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General Background: Human Resources (HR) significantly impact
organizational performance, influencing overall productivity and success.
Specific Background: This study investigates the effect of work
motivation, work discipline, and work environment on employee
performance at PT Kebun Sayur Surabaya. Existing literature suggests that
while HR development is crucial, specific factors influencing employee
performance remain underexplored. Knowledge Gap: Previous research
has often overlooked the combined effects of these factors on performance,
particularly in the context of Indonesian companies. Aims: This study aims
to provide a comprehensive analysis of how work motivation, work
discipline, and work environment impact employee performance at PT
Kebun Sayur Surabaya. Results: Utilizing quantitative methods and
SmartPLS 3.2.8, the study finds that work motivation, work discipline, and
work environment each have a significant positive effect on employee
performance. The study highlights that employees’ performance improves
with enhanced motivation, strict discipline, and a supportive work
environment. Novelty: The study’s novelty lies in its integrated approach,
using total sampling of all employees to analyze these three variables
collectively in a specific organizational context. Implications: The findings
suggest that PT Kebun Sayur Surabaya should focus on strengthening work
motivation, reinforcing discipline, and improving the work environment to
boost employee performance. Implementing effective HR strategies based
on these factors can drive organizational growth and success.
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INTRODUCTION

PT Kebun Sayur Surabaya is a company that focuses on the agricultural sector,
especially plantations. Where the agricultural sector is one of the largest sectors of
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employment for the Indonesian people, based on BPS data (2023) [1] as many as 9.51%
of people aged 15-24 years, 72.78% of people aged 25-59 years and 17.72% of people
aged 60 years and over who work in the agricultural sector, especially plantations[1].

With the passage of time and the increasing number of Indonesian population which
reached 273 million people with a percentage increase of 1.25% each year.

One of the human resources that is very influential in the running of a company is
employee performance. Performance (job performance) is a real thing and an
achievement made by employees on the task in the company. Performance is also the
achievement of an employee in an organization that can increase company
productivity[2]. Work discipline that needs to be improved so that the productivity of PT
Kebun Sayur Surabaya continues to grow and can achieve company goals. In addition,
the work environment is very influential on employee performance, starting from the
cleanliness of the workplace, lighting and facilities that must be obtained by employees
of PT Kebun Sayur Surabaya.

Every employee has their own motivation to continue carrying out the work they
do. Which motivation itself is a form of encouragement for someone to continue carrying
out their duties and work[3]. Motivation is needed to support the behavior of employees
and organizations to be active in carrying out their duties and work. With the motivation
that arises from outside and inside the employee creates an achievement resulting from
his performance. (Handoko and Rambe, 2018) say that employee performance is
something that must exist in an organization for the progress and achievement of the
goals, objectives, vision, and mission of an organization|[3].

To achieve company goals by producing high quality vegetables and fruit, of
course, PT Kebun Sayur Surabaya must first pay attention to the human resources who
work in it. Where employees are able to work hard, loyal and responsible and have high
discipline towards the tasks and work given which in turn can achieve optimal
performance so that it has a positive impact on the performance of the agency[4]. Which
discipline itself is every individual and also a group that ensures compliance with "orders"
and takes the initiative to take the necessary actions if there is no "order". And work
discipline is the application of management to reinforce and implement organizational
guidelines[5].

The work environment refers to the conditions, atmosphere, and elements around
the place where a person or group works[6]. The work environment is divided into two,
namely physical and non-physical. The physical work environment is everything that has
a physical form in the workplace that can affect employee tasks either directly or
indirectly. Meanwhile, the non-physical work environment is a condition of working
relationships, both related to superiors and related to coworkers, or related to
subordinates[7]. The work environment is one of the influences on the course of the
company's operations, because the work environment is a condition, situation and
condition that can cause high morale in achieving the expected performance [8].
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This research is intended to examine the importance of motivation, discipline and
work environment on the performance of employees of PT Kebun Sayur Surabaya in
order to realize the vision and mission of the company. The increasing discipline of
employees at work makes PT Kebun Sayur Surabaya stronger in the face of competition
in the business world. With the creation of consistent employees who continue to uphold
and improve the quality of their work can support and improve the quality of the company
in every process of implementing activities in the company. Therefore, improving
employee performance is an important task for a company leader, because the success of
an organization or company depends on the human resources in it.

