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 Human resource management is an instrument that can provide 
directed task allocation. In reality, the achievement of a job done by 
every employee in a government organization includes meeting the 
needs in the form of adequate work facilities and appreciation for every 
work achievement they do. This study aims to determine the variables 
that affect employee performance and develop a theoretical basis and 
research model. This study uses an associative descriptive quantitative 
method with a population of 30 respondents drawn into a sample using 
non-probability sampling, using the saturated sampling method / total 
selection. The data analysis technique uses linear regression with the 
help of SPSS software version 26. The results of this study indicate that 
the first hypothesis states that employee performance is influenced by 
work motivation. Then, the second hypothesis states that the work 
environment has no significant effect on employee performance. The 
third hypothesis, employee performance, is influenced by work 
motivation and work environment, which can simultaneously improve 
employee performance. This research is expected to make a theoretical 
contribution to the literature in this context, of course, in the context of 
human resource management. 
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1. INTRODUCTION 

Human Resources is one of the critical aspects for the organization in achieving the goals, vision,n 
and mission that have been set; the function of Human resources in the organization is a living work 
calm that is involved in an organization. In achieving its goals, each organization is influenced by the 
behavior and attitudes of the people in the organization, Therefore operating work units in the agency 
(Amin et al., 2023; Chaidir et al., 2023). Human resources have an essential role in organizations to 
achieve competitive advantage. Technological developments and environmental changes make 
human resources a critical factor in determining the ability of an organization or company in global 
competition. Human resources are people who design and produce goods and services, monitor 
quality, market products, allocate financial resources, and formulate all organizational strategies and 
goals (Karsikah et al., 2023). Human resources or employees are assets, one of the reasons for 
significant strength in the industry, and are often said to be the spearhead for achieving industrial 
goals; therefore, the sector needs human resources or individuals who are high-performing so that 
they can achieve the industrial goals that have been set (Haryadi et al., 2022; Tania et al., 2021). 
The quality of employees is an essential part of the organization's competitive advantage. Agencies 
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have qualified workers so that the organization can develop, fulfill its ability to activities on 
productivity, is for its customers, and significantly ensure customer satisfaction (Amin et al., 2023; 
Riyanto et al., 2022; Setyowati et al., 2023). 

 An aspect that can be a benchmark for a company in managing its human resources is 
employee performance. Employees can perform specific skills. The extent to which employees can 
carry out their assigned tasks will be known through their performance (Sinambela, 2019; Yusuf et 
al., 2021). Performance is a reflection of the income level of the application of an activity program or 
policy in creating targets, vision goals, and objectives as outlined through necessary programming 
in a company (Isabel et al., 2021; Purnamasari et al., 2023; Yumhi et al., 2023). That way, each 
employee needs to know precisely the responsibilities and capabilities to achieve and correctly 
measure their success markers (Haryadi, 2022; Haryadi & Wahyudi, 2020). Performance is the 
overall achievement or level of success of an employee during a specific period or by comparing the 
tasks carried out or with various parameters measuring success, namely assessment of standard 
work results, goals or targets notifications or that have been determined in advance and have been 
approved Together (Haryadi, Setiawati, & Juhandi, 2022; Widodo, 2020). 

 Every humanist is a person who, every day, those ordinary positions are also those who are 
lazy. This has fundamentals that encourage someone to be willing to do work. This is because of 
motivation (Agusra et al., 2021). Motivation to do so inspires creative performance and shows 
workers how much the organization cares (Putri & Frianto, 2019). The most popular motivation 
results or performance. Therefore, if employee motivation can be increased, efficiency will occur, 
and there will be no decrease in alignment (Putri & Frianto, 2 019). The argument above firmly states 
that employee motivation is essential for an organization's growth, development, and success, 
regardless of size. The most significant interest of any institution should be to exploit its profits, and 
this can be primarily achieved by depending on various resources such as human resources 
(Connelly & Torrence, 2018; Rahmatullah, Ramdansyah, Kambara, & Haryadi, 2022). 

