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Abstract:- This study aims to analyze the performance of
employees of PT. Madani National Capital Jakarta
Branch. This study uses the variables of work
environment, leadership style and motivation to analyze
the effect on employee performance. This study also uses
motivation as an intervening variable to analyze the effect
of the level of commitment of outsourcing employees to
the company. The population used is 50 employees
randomly using a questionnaire method by providing a
list of questions directly to the respondents. The data
analysis technique in this study uses SEM (Structural
Equation Modeling) analysis which is operated through
the AMOS 22 program. The results show that the work
environment, leadership style and motivation can have a
positive effect on employee performance, while the work
environment and leadership style can affect employee
motivation. . Work environment variables can have a
direct influence on employee performance while indirectly
work environment variables can have a direct influence
on employee performance at PT. Madani National Capital
(PNM) Jakarta Branch.

Keywords:- Company Environment, Leadership Style,
Motivation, and Performance Employee.

I INTRODUCTION

The company will always strive to achieve the
previously set objectives when carrying out its activities. One
of the most important things in achieving the goals of a
company is not only focusing on operational funds,
technological advances and adequate facilities and
infrastructure. However, there are human resources that are
very fundamental in their position in a company. Human
resources are very important in a company in achieving goals
in the future. Therefore, human resources are the most
valuable investment and become a strong foundation in the
company (Fajrin & Susilo, 2018).

Hasibuan (2016) believes that human resource
management is a science and art that regulates the relationship
and roles of employees or employees so that they can
efficiently and effectively help achieve the goals of the
company, employees and society. Therefore, companies need
employees who have good and high performance. Because
basically, the key to the success or failure of a company lies in
the employees of the company itself. Employees who have
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higher abilities and competencies and are good at work will be
able to provide high performance to the company, so that
when the employee leaves the company will experience losses
(Josephine & Harjanti, 2017). Employee performance is the
result of the quantity and quality of work that the employee
has achieved in accordance with the responsibilities assigned
to him (Potale & Uhing, 2015). This employee performance
can be influenced by several factors that result in the decline
and increase in an employee's performance. The first factor is
the work environment. The work environment is the
installation and general work infrastructure that exists around
the employees who are working and can affect the work of the
employees (Sutrisno, 2010). According to Ferawati (2017), the
work environment has a positive and significant impact on the
performance of employees, among which a comfortable work
environment and support for fluid work will improve the
performance of the employee himself. The results of this study
are in line with the research of Prakoso et al. (2014) which
states that there is a positive influence between the work
environment and employee performance. A good work
environment will ensure employee performance so that in the
end the company will get a positive attitude and behavior.
However, according to Hanafi and Yohana (2017) who argue
that the work environment has no effect on employee
performance. Another factor that can affect an employee's
performance is leadership style. According to Nawawi (2003)
leadership style is the behavior or method chosen by the leader
that is used to influence the thoughts, behavior and feelings of
the attitudes of members of the organization or their
subordinates. Leadership style is a key factor, a leader is
required to be able to influence employees to be able to work
better in order to achieve company goals. therefore the leader
is always the focus of evaluation in the description of an
assessment of the success of a company (Wahyuni, 2015).

According to Wahyuni (2015) leadership style has a
positive and significant influence on employee performance.
This shows that the more effective the leadership style of a
leader, the better the employee's performance. The results of
this study are in line with Nugroho et al. (2016) leadership
style and employee performance have a positive and
significant influence. However, different results were found by
Haryanto (2017) who found that leadership style had no effect
on employee performance.
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Then there is another factor that can affect the
relationship between the work environment and leadership
style of employees' performance is motivation. According to
Sarwoto (1983) work motivation is something that causes the
process of giving work encouragement to subordinates so that
they want to work sincerely in achieving organizational goals
efficiently. Sutrisno (2010) in achieving an organizational
goal, it must be understood the motivation of employees who
work in an organization. Therefore, this motivation will
determine the behavior of the people who will work or in other
words the behavior of an employee will show the motivation
of the employee.

