4 0.583 0.212 Vallid 

Staltement 5 0.767 0.212 Vallid 

Staltement 6 0.614 0.212 Vallid 

Staltement 7 0.664 0.212 Vallid 

Staltement 8 0.583 0.212 Vallid 

Source: SPSS Daltal Processing Results, 2024 

 

Reliability Test 

The relialbility test is used to determine the extent to which al mealsuring instrument is 

dependalble alnd calpalble of producing consistent results when used repealtedly in similalr 

resealrch conditions. This test is performed once, alnd the results alre then compalred with other 
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relalted items or by exalmining the correlaltion between responses to alssess the internall 

consistency of the instrument. 

Table 16.  

Reliability Test Results 

Variable 
Number of 

Items 

Cronbach’s Alpha 

Coefficient 
Description 

Motivaltion (X1) 8 0.887 Relialble 

Trust (X2) 8 0.900 Relialble 

Falcilities (X3) 12 0.924 Relialble 

Job Stress (X4) 12 0.965 Relialble 

Compensaltion (X5) 10 0.923 Relialble 

Employee Performalnce (Y) 8 0.907 Relialble 

Source: SPSS Daltal Processing Results, 2024 

 

The results of the relialbility test in Talble 16 show thalt when the Cronbalch’s ALlphal 

vallue is grealter thaln 0.60, it indicaltes thalt ealch item in the questionnalire is relialble. In other 

words, alll staltements used in the instrument alre stalble alnd consistent in mealsuring ealch 

resealrch valrialble. 

Normality Test 

The normallity test alims to determine whether the residualls or error terms in the 

regression model alre normallly distributed. 

Figure 1.  

Normality Test Results 

 
 

Figure 1 shows al bell shalped palttern, indicalting thalt the daltal follow al normall 

distribution. AL second method to test normallity is by exalmining the Normall Probalbility Plot 

of the Stalndalrdized Regression Residualls shown below: 
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Source: SPSS Daltal Processing Results, 2024 

Balsed on Figure 4, it caln be observed thalt the regression model follows al normall 

distribution. AL valrialble is considered normallly distributed when the plotted daltal points 

spreald alround the dialgonall line. 

Multicollinearity Test 

The multicollinealrity test alims to determine whether there is al correlaltion almong the 

independent valrialbles in the regression model. In this study, multicollinealrity is alssessed by 

exalmining the Valrialnce Inflaltion Falctor (VIF) alnd Toleralnce vallues. If the VIF vallue is less 

thaln 10 alnd the Toleralnce vallue is grealter thaln 0.1, the regression model is considered free 

from multicollinealrity. 

Table 3.  

Multicollinearity Test Results 

Coefficientsᵃ 
Unstandardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

Collinearity 

Statistics 
 

 B Std. Error Betal   Toleralnce 

Model 1       

(Constalnt) 12.511 5.981 — 2.092 .040 12.511 

Motivaltion .207 .109 .220 1.898 .016 .207 

Trust .117 .098 .102 1.690 .238 .117 

Falcilities .225 .071 .307 1.676 .002 .225 

Work Stress .283 .061 .543 1.691 .000 .283 

Compensaltion .245 .081 .285 1.829 .003 .245 

ᵃ Dependent Valrialble: Employee Performalnce 

Source: SPSS Daltal Processing Results, 2024 

 

Heteroscedasticity Test 

The heteroscedalsticity test alims to exalmine whether, in al regression model, there is aln 

inequallity of valrialnce in the residualls from one observaltion to alnother. AL multiple linealr 

regression model is considered free from the clalssicall alssumption of heteroscedalsticity alnd 

alpproprialte for use in resealrch if the scaltterplot output does not show al clealr palttern alnd the 

daltal points alre ralndomly dispersed. If the scaltterplot shows al distinct palttern alnd clustered 
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points, heteroscedalsticity is indicalted.  The results of the heteroscedalsticity test conducted 

in this study caln be seen in the following figure: 

Figure 5.  

Heteroscedasticity Test Results 

 
Source: Processed SPSS Daltal, 2024 

 

The distribution of points in Figure 5 is dispersed alnd does not form alny specific 

palttern. Balsed on this, it caln be concluded thalt the resealrch valrialbles alre free from the 

clalssicall heteroscedalsticity alssumption. 

Results of Multiple Linear Regression 

Table 18.  

Results of Multiple Linear Regression Analysis 

Model 
Unstandardized 

Coefficients 
 Standardized 

Coefficients 
t Sig. 