One factor that can improve employee performance is a healthy, safe, and harmonious work 
environment. The work environment is all things or elements that can directly influence an 
organization, positively affecting employee performance and satisfaction (Sihaloho & Siregar, 2019). 
The work environment is the atmosphere or working conditions around the work location. The work 
environment can include space, layout, facifacilitie sanfacilitiestructureandas working relationships 
with colleagues (Ghalib & Sary, 2020). The work environment is a place where employees carry out 
activities every day. The work environment can affect employee emotions. Employees who like their 
work environment will feel at home and carry out their activities to use their working time effectively 
(Chaidir & Haerofiatna, 2023; Hutabarat et al.,2019). 

Ciomas Sub-district is a separate SKPD which is always required to be able to make changes 
in carrying out the duties and functions of the entity by doing strategic planning that contains the 
vision, mission, programs, and activities that are in line with the RPJM Serang Regency 2016-2021 
Sub-districts or other designations following Government Regulation Number 19 of 2008 is the Work 
Area of the Sub-district Head as a Regency Regional Apparatus. The Camat has a role as head of 
the region (working area, but does not have a place in the sense of an area of authority) because it 
carries out general government duties in the sub-district area, especially attributive tasks in the field 
of government coordination of all government agencies in the sub-district area, organizing peace and 
order, enforcing laws and regulations, fostering the administration of village and kelurahan 
governments, and carrying out other government duties that have not been carried out by the 
village/kelurahan government and other government agencies in the sub-district area. The discipline 
of employee attendance in Ciomas Subdistrict is very low, and this is evident from the number of 
employees who are absent either sick, permission, or TK (Without Information) every month, which 
has increased from January to June 2023, especially in April the number of employees who were 
absent TK (Without Information) as many as five people this is because in that month coincided with 
the Eid holiday. 

This research aims to develop a model that the author has designed so that he knows the factors 
that can improve employee performance. This research is expected to provide a theoretical 
contribution to the literature in this context, including in the context of human resource management. 
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2. RESEARCH METHOD 
In this research, the method used by the author is descriptive quantitative research with a causal 
approach. The causal process is an analysis that will seek an overview of the relationship, influence, 
impact, and causal effects of various concepts or factors or, in some cases, designed in management 
science (Ferdinand. A., 2014). The population in this study were employees of Ciomas District, 
totaling 30 respondent employees. The sample in this study were 30 employees of Ciomas 
Subdistrict, with the sampling technique used was saturated sampling, meaning that the entire 
population was drawn as a sample. The data collection technique used in this study used a 
questionnaire with a Likert scale of 1-5 using the scale method strongly disagree, disagree, hesitate, 
agree, and strongly agree. Based on the research sample, 30 questionnaires were obtained from 
respondents. The data analysis technique in this research is a descriptive analysis using the SPSS 
version 26 assistance program, then to determine the influence between variables using inferential 
analysis with the SPSS version 26 assistance program through multiple linear regression analysis 
with validity tests, reliability calculations, then classical assumption tests including data normality and 
multipolarity. The t-test and f-test are used to determine the influence of variables by looking at the 
statistical t-value and significance. In this study, the author formulates research hypotheses, 
including Hypothesis 1: There is a positive and significant effect of work motivation on employee 
performance, Hypothesis 2: There is a positive and significant effect of work environment on 
employee performance, Hypothesis 3: There is a positive and significant effect of work motivation 
and work environment simultaneously on employee performance.  

3. RESULTS AND DISCUSSIONS 
Before carrying out an assumption test, it is necessary to carry out a validity test to show how positive 
an instrument method or way of measuring something is designed. Employee performance is 
measured using 8 states, work motivation using 10 statements, and the work environment using 10 
accounts. This research tries to test the validity by looking at the validity figures of the cocorrectedotal 
correlation value and their value in a coin comparison with the r t.  Further from that, even parity 
calculation value is also by looking at CronbachbCronbach'surthermore, the validity test, and 
reliability calculation results for each variable can be seen in the ttabTable below 