According to Ingsiyah, Haribowo and Nurkhayati
(2019), the work environment has an influence on motivation.
The work environment is a force that can encourage
motivation and enthusiasm. The results of this study are in line
with Prakoso et al. (2014) which states the same thing that the
work environment has a positive influence on motivation.
However, different results were found by Samade et al. (2018)
where the work environment has no influence on motivation.

On the other hand, leadership style also has an influence
on motivation, the results of Pradana's research (2015) which
states that leadership style has an influence on motivation,
where the better the leadership style of a leader, the higher the
motivation of his employees to work. This research is
supported by Rahmisyari (2013) who also states that
leadership style has a positive influence on motivation.
However, different results were found by Hadromi (2017)
where leadership style has a negative influence on motivation.

The results of the research above prove that the work
environment and leadership style have a relationship and
influence on motivation. Therefore, in this study the
motivation variable will be used as an intervening variable that
will be able to influence the relationship between work
environment and leadership style on employee performance.
According to Nugroho et al. (2016) the work environment and
leadership style will have a greater influence through
motivation. This shows that if leadership and the environment
are getting better accompanied by high motivation, it will
make employee performance improve.

In connection with the phenomena and differences in the
results of research on the factors that affect employee
performance, therefore researchers are interested in
conducting research and choosing PT. National Madani
Capital (Persero) as the object of research.

1. LITERATURE REVIEW

A. Leadership Style

Leadership style is the behavioral norms that a person
adopts when trying to influence the behavior of a person or his
subordinates (Thoha, 2010). Leadership has a role as a force
that can encourage, coordinate and motivate a company's
organization in achieving company goals. Leadership comes
from the word leader which means someone who uses
authority in directing his subordinates to do some of his work
in achieving organizational goals. Leadership is a person's way
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of influencing his subordinates to work together in order to
achieve organizational goals (Hasibuan, 2011). Leadership
style is how a leader carries out his leadership function and
how a leader is seen by his subordinates or someone who is
observing from the outside.

The leadership set by the manager in the organization
will be able to create a harmonious integration and encourage
employee enthusiasm to achieve the right target with the
target. Because leadership is the backbone of an organization,
because without good leadership, it is difficult for an
organization to achieve its goals. If a leader tries to influence
the behavior of others, then the leader needs a good leadership
style (Nisyak & Trijonowati, 2016).

B. Work Environment

The work environment in an organization plays an
important role in attracting management's attention. Although
the work environment does not have a direct relationship in
the production process, the work environment has an
important role in the work motivation of employees who carry
out the production process (Komara et al., 2019). According to
(Leblebici, 2012), employee performance is determined by the
level of the environment in which he works. The working
environment is everything about workers, it can affect them to
complete the work entrusted to them (Nitisemito, 2008).
Sihombing (2004) states that the work environment is factors
outside of humans, both physical and non-physical in an
organization. Physical factors here include the workplace,
work equipment, work space area, and for non-physical
factors include the working relationship formed between
superiors and subordinates as well as fellow employees. The
work environment is one of the factors that can affect the level
of employee performance. An employee who works in an
environment that can support his work, will find it easier to be
productive and optimal in creating performance results, and
conversely if an employee is in an environment that is not
supportive of doing his job, then the employee will not be able
to work optimally so that he will not be able to work
optimally. make the employee's performance will decrease
(Agusno, 2011).

Based on the above description, it can be concluded that
the work environment is very important in an organization.
Because this will relate directly to the employees who are
working. A good work environment will be able to increase
employee motivation, so that employees will work optimally
for the company and have good performance for the company.