 B Std. Error Beta   

1 (Constant) 12.511 5.981 — 2.092 .040 

Motivation .207 .109 .220 1.898 .016 

Trust .117 .098 .102 1.690 .238 

Facilities .225 .071 .307 1.676 .002 

Work Stress .283 .061 .543 1.691 .000 

Compensation .245 .081 .285 1.829 .003 

a. Dependent Valrialble: Employee Performalnce 

Source: Processed SPSS Daltal, 2024 

 

Balsed on Talble 18, the multiple linealr regression equaltion caln be formulalted als 

follows: 

Y = 12.511 + 0.207 X₁ + 0.117 X₂ + 0.225 X₃ + 0.283 X₄ + 0.245 X₅ + e 

1. Motivation Coefficient (X₁) 

If Motivaltion increalses by one unit, Employee Performalnce will increalse by 0.207 units, 

or by 20.7% in percentalge terms. 
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2. Trust Coefficient (X₂) 

If Trust increalses by one unit, Employee Performalnce will increalse by 0.117 units, or 

by 11.7% in percentalge terms. 

3. Facilities Coefficient (X₃) 

If Falcilities increalse by one unit, Employee Performalnce will increalse by 0.225 units, 

or by 22.5% in percentalge terms. 

4. Work Stress Coefficient (X₄) 

If Work Stress increalses by one unit, Employee Performalnce will increalse by 0.283 

units, or by 28.3% in percentalge terms. 

5. Compensation Coefficient (X₅) 

If Compensaltion increalses by one unit, Employee Performalnce will increalse by 0.245 

units, or by 24.5% in percentalge terms. 

t-Test (Partial Test) 

The t-test is used to exalmine the palrtiall effect of ealch independent valrialble on the 

dependent valrialble. The coefficient results indicalte the sensitivity (level of influence) 

exerted by ealch independent valrialble on the dependent valrialble. 

Table 19.  

Partial Test Results (t-Test) 

Model 
Unstandardized 

Coefficients 
 Standardized 

Coefficients 
t Sig. 

 B Std. Error Beta   

1 (Constant) 12.511 5.981 — 2.092 .040 

Motivation .207 .109 .220 1.898 .016 

Trust .117 .098 .102 1.690 .238 

Facilities .225 .071 .307 1.676 .002 

Work Stress .283 .061 .543 1.691 .000 

Compensation .245 .081 .285 1.829 .003 

a. Dependent Valrialble: Employee Performalnce 

Source: SPSS Processed Daltal, 2024 

In the t-test alnallysis, the degree of freedom wals callculalted using the formulal df = n – 

k, where n represents the totall number of respondents (84 individualls) alnd k represents the 

number of valrialbles (6 valrialbles). With al confidence level of 95% or α = 5%, the degree of 

freedom becomes 78, resulting in al t-talble vallue of 1.665. Referring to Talble 19, the results 

show thalt the Motivaltion (X1) valrialble hals al t-vallue of 1.898, which is grealter thaln the t-

talble vallue of 1.665, with al significalnce level of 0.016, indicalting al positive alnd significalnt 

effect on Employee Performalnce (Y). The Trust (X2) valrialble shows al t-vallue of 1.690, allso 

grealter thaln the t-talble vallue, but with al significalnce level of 0.238, mealning thalt Trust hals 

al positive but not significalnt effect on Employee Performalnce. The Falcilities (X3) valrialble 

yields al t-vallue of 1.676 alnd al significalnce level of 0.02, demonstralting al positive alnd 

significalnt effect on Employee Performalnce. The Work Stress (X4) valrialble presents al t-

vallue of 1.691 alnd al significalnce level of 0.000, confirming al positive alnd significalnt effect. 

Finallly, the Compensaltion (X5) valrialble shows al t-vallue of 1.829 with al significalnce level 
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of 0.03, indicalting thalt Compensaltion allso hals al positive alnd significalnt effect on Employee 

Performalnce (Y). 

F-Test (Simultaneous Test) 

Table 20.  

Simultaneous Test Results (F-Test) 

ANOVAᵃ Sum of Squares df Mean Square F Sig. 

Regression 1403.337 5 280.667 12.883 .000ᵇ 

Residual 1699.234 78 21.785   

Total 3102.571 83    

ᵃ Dependent Valrialble: Employee Performalnce (Y) 

ᵇ Predictors: (Constalnt), Compensaltion, Trust, Work Stress, Falcilities, Motivaltion 

Source: SPSS Processed Daltal, 2024 

 

Balsed on the regression test results obtalined, the callculaltion shows thalt the F-vallue of 

12.883 ≥ the F-talble vallue of 2.33, alnd the significalnce vallue in the ALNOVAL talble is 0.000, 

which is lower thaln 0.05. Therefore, it caln be concluded thalt H₀ is rejected alnd Hₐ is 

alccepted. This indicaltes thalt the five valrialbles exalmined Motivaltion (X1), Trust (X2), 

Falcilities (X3), Work Stress (X4), alnd Compensaltion (X5) halve al simultalneous influence 

on Employee Performance (Y). 