Table 1. Validity and Reliability Test 

Item Statement r-hitung 
rtabel 
(n=58) 

Decision Reliability Convergent 

Employee 
Performance 

   

0.869 

EP_1 0,521 0,361 Valid 
EP_2 0,708 0,361 Valid 
EP_3 0,676 0,361 Valid 
EP_4 0,846 0,361 Valid 
EP_5 0,674 0,361 Valid 
EP_6 0,730 0,361 Valid 
EP_7 0,911 0,361 Valid 
EP_8 0,801 0,361 Valid 

Work Motivations    

0.903 

WM_1 0,539 0,361 Valid 
WM_2 0,540 0,361 Valid 
WM_3 0,503  0,361 Valid 
WM_4 0,679 0,361 Valid 
WM_5 0,679 0,361 Valid 
WM_6 0,763 0,361 Valid 
WM_7 0,679 0,361 Valid 
WM_8 0,691 0,361 Valid 
WM_9 0,679 0,361 Valid 

WM_10 0,693 0,361 Valid 
Work Environment    

0.845 WE_1 0,717 0,361 Valid 
WE_2 0,577 0,361 Valid 
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WE_3 0,711 0,361 Valid 
WE_4 0,711 0,361 Valid 
WE_5 0,637 0,361 Valid 
WE_6 0,729 0,361 Valid 
WE_7 0,719 0,361 Valid 
WE_8 0,645 0,361 Valid 
WE_9 0,520 0,361 Valid 

WE_10 0,716 0,361 Valid 

 
Table 1 shows that all statement indicator variables for each variable have an r-value > 

0.254, which automatically meets data validity standards. Indicators are considered accurate if 
eachpinneedle validity value of r is> 0.361. Not only looking at the external load but divergent validity 
can also be seen in the rerereliabilitytyigures, which must be greater than 0.60. In this average a, the 
average acceaccelerationiable lies above 0.60. Are entered. The results of the classical assumption 
test of data normality were proven.  
 

Table 2. One-Sample Kolmogorov-Smirnov Test 
One-Sample Kolmogorov-Smirnov Test 

 
Unstandardized 

Residual 

N 30 
Normal Parametersa,b Mean .0000000 

Std. Deviation 2.65361328 
Most Extreme 
Differences 

Absolute .139 
Positive .079 
Negative -.139 

Test Statistic .139 
Asymp. Sig. (2-tailed) .144c 
a. Test distribution is Normal. 
b. Calculated from data. 
c. Lilliefors Significance Correction. 

  
 Table 2 shows the magnitude of the Kolmogorov-Smirnov normality; the, si significancelue 
(Asymp Sig. 2-taleThe 2-tale significancenormality test is 0.144) is residual data that has a 
significance value greater than 0.05. The following multicollinearity test results can be seen in Table 
1.3 below. 

 
Table 3. Multiklonieritas Test 

Tableicientsa 

Model 
Collinearity Statistics 

Tolerance VIF 

1 
Work Motivation .786 1,272 

Work Environment .786 1,272 

a. Dependent Variable: Employee Performance (Y) 

 
 The multicollinearity test obtained a Variance Inflation Factor (VIF) value of 1.272 and a 
Tolerance value of 0.999. The decision result for the multicollinearity test is that if the tolerance value 
(0.786) > 0.10 and VIF (1.272) < 10, then it can be interpreted that there is no multicollinearity, so it 
can be concluded that the model used does not contain symptoms of multicollinearity. The—following 
recipe linear regression analysis can result from suitable Tabin le 4 below. 

 
Table 4. RegresRegressionr Test 

Coefficients a 

Model 
Unstandardized Coefficients 

Standardized 
Coefficients t Sig. 

