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ABSTRACT
This study aims to determine the effect of the work environment on employee performance

mediated by work motivation at the Dinas Pemuda dan Olahraga of North Sumatra province. The
method used in this research is using a quantitative descriptive approach. The population in this
study were general employees in the youth and sports department of the province of North Sumatra
with a total population of 107 and in this study the sample obtained was 52 respondents. The results
of this study indicate that the work environment has a positive but not significant effect on.
employee performance, work environment has a positive and significant effect on work motivation,
work motivation has a positive and insignificant effect on employee performance, work
environment on employee performance is mediated by work motivation.
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1. INTRODUCTION
At this time the level of competition among companies is increasing rapidly. Every

company must have reliable human resources in facing the dynamics of competition that exists at
this time. Employees are an important asset owned by a company, therefore they must be
maintained and developed so that the goals of a company can be realized properly. Reliable human
resources must be able to manage the activities of the organization and its operational functions
properly, such as planning, organizing, directing and supervising. The person who supervises the
existing human resources is the general manager who is in a company organization (Bangun,
2012). Employee performance is the result of work achievement which is assessed in terms of
quality based on existing work standards within the organization or within the work agency
(Hasibuan, 2013). Performance is a condition that must be known about the level of achievement of
individual results associated with the vision originating in an organization, as well as knowing the
positive and negative impacts of an operational policy. The performance of an employee towards
the company is often very important in the world of work. Every company wants its employees to
have good performance at work in order to create good performance among employees, it takes a
good work environment from the company and good work motivation from employees (Amy,
2013). The performance of an employee towards the company is often very important in the world
of work. Every company wants its employees to have good performance at work in order to create
good performance among employees, it takes a good work environment from the company and
good work motivation from employees (Amy, 2013). The performance of an employee towards the
company is often very important in the world of work. Every company wants its employees to have
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good performance at work in order to create good performance among employees, it takes a good
work environment from the company and good work motivation from employees (Amy, 2013).

Performance is the result of work achieved by a person based on job requirements
(Bangun, 2012). A job has certain requirements to be carried out in achieving goals which are also
known as job standards. If the employee's performance is good, the company will get the goals of
what the company expects with the performance results that the employee provides. Performance is
a benchmark for employees in carrying out tasks that are targeted to complete and efforts to
conduct performance appraisals are important by knowing the right performance measurement
(Subroto, 2017). according to (Timpe and Harun, 2018)there are three factors that affect employee
performance, namely: 1) skill level, 2) level of effort, 3) external conditions. The measuring tools
of a performance are: a) quality of work, b) quantity of work, ¢) punctuality, d) effectiveness, and
e) independence (Robbin, 2015).

The work environment in a company is very important to be considered by management
even though the work environment does not carry out the production process in a company, but the
work environment has a direct influence on the employees who carry out the production process.
On the other hand, an inadequate work environment will cause a decrease in employee
performance and a decrease in work motivation. The work environment is everything that is around
employees that can affect employees in carrying out the tasks assigned by the company (Siagian
and Khair, 2018). The work environment in a company needs to be considered, in this case because
the work environment can affect employee morale (Jufrizen and Ramadhani, 2020). The measuring
tools of a work environment are: An employee is not only required to work well so that the
company' s goals are achieved, but an employee must also be motivated by his superiors to be able
to work well, carefully and full of responsibility for his work. Motivation is an activity that causes
a person to complete his work with enthusiasm, willing and full of responsibility (Fachrezi &
Khair, 2020). Motivation serves as a driving force or encouragement for employees to want to
work diligently for the achievement of agency goals properly. Motivation is an urge to act on a
series of processes of human behavior by considering the direction, intensity, and persistence in
achieving goals. Work motivation affects employee performance, because with high motivation,
employees will be encouraged to work well to produce maximum performance (Surwanti, 2011).
The motivation of people depends on the strength of their motives. Motives are sometimes define
as needs, wants, or impulses within the individual (Kadarisma, 2012). In essence, the purpose of
providing work motivation to employees is to: 1) Change employee behavior in accordance with
the wishes of the company, 2) Increase passion and morale, 3) Improve work discipline, 4) Improve
work performance, 5) Increase sense of responsibility, 6) Increase sense of responsibility, 7)
Increase productivity and efficiency, and 8) Grow employee loyalty to the company (Saydam,
2012). The measuring tools of a motivation are: a) Hard work, b) Orientation and future, c) High
level of ideals, d) Task or target orientation, e) Efforts to advance, f) Perseverance, g) Coworkers
who selected for the experts, and h) Time utilization (Mangkunegara, 2013). Providing motivation
to employees is expected to be able to provide more effective performance results for the company.
Effectiveness of employee performance is very important because it relates to the survival of the
company in order to achieve company goals, the effectiveness of employee performance is one
factor that needs to be considered.
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Figure 1. Research Paradigm