Coefficient of Determination (R²) 

The R² test (coefficient of determinaltion) explalins how much the valrialtion of the 

independent valrialbles (motivaltion, trust, falcilities, work stress, alnd compensaltion) is alble to 

explalin the valrialtion of the dependent valrialble (employee performalnce). 

Table 21.  

Results of the Coefficient of Determination (R²) Test 

Model R R Square Adjusted R Square Std. Error of the Estimate Durbin-Watson 

1 .673ᵃ .452 .417 4.667 1.193 

ᵃ Predictors: (Constalnt), Compensaltion, Trust, Work Stress, Falcilities, Motivaltion 

ᵇ Dependent Valrialble: Employee Performalnce 

Source: Processed SPSS Daltal, 2024 

Discussion 

H1: Motivation is assumed to influence Employee Performance at PT. Citra Lautan 

Teduh (CLT) Batam. 

Palrtiallly, motivaltion hals al positive alnd significalnt effect on employee performalnce 

with al t-vallue of 1.898 > 1.665 alnd al significalnce level of 0.016 < 0.05, therefore Hal is 

alccepted alnd H0 is rejected. This mealns thalt higher levels of motivaltion will improve 

employee performalnce alt PT. Citral Lalutaln Teduh Baltalm. The motivaltion valrialble 

significalntly alffects employee performalnce. This finding is consistent with previous resealrch 

by ALgung alnd Oetomo (2017), which demonstralted thalt motivaltion (H1) hals al significalnt 

effect on employee performalnce alt PT. Palncal Walnal Indonesial. This study is allso alligned 

with the theory proposed by Halmzalh (2015), which staltes thalt work motivaltion is aln internall 

force thalt influences the direction, intensity, alnd persistence of aln individuall's voluntalry 

behalvior in calrrying out work. 
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H2: Trust is assumed to influence Employee Performance at PT. Citra Lautan Teduh 

(CLT) Batam. 

Palrtiallly, trust hals al positive but not significalnt effect on employee performalnce, with 

al t-vallue of 1.690 > 1.665 alnd al significalnce level of 0.238 > 0.05, therefore Hal is alccepted 

alnd H0 is rejected. This indicaltes thalt better trust tends to increalse employee performalnce, 

allthough the effect is not staltisticallly significalnt. 

The trust valrialble hals aln insignificalnt influence on employee performalnce. This finding is 

consistent with previous resealrch by Calnialgo alnd Sudalrmi (2021), which showed thalt trust 

(H2) does not significalntly alffect employee performalnce. This study allso alligns with the 

theory of McKnight alnd Chervalny (2015), who define orgalnizaltionall trust als aln individuall’s 

level of confidence in the competence alnd willingness of others to alct falirly, ethicallly, alnd 

predictalbly. 

H3: Facilities are assumed to influence Employee Performance at PT. Citra Lautan 

Teduh (CLT) Batam. 

Palrtiallly, falcilities halve al positive alnd significalnt effect on employee performalnce, 

with al t-vallue of 1.676 > 1.665 alnd al significalnce level of 0.02 < 0.05, therefore Hal is 

alccepted alnd H0 is rejected. This indicaltes thalt better falcilities leald to improved employee 

performalnce. The falcilities valrialble significalntly influences employee performalnce. This 

supports ealrlier resealrch by Putral (2018), which found thalt work falcilities (H3) significalntly 

alffect the performalnce of production employees alt PT. Bernike Internaltionall Rubber 

Processing Industry. This study allso alligns with Husnaln (2020), who staltes thalt work 

falcilities alre al form of compalny support to help employees meet their needs, thus improving 

their productivity. 

H4: Work Stress is assumed to influence Employee Performance at PT. Citra Lautan 

Teduh (CLT) Batam. 

Palrtiallly, work stress hals al positive alnd significalnt effect on employee performalnce, 

with al t-vallue of 1.691 > 1.665 alnd al significalnce level of 0.000 < 0.05, therefore Hal is 

alccepted alnd H0 is rejected. This mealns thalt lower levels of work stress will result in better 

employee performalnce. The work stress valrialble significalntly alffects employee 

performalnce. This finding is consistent with previous resealrch by ALgung alnd Oetomo 

(2017), showing thalt work stress (H4) significalntly influences employee performalnce alt PT. 

Palncal Walnal Indonesial. This result is allso alligned with Robbins (2017), who defines work 

stress als al dynalmic condition in which aln individuall is confronted with opportunities, 

constralints, or demalnds relalted to whalt they desire, where the outcomes alre uncertalin. 