B Std. Error Beta 

1 (Constant) - 5.060 5.984  -,846 ,405 
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Work Motivation ,489 ,087 ,763 5,651 ,000 
Work Environment ,147 ,156 .123 .945 ,353 

a. Dependent Variable: Employee Performance (Y) 

 
 The constant value is -5.060, which states that if the work motivation and work environment 
variables are 0, employee performance remains -5.060. The regression coefficient value of work 
motivation has a positive value of 0.489, which means that every time there is an increase in work 
motivation variables by 1%, employee performance increases by 0.489 or vice versa; every time 
there is a decrease in motivation variables by 1%, performance decreases by 0.489. The work 
environment regression coefficient value is 0.147, which means that every 1% increase in the work 
environment variable increases employee performance by 0.147 or vice versa; every 1% decrease 
in the work environment variable decreases employee performance by 0.147. The following analysis 
results in hypothesis testing are presented in Table 5 below. 

 
Table 5. Hipotesis Test 

Variable T-value P-values Result 

WM ⟶ EP 5,651 0.000 Accepted 

WE ⟶ EP 0.945 0.353 Rejected 

WM & WE ⟶ EP 24.015 0.000 Accepted 

Source: Results of research data processing 2023 

 
Table 5 shows statistically the first hypothesis, the results of the t-test on the assumption that 

work motivation affects employee performance, obtained a t-count value of 5.651 and t table at 
degrees of freedom (dk) = n-2 (30-2 = 28) obtained at 2.048 so that t count> t table (5.651> 2.048) 
with a significance level of (0.000 <0.05) so that there is an effect of work motivation on employee 
performance. An essential aspect of improving employee ability is encouraging work motivation 
activities. Reason has three crucial parts: effort, goals, and desire is a dimension of seriousness. 
Suppose a person is motivated to the point that he will try achievement a significant toll and great 
ability (Pasaribu, 2021). An institution's goals determine the quality of the effort. Desire is an internal 
situation that gives rise to urges, where desires that are not fulfilled will give rise to pressure that 
triggers motivation from within the person. This urge leads to a seasearchingtitusearchffor (Setyowati 
et al., 2023; Siswatiningsih et al., 2019). 

The second finding in this study is the result of the t-test on the hypothesis that the work 
environment does not affect employee performance. The t-test result is 0.945, and the t-table is at df 
degree of freedom. T-table, df = n-2 (30-2 = 28) is obtained at 2.048 so that t-count < t-table (0.945 
< 2.058) with a significance level (0.000> 0.05) so that this finding states that there is no significant 
effect of the work environment on employee performance. One factor that can improve employee 
performance is a healthy, safe, and harmonious work environment. The work environment is all 
things or elements that can influence directly or indirectly the organization or company,y which will 
have a good or bad impact on employee performance and job satisfaction (Sihaloho & Siregar, 2019). 
The work environment is the atmosphere or working conditions around the work location. The work 
environment can include room, layout, facilities, and standing relationships with stakeholders (Ghalib 
& Sary, 2020). The work environment is a place where employees carry out activities every day. The 
work environment can affect employee emotions. If employees like their work environment, they will 
feel comfortable with their actions to use their working time (Hutabaratime., 2019). 

The third finding in this study is the result of the F test on the hypothesis stating that work 
motivation and work environment have a positive and significant effect on employee performance, 
the F-count value is 24.015 and the F-table at the Degree of Freedom (dk) = n-k-1 or 30-2-1 = 27 is 
3.356 so that F-count > Ftabel (24.015> 3.356) with a significance level (0.000 <0.05) so that this 
finding is statistically there is a positive and significant effect of work motivation and work environment 
on employee performance. Studi (Suwarno, 2014) menulis pada hasil penelitiannya kalau motivation 
interinsik mempunyai dampak efek yang positif serta penting kepada kemampuan performance 
pegawai. Untuk mendapatkan hasil kinerja yang bagus, perlu terdapatnya prestasi yang baik pula 
dari para pegawai. Sikap seorang lebih banyak timbul dari penyebab-penyebab dari dalam hati 
individu, pegawai antusias dalam melakukan menuntaskan proformansinya. According (Dharmayati, 
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2019) wrote in the results of his research that internal motivation has a positive and important effect 
on employee performance abilities. The greater the internal motivation, the higher the employee 
performance will be, because this will result in an increase in the employee's performance ability, 
which in turn will increase the institution's ability. Internal motivation is an impulse that originates from 
within the employee, which means that an employee carries out an action that does not originate 
from impulses or other factors that originate from outside the individual (Nasir et al., 2019). 
Meanwhile, the work environment is the condition surrounding the workplace, both physical and non-
physical, which can give the impression of being pleasant, safe, reassuring and the impression of 
being at home at work, etc. (Sedarmayanti, 2019: 21). The work environment is the entire work 
infrastructure around employees who are carrying out work which can influence the implementation 
of the work itself (Hutabarat et al., 2019). The work environment is all things or elements that can 
influence directly or indirectly the organization or company which will have a good or bad impact on 
employee performance and job satisfaction, this is stated (Sihaloho & Siregar, 2019).  