2. RESEARCH METHOD

This study uses an associative approach to determine the relationship between each
variable, where the independent variable is the work environment (X), the dependent variable is
employee performance (), mediated by work motivation (Z). Associative research isresearch that
aims to determine the relationship between two or more variables (Sugiyono, 2016). The
population in this study amounted to 107 permanent employees, where the sampling technique of
this study used probability sampling using the slovin formula which can be obtained by the number
of samples of 52 employees. The data collection technique is by distributing questionnaires, while
the technique for analyzing data is by using SEM-PLS.SEM-PLS is a second generation
multivariate analysis technique that combines factor and pathway analysis, making it
possible for researchers to simultaneously test and estimate the relationship between
multiple exogenous and endogenous multiple indicators. Partial Least Square (PLS) can be
used to solve this problem. Partial Least Square (PLS), using two evaluation measurement
models in the analysis test, namely a) Outer Model aims to test validity and reliability; b)
Inner Model aims to test the quality (hypothesis testing to test the prediction model)
(Haryono, 2016).

3. RESULTS AND DISCUSSION
3.1 Coefficient of Determination (R-square)
R-square is a measure of the proportion of variation in the value that is influenced

(endogenous) which can be explained by the variables that influence it (exogenous). This is useful
for predicting whether the model is good/bad. The r-square results for endogenous latent variables,
namely: 1) If the value of R2 = 0.75, then the model is substance (strong), 2) If the value of R2 =
0.50, then the model is moderate, 3) If value of R2 = 0.25, then the model is weak (bad).

Table 3.1.1. R-Square

Adjusted R
Square

Employee Performance (YY) 0.152 0.118

Work Motivation (Z) 0.358 0.345
Source: SmartPLS 3.0 Data Processing Results (2021)

R Square
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Based on the table above, the results of the R-Square values that can be explained are: 1)
R-Square adjusted = 0.118, meaning that the ability of the work environment variable (X1) in
explaining the employee performance variable ( Y) is 11.8% indicating the model is weak ( bad), 2)
R-Square adjusted = 0.345, meaning that the ability of the work environment variable (X1) in
explaining the work motivation variable (Z) is 34.5% indicating the model is weak (poor).

3.2 F-Square
Table 3.2.1 . F-Square
(E\r;;ployee Performance Work Motivation (Z)
Work Environment (X) 0.023 0.558
Employee Performance (YY)
Work Motivation (2) 0.052

Source: SmartPLS 3.0 Data Processing Results (2021)

Based on the table above, the results of the F-Square value can be explained, namely: 1)
The F-Square value of the work environment variable (X) on employee performance (Y) is 0.023,
then the effect is moderate ( moderate), 2) F value - The square of the work environment variable
(X) on work motivation (Z) is 0.558, then the effect is large (strong), 3) The F-Square value of the
work motivation variable on employee performance (Y) is 0.052, so the effect is small (weak)

3.3 Composite Reliability

Construct reliability and validity can also be known through other methods, namely
by looking at the composite reliability value. An indicator is declared to meet the
requirements if the composite reliability value is > 0.6 (Aktarina, 2015)

Table 3.3.1 Composite Reability

Variable Composite Reliability
Work Environment (X) 0.945
Employee
Performance () 0.944
Work Motivation (Z) 0.941

Source: SEM-PLS 3.0 data processing

The results from table 3.3.1 above, the results of the composite reliability values
obtained in this study are as follows: 1) Based on the values obtained from the equation
values above, it shows that the work environment variable (X) is 0.945 > 0.6, it can be
concluded that the variable has good validity, 2) Based on the value obtained from the
value of the equation above, it shows that the employee performance variable () is 0.944
> 0.6, it can be concluded that the variable has good validity, 3) Based on the value
obtained from the value of the equation above, it shows that work motivation variable (Z)
Is 0.941 > 0.6, it can be concluded that the variable has good validity.
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3.4 Cronbach's Alpha

In addition to composite reliability, construct reliability and validity can also be determined
by other methods, namely by looking at the value of Cronbach's alpha. An indicator is declared to
meet the construct reliability and validity if the value of Cronbach's alpha > 0.7 (Aktarina, 2015).