This study is motivated by differences in respondents where performance in
research [9] using medical or service personnel respondents, in contrast to this study
which focuses on productive labor. This difference in work standards is the gap research
in this study. In this study using the gap in previous research using the performance of
plantation employees in the Surabaya area. Differences that are also a gap in previous
research [2] using proportional probability sampling techniques in sampling. Whereas in
this study using total sampling technique with data collection obtained from the results of
questionnaire calculations using a Likert scale. Further development is in variable
indicators, in previous research [2];[9] there is no mention of what indicators are
contained in each variable. But in this study, it will be developed and specified what
indicators are in the variable. Another difference that becomes a gap in this research is
that in previous studies[10] used the SPSS Statistical Package for the Social Sciences
program in data processing. While in this study using SmartPLS.

METHODS

This study uses quantitative methods to determine the effect of Work Motivation
(X1), Work Discipline (X2), and Work Environment (X3) on Employee Performance ()
at PT Kebun Sayur Surabaya. Quantitative method is a research method that is scientific
and objective, where the data generated is in the form of scores and numbers or statements
which are then analyzed statistically. The research method used in this research is the
method of distributing questionnaires to employees. The population in this study were
employees of PT Kebun Sayur Surabaya totaling 147 respondents. Data collection was
carried out in this study on Gayung Kebonsari street XI1/15, Surabaya. The sampling
technique used in sampling in this study is total sampling. The sample itself is the total
and characteristics possessed by the population[24].

Data sources in this study used primary and secondary data. Which primary data
is obtained from the first source, namely employees of PT. Kebun Sayur Surabaya itself
by filling out a questionnaire which is then called a respondent, and secondary data is data
that supports journals and books and media that are relevant to the research topic[25].
The analysis technique used in this study used the SmartPLS 3.2.8 program. The data
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analysis techniques used are model measurement (Outer model) and structural model
measurement (Inner model).

RESULTS AND DISCUSSION
Descriptive Analysis

Descriptive description is used to determine the description of respondents’
answers based on the results of distributing questionnaires on the elements in each
variable.
Description of respondents based on gender

The identity of respondents according to gender can be seen in table 1, it can be
seen that out of 147 respondents:

Table 1 Characteristics of respondents based on gender

Gender Total Percentage (%)
Male 87 59,2%

Female 60 40,8%
Total 147 100%

Source: data processed

Based on table 1, it is known that around 87 respondents are male and around 60
respondents are female. This shows that plantation employees in Surabaya have a not too
far difference between male and female respondents.

Description of respondents by age group.

A description of the characteristics of respondents based on age group is presented
in Table 2:

Table 2 characteristics of respondents based on age group

Age Total Percentage
15-20 Years 10 6,8%
21-30 Years 64 43,5%
31-40 Years 41 27,9%
41-50 Years 24 16,3%

>50 Years 8 5,4%
Total 147 100%

Source : data processed

Based on table 2, it is known that the characteristics of respondents at the age of
15-20 years have a total of 10 respondents, 21-30 years of age 64 years, 31-40 years of
age 41 years, 41-50 years 24 respondents and respondents with ages above 50 years with
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a total of 8 respondents. This shows that the respondents with the largest number
are respondents with an age range of 21-30 years with 64 respondents.
Description of respondents based on last education.
A description of the characteristics of respondents based on their latest education
is presented in Table 3:
Table 3 Characteristics of respondents based on last education.

Last education Total Percentage
SD 1 0,7%
SMP 14 9,5%
SMA/SMK 81 55,1%
D3 12 8,2%
S1 39 26,5%
Total 147 100%

Source : data processed

Based on table 3, it can be seen that the characteristics of respondents with the last
education of elementary school are only 1 respondent, junior high school 14 respondents,
high school / vocational high school 81 respondents, D3 12 respondents and S1 39
respondents, and it can be concluded that the respondents who dominate Surabaya
plantations are in the last education in high school / vocational high school as many as 81
respondents.

Description of respondents based on length of work.

A description of the characteristics of respondents based on their length of work
is presented in table 4:

Table 4 characteristics of respondents based on length of work

Length of Service Total Percentage
<1 Year 43 29,3%
1-5Years 62 42,2%
6-10 Years 42 28,6%
Total 147 100%

Source : data processed

Based on table 4, it is known that the characteristics of respondents with less than
1 year of work are 43 respondents, 1-5 years of work are 62 respondents and 6-10 years
of work are 42 years. Respondents who dominate with the number of respondents 62,
namely with a vulnerable time of 6-10 years of work.
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Description of respondents based on employment status.