C. Motivation

Motivation talks about how to encourage one's work
spirit, so that they can work by providing their expertise and
abilities optimally in order to achieve organizational goals.
According to Koontz (1990), the role of humans is very
important in achieving the goals of an organization. To be able
to move people to suit what the organization wants, it must be
understood the motivation of humans to work in an
organization, because this motivation will be able to determine
human behavior to work, or in other words a person's behavior
is a reflection of that person's motivation. Robbins (1996)
motivation is a willingness to expend a high level of effort
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towards organizational goals, which is conditioned by that
ability to meet an individual's needs. Motivation is important
because with motivation, it is expected to make employees
want to work hard and be enthusiastic about what is being
done to achieve high work productivity. A person's behavior
can be stimulated and influenced by desires, needs and
satisfaction and goals. Stimuli can arise from within and
without, so that this stimulus will create an impetus for a
person to carry out activities (Sunyoto, 2012). According to
Nawawi (2001), there are two types of motivation found in
humans, namely intrinsic and extrinsic motivation. Intrinsic
motivation is the driving motivation of work. It comes from
the worker as an individual, in the way of being aware of the
benefits and the importance of explaining their work. So the
external motivation is the motor motivation of the worker as
an individual from the outside, which manifests itself in the
form of conditions, requiring that the workers perform their
work in a pure way.

D. Employee Performance

Mangkunegara (2009) defines employee performance as
the result of work in quality and quantity, which is achieved
by an employee in carrying out his work in accordance with
the responsibilities that have been given. In general, employee
performance is divided into two, namely individual
performance and organizational performance. Individual
performance is the result of employee work both in terms of
quality and quantity based on predetermined work standards,
and for organizational performance is a collection of
individual performance and combined performance.
According to Gibson et al. (2010) there are several variables
that can affect employee performance, namely individual
variables, including physical and mental, abilities and skills,
background, demographics, age and others. The next variable
is the organization, including leadership, resources, rewards.
And finally psychological variables, including motivation,
personality, attitude and job satisfaction.

E. Theoritical Framework
Based on these theory above, it could be described a
theoritical framework for these titles as follows:

Fig 1: -Theoritical Framework
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F. Hypothesis
The hypothesis of this cases that could be seen as in
follows:

H1: The work environment has a positive and significant
effect on employee performance

H2: Leadership style has a positive and significant effect on
employee performance

H3: Work environment has a positive and significant effect
on motivation

H4: Leadership style has a positive and significant effect on
motivation

H5: Motivation has a positive and significant effect on
employee performance

1. METHODOLOGY

This type of research is quantitative research. This study
uses corporate environmental variables and leadership and
motivation style as intervention variables. This study uses
primary data, namely PT. Civil National Capital as the
research subject. Where in the use of primary data, is data
taken directly by researchers not through a second party. Data
collection will be done through a questionnaire that will be
distributed to employees of PT. Civil National Capital. The
subject of this research is a branch of PT. Permodalan
Nasional Madani (Persero) located in Jakarta. The population
that will be used in this study are employees who work at PT.
Madani National Capital (Persero). The data collected is data
that comes from a questionnaire that will be distributed to
employees using random sampling method in sampling. To
test the hypothesis in this study used structural equation model
analysis or better known as SEM (Structural Equation
Modeling). One of the computer programs that can be used for
SEM analysis is the AMOS (Analysis of Moment Structure)
program, which is one of today's sophisticated programs for
processing multidimensional and tiered research models.

Fig2: - Employee Performance Model

V. RESULTS AND DISCUSSIONS

A. Validity and Reliability Test

Based on Tablel it can be seen that all research
guestionnaire data meet the valid criteria, where the results of
the measurement of the validity coefficient of the loading
factor value or standardized loading estimates 0.05. Thus, all
research indicators can be used as effective data collectors to
explore problems that are used as research objects.
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TABLE 1. VALIDITY TEST RESULTS

Indicator Estimate | Information
LK1 <-—-- Work Environment 509 Valid
LK2 <--- Work Environment 533 Valid
LK3 <-—-- Work Environment 938 Valid
Lk4 <— Work Environment 8952 Valid
LK5 <--- Work Environment 541 Valid
GK1 <--- Leadership Style 880 Valid
GK2 < Leadership Style 571 Valid
GK3 <--- Leadership Style 911 Valid
GK4 <--- Leadership Style 949 Valid
GK5 < Leadership Style 925 Valid
M1 <-—- Motivation 837 Valid
M2 <--- Motivation 855 Valid
M3  <-- Motivation 545 Valid
M4 <— Motivation 928 Valid
KK1 <-— Employee Performance .946 Valid
KKk2 <— Employee Performance 550 Valid
KK3 < Employee Performance 573 Valid
KK4 <--- Employee Performance 957 Valid
KK5 <-— Employee Performance 559 Valid
KKg <— Employee Performance 561 valid

Based on table 2 the CR value of each variable shows >
0.6. Thus, all indicators of research variables can be used as
effective data collectors to explore problems that are used as
research objects.