Table 3.4.1 Cronbach's Alpha

Cronbach's
Variable Alpha
Work Environment (X) 0.936
Employee Performance (Y) 0.933
Work Motivation (2) 0.931

Source: SEM-PLS 3.0 . data processing

The results of the Cronbach's Alpha value in the table above, it can be concluded as
follows: 1) Based on the results of the obtained equation values, it shows that the Cronbach alpha
value of the work environment variable (X) is 0.936 > 0.7, it is known that the variable has good
validity, 2) Based on the results of the equation values obtained, it shows that the cronbach alpha
value of the employee performance variable () is 0.933 > 0.7, it is known that the variable has
good validity, 3) Based on the results of the equation value obtained, it shows that the cronbach
alpha value of the work motivation variable (Z) of 0.931 > 0.7, it is known that the variable has
good validity.

3.5 Hypothesis test
3.5.1 Direct Effects

The direct effect analysis is useful for testing the hypothesis of the direct effect of a
variable that affects (exogenous) on the variable that is affected (endogenous). (Aktarina,
2015)with the criteria, namely: 1) if the path coefficient value is positive, then the effect of one
variable on other variables is unidirectional. If the value of P-Values <0.05 then the results are
significant, 2) if the path coefficient value is negative, then the influence of one variable on other
variables is in the opposite direction. If the P-Values > 0.05 then the results are not significant.

Table 3.5.1.1 Direct Effect

Original Sample (O) P Values

Work Environment (X) -> Employee 0.172 0.385
Performance (Y)

Work Environment (X) -> Work

Motivation (Z) 0599 0.000

— =

Work Motivation (Z) -> Employee 0.262 0.187
Performance (Y)

Source: SmartPLS 3.0 Data Processing Results (2021)
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Based on the table above, the results of the Direct Effect values can be explained, namely:
1) The influence of the work environment (X) on employee performance (Y), the path coefficient
has a value of 0.172 and P- values 0.385> 0.05, it is concluded that the results of the environmental
influence work (X) on employee performance (YY) the results show positive and not significant,
these results are in accordance with previous research conducted by (Hanafi & Yohana, 2017)
states that the work environment has a positive but not significant effect on employee performance,
2) the effect of the work environment (X) on work motivation (Z), the path coefficient has a value
of 0.599 and P-values 0.000 < 0.05, it is concluded that the effect of the work environment (X) on
work motivation (Z) the results show positive and significant, this is in accordance with what was
studied by previous researchers (Sari & Aziz, 2019)which states that the work environment has a
positive and significant effect on work motivation. This shows that there is a direct influence of the
work environment on work motivation, as evidenced by the magnitude of the influence of the work
environment on work motivation, 3) The effect of work motivation (Z) on employee performance
(YY), the path coefficient has a value of 0.262 and P-values 0.187 > 0.05, it is concluded that the
effect of work motivation (Z) on employee performance (Y) the results show positive and not
significant, this is in accordance with what has been studied by (Islamiyah, 2019); (Murti &
Srimulyani, 2015); (Adha et al., 2019)where the results obtained are work motivation has a
positive but not significant effect on employee performance. This shows that there is no

significant effect.

3.5.2 Indirect Effect

The indirect effect is useful for testing the hypothesis of the indirect effect of an
influencing variable (exogenous) on the influenced variable (endogenous) which is mediated by an
intervening variable.(Juliandi, 2018). With the following criteria: a) If the P-Values < 0.05, then the
results are significant. This means that the mediator variable mediates the effect of exogenous
variables on endogenous variables. In other words, the effect is not direct, b) If the P-Values >
0.05, then the result is not significant. This means that the mediator variable does not mediate the
effect of exogenous variables on endogenous variables. In other words, the effect is direct.

Table 3.5.2.1 Indirect Effect

Original Sample (O) | P Values

Work Environment (X) -> Work Motivation (Z) ->
Employee Performance (YY) 0.157 0.219
Source: SmartPLS 3.0 Data Processing Results (2021)

Based on the data contained in the table above, the direct effect values observed in this
study are: the influence of the work environment (X) on employee performance (Y) is mediated by
work motivation (Z), the path coefficient has a value of 0.157 and P-values 0.219 > 0.05, it can be
concluded that the effect of the work environment (X) on employee performance (Y) is mediated
by work motivation (Z). (Abdullah, 2021); (Islamiyah, 2019)where the results obtained are the
work environment has a positive and significant effect on work motivation. This shows that there is
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a direct influence of the work environment on employee performance mediated by work
motivation. This shows that there is no significant effect.

6 ral
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Figure 2. Results of the PLS Structural Model

4, CONCLUSION

The results of this study indicate that the work environment has a positive but not
significant effect on employee performance, the work environment has a positive and
significant effect on work motivation, work motivation has a positive and insignificant
effect on employee performance, the work environment on employee performance is
mediated by work motivation directly. there is a significant effect, while the work
environment on employee performance is mediated by work motivation, the results are
positive and not significant.
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