A description of the characteristics of respondents based on employment is
presented in Table 5:

Table 5 Characteristics of respondents based on employment status.

Employment Status Total Percentage
Permanent employees 87 59,2%
Contract employee 22 15%
Casual employee 17 11,6%
Piece-rate employees 3 2%
Interns 18 12,3%
Total 147 100%

Source : data processed

Based on table 5, it is known that the characteristics of respondents with
employment status as permanent employees are 87 respondents, contract employees 22
respondents, casual employees 17 respondents, piecework employees 3 respondents and
apprentices 18 respondents. Which has the largest number of respondent characteristics
based on employment status, namely permanent employees with 87 respondents.
Measurement Model Testing Results (Outer Model)

Analysis in this study uses Partial Least Square (PLS). The Outer Model test starts
with the PLS Algorithm found in the figure below. From the output results, the analysis
can then be evaluated with the measurement model (outer model) by testing convergent
validity, discriminant validity and reliability.

Image 1 PLS Algorithm

.
0.708
M *0173 KK1
«0.816~ | x
M3 0744 = ke
» T~ x

Motivasi
: 0.721
Kerja 0.296 ‘ el x

DK1 g 0770 4

3 s 0731 KKS

0.764 2, / y

DK2 #8043 g ~0813”
0816~ = 0.304— 707974 KK6

SIS 0751 20724,

0728  KK7
0.770
DK4 013/ Disiin Kefa Kineia  \0.782[* =
Karyawan 0,762
DKs 0783 7 “
X

0.728 KK9

KK3

KK4

“
0354 KK10

“
KK11

International Journal of Business, Law and Political Science 57 | Page


https://economic.silkroad-science.com/index.php/I

Volume 1 Nomor 9 September 2024
E-ISSN: 3032-1298

https://economic.silkroad-science.com/index.php/IJBLPS

Source: SmartPLS output results

Converegnt Validity Testing Results
Converegent Validity in the measurement model using reflective indicators based

on the loading factor. With a loading factor value of more than 0.7, it is declared an ideal
or valid measure as an indicator in measuring constructs, if the value of 0.5 - 0.6 is still
acceptable, but if the value is below 0.5, it must be removed from the model. Based on
data calculations using the PLS Algorithm, the loading factor value is shown in the
following table:

Table 6 Loading Factor

Work Work Work Employee
Motivation | Discipline | Environment| Performance
MK1 0.708
MK2 0.817
MK3 0.816
MK4 0.744
DK1 0.764
DK2 0.804
DK3 0.816
DK4 0.751
DK5 0.770
DK6 0.813
DK7 0.783
LK1 0.729
LK2 0.801
LK3 0.805
LK4 0.866
LK5 0.899
LK6 0.832
KK1 0.721
KK2 0.832
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KK3 0.770
KK4 0.731
KK5 0.813
KK6 0.797
KK7 0.724
KK8 0.728
KK9 0.782

Source: SmartPLS output results

The loading factor results in table 11 show that all loading factor values that have
been calculated above 0.7 have validity data that can be used for further research and have
met the criteria. To fulfill convergence, it is necessary to have an Average Variance
Extacted (AVE) value for each construct. The AVE value from the PLS Algorithm results
is presented as follows:

Table 7 AVE Value (Average Variance Extacted)

Variables Average Variance
Extracted (AVE)
Work Motivation 0.597
Work Discipline 0.618
Work Environment 0.679
Employee Performance 0.583

Source: SmartPLS Output Results
Table 7 shows that the AVE value of each construct is above 0.5 (>0.5). It can
be concluded that the convergent validity of the data has potential validity for further
testing.
Results of Discriminant Validity Testing
The discriminant validity of reflective indicators can be seen in the cross loading
value between the indicator and its construct. And presented in the following table:

Table 8 AVE Value (Average Variance Extacted)

LK2 0.568 0.603 0.801 0.634
LK3 0.560 0.572 0.805 0.573
LK4 0.526 0.564 0.866 0.667
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LK5 0.587 0.701 0.899 0.701
LK6 0.516 0.630 0.832 0.638
KK1 0.590 0.640 0.654 0.721
KK2 0.602 0.633 0.678 0.832
KK3 0.586 0.559 0.569 0.770
KK4 0.495 0.567 0.585 0.731
KK5 0.562 0.619 0.602 0.813
KK6 0.553 0.591 0.568 0.797
KK7 0.569 0.638 0.484 0.724
KK8 0.588 0.551 0.478 0.728
KK9 0.610 0.598 0.681 0.782
KK10 0.525 0.547 0.593 0.762
KK11 0.509 0.530 0.541 0.728