4. CONCLUSION 
From the results of research and discussion, the first hypothesis statistically states that 

employee performance is influenced by work motivation, meaning that the higher the work motivation 
of employees, the higher the employee's performance. Then, the second hypothesis states that the 
work environment does not significantly affect employee performance; of course, the work 
environment in the Ciomas sub-district office, serang district, is good but must be improved again. 
The third hypothesis is that employee performance is influenced by work motivation and work 
environment. Human resource management is an instrument that can provide directed task 
allocation. In reality, the achievement of a job carried out by every employee who works in a 
government organization includes fulfilling needs in the form of adequate work facilities and 
appreciation for every work achievement they do; in principle, work motivation in government 
organizations does not always discuss good conditions but about how much effort and willingness 
each employee has to comply with the provisions of the assigned tasks. This research is expected 
to make a theoretical contribution to the literature in this context, of course, in the context of human 
resource management.  It is hoped that future research needs to add research variables, such as 
organizational commitment, job satisfaction and training, and others in order to know what can 
improve employee performance at related agencies. 

ACKNOWLEDGEMENTS 
The authors would like to offer the most profound gratitude for the expression and dedication of the 
entire team. International Journal of Applied Finance and Business Studies has reviewed the article 
and published the paper the author compiled. In addition, the authors would also like to thank all the 
bestary partners who have collaborated and supported the preparation of this article so that it can be 
successful and published in the International Journal of Applied Finance and Business Studies. 

REFERENCES 
Agusra, Febrina Dodi, L., Lussianda, E. O., & Susanti, A. R. (2021). The Effect of Compensation and Motivation 

on Employee Performance. Husnayain Business Review, 1(1), 43–50. 
https://doi.org/10.54099/hbr.v1i1.13 

Amin, R. Al, Prahiawan, W., David, A., & Didit, R. (2023). Employee performance under organizational culture 
and transformational leadership : A mediated model. Jurnal Mantik, 7(2), 719–728. 

Astutik, M. (2016). Pengaruh Disiplin Kerja Dan Budaya Organisasi Terhadap Kinerja Pegawai Sekretariat 
Dewan Perwakilan Rakyat Daerah Kabupaten Jombang. JBMP (Jurnal Bisnis, Manajemen Dan 
Perbankan), 2(2), 121–140. https://doi.org/10.21070/jbmp.v2i2.1098 

Chaidir, J., & Haerofiatna. (2023). The Development of Serang District Government Business Process Mapping. 
International Journal of Small Business and Entrepreneurship Research, 11(2), 12–19. 

Chaidir, J., Kania, D., & Wahyudi. (2023). Peran mediasi komitmen afektif pada persepsi dukungan organisasi 
terhadap kinerja karyawan Pendahuluan. MBR (Management and Business Review), 7(1), 30–45. 

Connelly, S., & Torrence, B. S. (2018). The relevance of discrete emotional experiences for human resource 
management: Connecting positive and negative emotions to HRM. Research in Personnel and Human 
Resources Management, 36, 1–49. https://doi.org/10.1108/S0742-730120180000036001 

Dharmayati, A. S. (2019). Pengaruh Motivasi Intrinsik Dan Ekstrinsik Terhadap Kinerja Karyawan Dengan 



    ISSN 2338-3631 (Print), 2809-9982 (Online) 

 

IJAFIBS, Vol. 11, No. 2, September 2023 : pp 270-276 

276 

Kepuasan Kerja Sebagai Variabel Intervening Di Badan Pusat Statistik Provinsi Daerah Istimewa 
Yogyakarta. Manajemen, 429–450. 