TABLE 2. RELIABILITY TEST RESULTS
Construct Reliability

Variabel (CR) Information
Work Environment 0.631 Reliabel
Leadership Style 0.644 Reliabel
Motivation 0.626 Reliabel
Work Environment 0.719 Reliabel

G. Hypothesis Test

Analyze the results of SEM model data processing at all
stages using conformance testing and statistical testing. The
data processing results of the analysis of the complete
Structural Equation Modeling (SEM) model are as follows:

Fig3: - Full Model SEM (Standardized)

NISRT21AUG416

International Journal of Innovative Science and Research Technology

ISSN No:-2456-2165

The results of the SEM analysis as a hypothesis testing
step are as follows:

TABLE 3. HYPOTHESIS TESTING

Estimate  S.E. CR P
Movation < VK 15T 136 s 0
Environment
Motivation < Leadership Style 027 14 2188 048
Employee -~ Work 089 12 2584 039
Performance Environment
Employee L eaderhip Style 29 159 26% 019
Performance ’
Employee —_ Mosvation 05 16 458 036
Performance

Based on table 3 then the hypothesis test is as follows :
H1: The work environment has a positive and significant
effect on employee performance

The estimated parameter of the relationship between
work environment and employee performance is 0.089.
Testing the relationship between the two variables shows the
value of C.R = 2.584 with probability = 0.039 (p < 0.05). So it
can be concluded that the work environment has a positive
effect on employee performance, so the higher the good work
environment, the higher the employee's performance. Thus,
hypothesis 1 is accepted because there is a positive correlation
between the work environment and the performance of
employees of PT. Madani National Capital (PNM) Jakarta
Branch. This is reinforced by the results of data processing
which shows that the probability value of 0.039 has met the
requirements of <0.05 and the C.R value of 2.584 has also met
the requirements of + 1.96. A comfortable work environment
will be able to increase the level of concentration of
employees at work and this condition will also cause the level
of employee productivity to increase as well.

The results of the study are in line with Prakoso et al.
(2014), Josephine and Harjanti (2017), Ferawati (2017) which
states that the work environment has a positive and significant
influence on employee performance. The better the work
environment that can be felt by employees, the more they will
be able to improve the employee's performance. When the
company cannot create a good work environment, it will have
an impact on the performance of its employees. Work
environment.

H2: Leadership style has a positive and significant effect on
employee performance

The estimated parameter of the relationship between
leadership style and employee performance is 0.269. Testing
the relationship between the two variables shows the value of
C.R = 2.693 with probability = 0.019 (p < 0.05). So it can be
concluded that leadership style has a positive effect on
employee performance, so the higher the good leadership
style, the higher the employee's performance. Thus hypothesis
2 is accepted because there is a positive correlation between
leadership style and employee performance at PT. Madani
National Capital (PNM) Jakarta Branch. This is reinforced by
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the results of data processing which shows that the probability
value of 0.019 has met the requirements of <0.05 and the C.R
value of 2.693 has also met the requirements of + 1.96.

Leadership style through communication, either directly
or indirectly, can move people who become subordinates with
full awareness, attention and pleasure in following the will of
the leader. The results of the study are in line with Nugroho et
al., (2016), Wahyuni (2015), Nisyak and Trijonowati (2016)
which state that leadership style has a positive influence on
employee performance. A leader will be able to give
perceptions to employees when the leader can carry out
leadership with a good style. This will be able to encourage
and motivate employees to achieve good performance.