Source: SmartPLS output results

Reliability Testing Results

The measurement of the reliability testing model is used to test the reliability of a
construct. This test is carried out to prove the accuracy, consistency and accuracy of the
instrument in measuring constructs. In other words, reliability shows a consistency of
measurement tools in the same symptoms. Reliability measurement in research can be
through Cronbach's alpha value and composite reliability value. Presented in the

following table:

Table 9 Reliability testing

Composite

Cronbach's Alpha Reliability
Work Motivation 0.773 0.855
Work Discipline 0.897 0.919

Work
Environment 0.904 0.927
Employee

Performance 0.928 0.939

Source: SmartPLS output results
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From table.9, it can be seen that the Cronbach's alpha value and the composite
reliability value for each variable are above 0.70, which indicates that each construct

variable is realiable or valid in this study.

Multicollinearity Testing Results

The multicollinearity test has the aim of testing the correlation between the
independent variables. to find out the indicators experiencing multicollinearity by
knowing the Varian Inflation Factor (VIF) value, presented in the following table:

Table 10 Multicollinearity Test

VIF
MK1 1.331
MK2 1.653
MK3 1.798
MK4 1.594
DK1 2.152
DK2 2.366
DK3 2.307
DK4 1.964
DK5 2.109
DK6 2.301
DK7 2.081
LK1 1.973
LK2 2.321
LK3 2.508
LK4 3.091
LK5 3.481
LK6 2.494
KK1 1.896
KK2 2.848
KK3 2.391
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KK4 2.081
KK5 2.137
KK6 2.620
KK7 2.094
KK8 2.020
KK9 2.333
KK10 2.312
KK11 2.089

Source: Data processed 2024

Based on the table above, it shows that there is no multicollinearity between the
independent variables. this can be seen from the VIF value <5 according to the
recommended limit in PLS.

Structural Model Testing Results (Inner Modal)
R-Square Testing Results

The R Square test is carried out to explain the oogenous latent variable on the
endogenous latent variable which has a substantive influence. The results of the PLS
Algorithm process for the R Square value can be seen as follows:

Table 11 R-Square Test

R Square
R Square Adjusted
Employee
0.727 0.721
Performance

Source: Data processed 2024

The R-Square value = 0.727 means that this result can be interpreted that the

model is able to explain the phenomenon/problem of employee performance by 72.7%,
the remaining 27.3% is influenced by other variables (other than work motivation, work
discipline and work environment) that have not entered the model and errors.
Hypothesis Test

Based on the results of the significant weight test, it can answer the hypothesis of
the T-Statistic or P-Value can be accepted or rejected. If the T-Statistic> 1.96 or the P-
value < 1.96 or the P-Value> 0.05, then the hypothesis is rejected.
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Table 12 Hypothesis Test

Original | Sample Standard | T Statistics P
Sample Mean Deviation | (|O/STDEV|) | Values
(©) (M) (STDEV)

Work Motivation ->

Employee 0.296 0.278 0.098 3.019| 0003

Performance

Work Discipline ->

Employee 0.304 0.323 0.105 2.888 | 0.004

Performance

Work Environment -

> Employee 0.354 0.358 0.084 4198 | 0.000

Performance

Source: Data processed 2024

X1 (Work Motivation) on Y is accepted because it has a T-Statistic> 1.96 of 3.019
and a P-Value <0.05, namely 0.003. It can be concluded that work motivation has a
significant effect on employee performance.

X2 (Work Discipline) on Y is accepted because it has a T-statistic> 1.96, namely
2.888 and a P-Value <0.05, namely 0.004. It can be concluded that work discipline has a
significant effect on employee performance.

X3 (Work Environment) on Y is accepted because it has a T-statistic> 1.96,
namely 4,198 and a P-Value <0.05, namely 0.000. It can be concluded that the work
environment has a significant effect on employee performance.

Discussion
H1: Work Motivation affects Employee Performance

Based on the results of the analysis that has been carried out in this study, it proves
that work motivation has a significant positive effect on employee performance. The
results of this study are in line with the theory put forward by [12] that motivation is the
drive or desire of employees to complete their duties well to achieve organizational goals
in their work environment. Which proves that motivation affects employee performance,
because with internal and external support from the company, employees will be
encouraged to carry out the tasks assigned by the company.