Ferdinand. A. (2014). Metode Penelitian Manajemen : Pedoman Penelitian Untuk Penulisan Skripsi, Tesis dan 
Disertasi Ilmu Manajemen (Edisi 5). Semrang: Universitas Diponegoro Semarang. 

Ghalib, E. O. D., & Sary, F. P. (2020). Pengaruh Lingkungan Kerja Terhadap Kinerja Pegawai Dinas Kelautan 
dan perikanan Provinsi Jawa Barat. Jurnal Mitra Manajemen, 4(8), 1160–1172. 

Haryadi, D. (2022). Meningkatkan Employe Performance Dengan Extrinsic Motivation Dan Interpersonal Trust 
Melalui Organizational Commitment. ECo-Buss, 4(3), 660–675. 

Haryadi, D., Setiawati, E. T., Barat, S. T. A., Setiadi, M. T., & Juhandi. (2022). Improving Employee Performance 
With Transformational Leadership Through Intrinsic Motivation. Tianjin Daxue Xuebao (Ziran Kexue Yu 
Gongcheng Jishu Ban)/ Journal of Tianjin University Science and Technology, 55(03), 361–371. 
https://doi.org/10.17605/OSF.IO/XMRV7 

Haryadi, D., Setiawati, E. T., & Juhandi. (2022). The Role Of Organizational Culture On Improving Employee 
Performance Through Work Discipline. Jurnal Mantik, 6(1), 686–698. 

Haryadi, D., & Wahyudi. (2020). Pengaruh Budaya Organisasi Terhadap Kinerja Karyawan Melalui Kepuasan 
Kerja Sebagai Variabel Intervening. GEMILANG: Jurnal Manajemen Dan Strategi Bisnis, 1(1), 15–21. 

Hutabarat, L. M., Sianturi, M., & Nikous Soter Sihombing. (2019). Pengaruh Lingkungan dan Kepuasan Kerja 
Terhadap Kinerja Pegawai Di Politknik Pariwisata Medan. Jurnal Ilmiah Socio Secretum, 9(2), 240–249. 

Isabel, R. D., David, M. R., & Gabriel, C. C. (2021). The effect of servant leadership on employee outcomes: 
does endogeneity matter? Quality and Quantity, (0123456789). https://doi.org/10.1007/s11135-021-
01109-7 

Karsikah, Kambara, R., Ramdansyah, A. D., & Haryadi, D. (2023). Determinants of job satisfaction : internal 
communication relationships in improving employee performance. Enrichment: Journal of Management, 
12(6), 4692–4697. 

Nasir, N., Halimatussakdiah, H., Suryani, I., Zuhra, S. E., Armia, S., & Mahdani, M. (2019). How Intrinsic 
Motivation and Innovative Work Behavior Affect Job Performance. Journal Advances in Social Science, 
Education, and Humanities Research, 292(Agc), 606–612. https://doi.org/10.2991/agc-18.2019.91 

Pasaribu, J. A. (2021). Pengaruh Kepemimpinan, Motivasi, Komunikasi, dan Lingkungan Kerja terhadap Kinerja 
Pegawai di Kecamatan Badiri Kabupaten Tapanuli Tengah. Judicious, 2(1), 34–41. 
https://doi.org/10.37010/jdc.v2i1.203 

Purnamasari, W. R., Kambaraa, R., & Haryadi, D. (2023). Aspects of improving employee performance. 
Enrichment: Journal of Management, 12(6), 4685–4691. 

Putri, W. A., & Frianto, A. (2019). Pengaruh Pengembangan Karier Terhadap Motivasi dan Dampaknya 
Terhadap Kinerja Karyawan (Studi Kasus di PT. Barata Indonesia (Persero) Gresik). Jurnal Ilmu 
Manajemen, 7(2), 1–10. 