H3: Work environment has a positive and significant effect on
motivation

The estimated parameter of the relationship between
work environment and motivation is 0.157. Testing the
relationship between the two variables shows the value of C.R
= 3.153 with probability = 0.024 (p < 0.05). So it can be
concluded that the work environment has a positive effect on
motivation, so the higher the work environment, the higher the
motivation of employees. Thus hypothesis 3 is accepted
because there is a positive correlation between the work
environment and employee motivation of PT. Madani
National Capital (PNM) Jakarta Branch. This is reinforced by
the results of data processing which shows that the probability
value of 0.024 has met the requirements of <0.05 and the C.R
value of 2.153 has also met the requirements of + 1.96.

Motivation is an attribute that can move someone to do
or not do something. The attribute referred to above is a
person's motivation, where the work environment is made
comfortable, healthy and safe, and there is compensation that
is appropriate or maximum with the willingness of the
employee. With a good work environment and can make
employees feel comfortable, automatically the motivation in
each employee will also be able to increase as well. The
results of the study are in line with and supported by
Nurkhayati (2019), Komara et al. (2019), Prakoso et al, (2016)
which states that the work environment has a positive and
significant influence on motivation.
H4: Leadership style has a positive and significant effect on
motivation

The estimated parameter of the relationship between
leadership style and motivation is 0.27. Testing the
relationship between the two variables shows the value of C.R
= 2.188 with probability = 0.048 (p < 0.05). So it can be
concluded that leadership style has a positive effect on
motivation, so the better the leadership style, the higher the
motivation of employees. Thus hypothesis 4 is accepted
because there is a positive correlation between leadership style
and employee motivation of PT. Madani National Capital
(PNM) Jakarta Branch. This is reinforced by the results of data
processing which shows that the probability value of 0.048 has
met the requirements of <0.05 and the C.R value of 2.188 has
also met the requirements of + 1.96.
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The success of a leader in mobilizing others who can
achieve a goal depends on how a leader can create and
motivate employees. The results of the study are in line with
Rahmisyari (2013), Pradana (2015) which state that leadership
style has a positive and significant influence on work
motivation.

H5: Motivation has a positive and significant effect on
employee performance

The estimated parameter of the relationship between
motivation and employee performance is 0.095. Testing the
relationship between the two variables shows the value of C.R
= 4.582 with probability = 0.036 (p < 0.05). So it can be
concluded that motivation has a positive effect on employee
performance, so the higher the motivation, the higher the
employee's performance. Thus hypothesis 5 is accepted
because there is a positive correlation between motivation and
employee performance of PT. Madani National Capital (PNM)
Jakarta Branch. This is reinforced by the results of data
processing which shows that the probability value of 0.036 has
met the requirements of <0.05 and the C.R value of 4.582 has
also met the requirements of + 1.96.

All abilities, skills and abilities possessed by employees
will be meaningless if they are not balanced with high
employee motivation. If employee motivation can be given
and shown properly, it will be able to affect the performance
of its employees. Employee performance is one measure that
is often used in determining the effectiveness of the company.
The results of the study are supported by Nurcahyani &
Adnyani (2016), Ainanur & Tirtayasa (2018), Hanafi &
Yohana (2017) which state that motivation has a positive and
significant influence on employee performance.

V. CONCLUSSION AND SUGGESTIONS

Conclusion
From the results of the analysis that have been discussed
previously, it can be drawn the following conclusions:

Work environment, leadership style and motivation can
have a positive effect on employee performance, while work
environment and leadership style can affect employee
motivation. Of all the variables, leadership style is the variable
that has the greatest influence on the performance of
employees of PT. Madani National Capital (PNM) Jakarta
Branch. Work environment variables can have a greater direct
influence on the performance of employees of PT. Madani
National Capital (PNM) Jakarta Branch while indirectly the
work environment variable can have a greater influence on the
performance of employees of PT. Madani National Capital
(PNM) Jakarta Branch.

Suggestions
Based on the research, discussion, and conclusions, the
following suggestions can be made:

For further research, it is expected to be able to expand
the research orientation in the scope of the company. When
further research is carried out at PT PNM, it is not only the
Jakarta branch but can be expanded to islands or regions and
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add other variables. Further research can be done by looking at
the limitations of this research, and by using other research-
related indicators that will be conducted outside of this
research, it can be used as a source of ideas for the future
development of this research.
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