Work motivation itself has several indicators, namely Responsibility,
Advancement, The possibility of growth (Development of individual potential). The
largest contribution of these indicators is the Advancement indicator. The results of this
study are in line with research conducted by C. Carolin and D. R. Rahadi[3], H. Faiha, P.
Fannya and D.H. Putra[10], D.S.P Mariani and V. Firdaus[14] which states that the
motivation variable has a significant effect on employee performance. which means that
if the work motivation given to employees goes well, employee performance can continue
to increase. However, this research is not in line with research conducted by S. Okky, B.
Batubara and S. Sari[15] which states that, motivation has a negative and insignificant
effect on employee performance.

International Journal of Business, Law and Political Science 63 | Page


https://economic.silkroad-science.com/index.php/I

Volume 1 Nomor 9 September 2024
E-ISSN: 3032-1298

https://economic.silkroad-science.com/index.php/IJBLPS

H2: Work Discipline affects Employee Performance

Based on this study, it proves that the work discipline variable has a significant
effect on employee performance. the results of this study are in line with the theory put
forward by [17] that work discipline is obeying, obeying and respecting company
regulations that result in good performance, quality, quality of work. Which means that
with the rules set in the company will be used as a reference by employees to carry out
their work in accordance with the rules that are enforced, and the regulations given by PT
Kebun Sayur Surabaya have been running well which results in employees obeying all
the rules and having an impact on their performance, this is evidenced by the answers to
the questionnaire statements distributed which obtained a majority score of four and five
for work discipline compliance on employee performance.

Work discipline has several indicators, namely effective use of time, adherence to
agency regulations, level of alertness, responsibility. The largest contribution of these
indicators is adherence to agency regulations. This is supported by respondents who agree
with the statement that employees maintain good work ethics in accordance with
company standards and follow all procedures set by the company. The results of this study
are in line with research conducted by B. J. Onsardi[5], Gito Septa putra and Jhon
Fernos[4], F. T. Wanta, I. Trang and R. N. Taroreh[16] which shows that the work
discipline variable has a significant effect on employee performance. However, this
research is not in line with research conducted by Raymond, L.S Dian, D. P. Anggita, I.
Mohammad Gita and S. Jontro[17] which states that the work discipline variable has no
significant effect on employee performance.

H3 : Work Environment affects Employee Performance

Based on the results of this study indicate that the work environment affects
employee performance at PT Kebun Sayur Surabaya. The results of this study are in line
with the theory put forward by [19] that the work environment is a safe and comfortable
place for employees so that employees feel satisfied and bring out their best ability to
complete the work. In the environment of PT Surabaya Vegetable Garden has a very
comfortable and safe work environment ranging from facilities, facilities and
infrastructure, the layout of plantation equipment that is neatly organized and of good
quality provided for its employees to a supportive work environment and this certainly
affects employee performance which will improve.

The work environment has several indicators that support lighting, layout or
space, security and labor relations. The greatest contribution of several work environment
indicators is layout or space for movement and security and work relationships. This is
supported by the answers of respondents who agree that the layout of the equipment in
the workplace allows them to move freely, as well as employee relationships that are very
supportive and supportive. The results of this study are in line with research conducted
by 1. Malikhah, D. Yulis Wulandari, and Yolanda Nst.[8], Orien Mulya Dwi Pramesti,
Vera Firdaus, Dewi Andriani[6], K. Yuliantari and I. Prasasti[7], Y. Soejarminto and R.
Hidayat[20] which states that work environment variables have a significant influence on
employee performance. however, this study is not in line with previous research proposed
by I. Novitasari and N. Setiawan. Novitasari and N. Setiawan[21] which states that work
environment variables do not have a significant effect on employee performance.
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CONCLUSION

Fundamental Finding: This study reveals that work motivation, work discipline,
and work environment significantly enhance employee performance at PT Kebun Sayur
Surabaya. Specifically, higher work motivation, strict adherence to work discipline, and
a supportive work environment positively influence employees' performance outcomes.
Implication: Organizations should invest in enhancing these three factors—motivation,
discipline, and environment—to optimize employee performance. Effective HR strategies
that address these areas can drive significant improvements in productivity and
organizational success. Limitation: The study is limited by its focus on a single company
and its use of self-reported data, which may introduce bias. Additionally, the cross-
sectional design limits the ability to draw conclusions about causality. Further
Research: Future research should consider longitudinal studies across diverse industries
to validate these findings and explore other potential factors influencing employee
performance. Expanding the scope to include qualitative data could also provide deeper
insights into the underlying mechanisms at play.
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