Rahmatullah, A., Ramdansyah, A. D., Kambara, R., & Haryadi, D. (2022). Improving Organizational 
Performance With Organizational Culture And Transformational Leadership Through Intervening 
Organizational Commitment Variables. Dinasti International Journal Of Digital Business Management, 
3(2), 161–176. 

Riyanto, S., Damarwulan, L. M., & Haryadi, D. (2022). Moderation : work culture to improve employee 
performance with a non-physical work environment. Jurnal Mantik, 6(3), 3737–3743. 

Sedarmayanti. (2019). Perencanaan dan Pengembangan Sumer Daya Manusia Untuk Meningkatkan 
Kompetensi, Kinerja, dan Produktivitas Kerja (Edisi 3). Bandung: PT. Refika Aditama Bandung. 

Setyowati, A., Mukhsin, M., Suhendra, I., & Haryadi, D. (2023). Mediasi Motivasi Kerja Hubungan Kompetensi 
Dalam Meningkatkan Kinerja Pegawai. Business Management Journal, 19(1), 19–31. 
https://doi.org/10.30813/bmj.v19i1.3666 

Sihaloho, R. D., & Siregar, H. (2019). Pengaruh Lingkungan Kerja Terhadap Kinerja Karyawan Pada PT. Super 
Setia Sagita Medan. Jurnal Ilmiah Socio Secertum, 9(1), 273–281. 

Sinambela, L. P. (2019). Manajemen Sumber Daya Manusia, Membangun Tim Kerja Yang Solid Untuk 
Meningkatkan Kinerja (Edisi 1). Jakarta: Bumi Aksara Jakarta. 

Siswatiningsih, I., Raharjo, K., & Prasetya, A. (2019). Pengaruh Kepemimpinan Transformasional Dan 
Transaksional Terhadap Budaya Organisasi, Motivasi Kerja, Komitmen Oganisasional Dan Kinerja 
Karyawan. Jurnal Bisnis Dan Manajemen, 5(2), 146–157. https://doi.org/10.26905/jbm.v5i2.2388 

Suwarno, T. H. (2014). Pengaruh Motivasi Intrinsik dan Kemampuan terhadap Kinerja Karyawan. Jurnal Ilmu 
Manajemen, 2(3), 928–940. 

Tajudin, Syaechurodji, Alfarizi, A. W., & Haryadi, D. (2023). Competence as a determinant of employee 
performance, work motivation, and career development as triggers. Jurnal Mantik, 7(2), 605–613. 

Tania, T., Haryadi, D., Mirza, W. W., & Khairusy, A. (2021). Improving Employee Performance with Structural 
Empowerment and Transformational Leadership Through Job Satisfaction, Organizational Citizenship 
Behavior And Interpersonal Trust ( Study at PT . BPRS Cilegon Mandiri ). American Journal of Humanities 



IJAFIBS ISSN 2338-3631 (Print), 2809-9982 (Online)  

Ajiz Salahudin, The role of work motivation and work environment on employee performance in Ciomas 
District, Serang Regency 

277 

and Social Sciences Research (AJHSSR), 5(11), 91–102. 
Widodo, H. (2020). Pengaruh Motivasi Beraviliasi dan Budaya Organisasi terhadap Kinerja Pegawai dengan 

Komitmen Organisasi Sebagai Variabel Mediasi. Journal of Maritime and Education, 2(1), 82–88. 
Yumhi, Haryadi, D., & Paniran. (2023). Empirical factors affecting the work ethic of BRI employees, Jakarta III 

Auditor Office. Enrichment: Journal of Management, 12(6), 4698–4706. 
Yusuf, N. R., Widyawati, W., & Nurlaela, N. (2021). Impact of Human Resource Development on Public Service 

Through Employee Performance Of Center Mamuju. Jurnal Administrare: Jurnal Pemikiran Ilmiah Dan 
Pendidikan Administrasi Perkantoran, 8(1), 129. https://doi.org/10.26858/ja.v8i1.19816 

 