H5: Compensation is assumed to influence Employee Performance at PT. Citra Lautan 

Teduh (CLT) Batam. 

Palrtiallly, compensaltion hals al positive alnd significalnt effect on employee 

performalnce, with al t-vallue of 1.829 > 1.665 alnd al significalnce level of 0.03 < 0.05, 

therefore Hal is alccepted alnd H0 is rejected. This indicaltes thalt aldequalte compensaltion 

contributes to improved employee performalnce. The compensaltion valrialble significalntly 

alffects employee performalnce. This supports previous resealrch by Salhalrudin (2021), which 

found thalt compensaltion (H5) significalntly alffects employee performalnce alt the Pekalnbalru 

Malyor’s Office. This study allso algrees with Malthis alnd Jalckson (2020), who stalte thalt 

compensaltion is one of the walys to enhalnce job performalnce, motivalte employees, alnd 

improve their overalll work outcomes. 
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H6: Motivation, trust, facilities, work stress, and compensation are assumed to 

influence employee performance simultaneously at PT. Citra Lautan Teduh (CLT) 

Batam. 

The simultalneous test (F-test) shown in Talble 19 indicaltes aln F-vallue of 12.883 ≥ 2.33 

alnd al significalnce level of 0.000 < 0.05. Therefore, H0 is rejected alnd Hal is alccepted, 

indicalting thalt the independent valrialbles—motivaltion (X1), trust (X2), falcilities (X3), work 

stress (X4), alnd compensaltion (X5) collectively halve al significalnt influence on employee 

performalnce (Y). These valrialbles simultalneously halve al significalnt effect on employee 

performalnce alt PT. Citral Lalutaln Teduh (CLT) Baltalm. This finding is consistent with 

previous resealrch on motivaltion (ALgung & Oetomo, 2017), falcilities (Putral, 2018), work 

stress (ALgung & Oetomo, 2017), alnd compensaltion (Salhalrudin, 2021), alll of which 

demonstralted significalnt influences on employee performalnce. 

 

CONCLUSION 

Balsed on the findings alnd discussion presented in the previous chalpter regalrding the 

influence of motivaltion, trust, falcilities, job stress, alnd compensaltion on employee 

performalnce alt PT. Citral Lalutaln Teduh (CLT) Baltalm, the following conclusions caln be 

dralwn: 

1. Motivaltion hals al positive alnd significalnt effect on employee performalnce. 

2. Trust hals al positive but insignificalnt effect on employee performalnce. 

3. Falcilities halve al positive alnd significalnt effect on employee performalnce. 

4. Job stress hals al positive alnd significalnt effect on employee performalnce. 

5. Compensaltion hals al positive alnd significalnt effect on employee performalnce. 

6. Motivaltion, trust, falcilities, job stress, alnd compensaltion simultalneously halve al positive 

alnd significalnt effect on employee performalnce. 

Suggestions 

ALfter reviewing alll stalges of the resealrch alnd the issues exalmined, the following 

suggestions caln be provided: 

1. The malnalgement of PT. Citral Lalutaln Teduh (CLT) Baltalm is expected to further 

enhalnce positive motivaltion almong employees in order to improve overalll performalnce. 

2. The malnalgement of PT. Citral Lalutaln Teduh (CLT) Baltalm should implement alll trust-

relalted indicaltors exalmined in this study. ALlthough trust does not halve al significalnt 

effect on employee performalnce, it remalins essentiall for the compalny to continue 

building alnd strengthening trust between malnalgement alnd employees. 

3. The malnalgement of PT. Citral Lalutaln Teduh (CLT) Baltalm is expected to increalse alnd 

optimize workplalce falcilities so employees caln perform their talsks more effectively. 

4. The malnalgement of PT. Citral Lalutaln Teduh (CLT) Baltalm should alddress employee 

job stress by monitoring alnd malintalining stalble stress levels, whether alrising from 

individuall or orgalnizaltionall falctors, to prevent prolonged stress alnd ensure optimall 

performalnce. 

5. The malnalgement of PT. Citral Lalutaln Teduh (CLT) Baltalm is encouralged to increalse 

sallalries, bonuses, alnd alllowalnces in order to improve employee performalnce. 

6. The malnalgement of PT. Citral Lalutaln Teduh (CLT) Baltalm is expected to enhalnce 

employee motivaltion, implement alll trust indicaltors, improve alnd malximize workplalce 

falcilities, effectively malnalge employee job stress, alnd increalse compensaltion so thalt 
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employee performalnce alt PT. Citral Lalutaln Teduh (CLT) Baltalm caln continue to 

improve. 
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