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ABSTRACT   
This study investigates the factors influencing employee performance in Muaro Jambi Regency, 

Indonesia, aiming to enhance understanding and contribute to human resource management by testing 

a conceptual model integrating work environment, job characteristics, and work motivation. 

Employing an associative quantitative approach, the research uses survey methods, regression 

analysis, and path analysis, with a census sampling of 83 employees. The instrument, comprising 51 

items, was validated by three experts and tested for validity and reliability. Assumption tests included 

normality, heteroscedasticity, and multicollinearity, followed by hypothesis testing. Key findings 

indicate that the work environment significantly influences work motivation with a coefficient of 

determination of 61.6%. Job characteristics also have a substantial impact on work motivation at 

45.5%. Work motivation strongly affects performance achievement at 50.9%. The work environment 

directly influences performance achievement by 20.8%, with an indirect effect through motivation at 

18.7%. Job characteristics directly impact performance achievement by 22.2% and have an indirect 

effect through motivation at 23.2%. Combined, the work environment, job characteristics, and work 

motivation explain 75.3% of the variance in performance achievement. Sobel test results confirm that 

work motivation mediates the effects of the work environment and job characteristics on performance 

achievement. The study concludes that integrating these three factors significantly enhances employee 

performance, providing valuable insights for human resource management practices. 

 

Keywords: Work Environment; Job Characteristics; Work Motivation; Employee 

Performance 
 

  
INTRODUCTION 

In public administration, human resources (HR) are essential to carrying out government 

organizations' vision, mission, and goals (Pinto, 2023; Stempel, 2023). High-performing (Miao, 2019) 

and motivated staff members are necessary to meet these objectives (Cangialosi, 2023). Accordingly, 

creating a welcoming and secure work atmosphere for staff members is crucial to encouraging high 

levels of job excitement (Kennedy, 2023; Shafagatova, 2023). Employees who are performing their 

responsibilities are immediately impacted by the work environment (Melnick, 2023). Employee 

performance and enthusiasm can be adversely affected by an unsuitable work environment, which 

might make them uncomfortable carrying out their responsibilities (Haar, 2022; Ulrich, 2022).  

 Likewise, job attributes have the potential to greatly impact workers' motivation for their work 

and their capacity for efficient performance (Reilly et al., 2023; Sutja et al., 2024). Performance can 

be improved by job qualities that correspond with individual tendencies (Hamdi, 2016, 2022; Santoro, 

2021; Song, 2019). They ascertain whether a person is a good fit for a particular employment 

function, which helps them advance in their chosen sector (Ciobanu, 2019; Rasimin & Hamdi, 2021; 

Sarwar, 2020). An employee's performance is likely to improve if their job characteristics match their 

function (Hamdi et al., 2022a, 2022b; Ogbonnaya, 2019; Park, 2019). 
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 Apart from the job features and work environment, work motivation plays a crucial role in 

improving employee performance (Santiago-Torner, 2023). Employee performance is impacted by 

work motivation (Xu, 2022; Zeng, 2022). Employees may be motivated to accomplish corporate goals 

by both inner and external factors (Rasimin & Hamdi, 2021; Vuong, 2023). Employee motivation 

propels them to complete their work, improving the business and helping them reach goals that fulfill 

their own interests (Hamdi et al., 2022a; Liao, 2022). Extrinsic elements including pay, job security, 

working conditions, standing within the company, policies and procedures, and connections with 

coworkers, subordinates, and superiors can all be sources of organizational motivation (Hauwaert, 

2022; Saleh, 2022). Achievement, acknowledgment, accountability, professional growth, the work 

itself, and prospects for advancement are examples of intrinsic factors (Autin, 2022; Fernando et al., 

2023; Hamdi, M., Sultoni, S., & Sukma, 2022).   

 One of the Regional Work Units (OPD) of the Muaro Jambi Regency Government in charge of 

overseeing educational matters is the Education and Culture Office of Muaro Jambi 

(Disdikbud.muaroJambi, 2023). Achieving optimal performance requires human resources that are 

both skilled and dependable. Disdikbud is dedicated to achieving performance results with a 

“excellent” grade as specified in the OPD Strategic Plan (RENSTRA) as part of the government's 

attention on educational affairs (Disdikbud.muaroJambi, 2023). In this regard, the organization's 

vision and goal can only be successfully realized with the support of human resource development 

(Hamdi, 2014; Matschke, 2023; Peny-Dahlstrand, 2023). 

 Numerous studies have investigated employee performance (Eliyana, 2019; Hameed, 2020), 

primarily addressing misconceptions and various implementations of human resource management 

(HRM) practices. For example, Green Human Resource Management (GHRM) has been shown to 

affect employees' pro-environmental behavior (Kim et al., 2019), and the relationship between 

transformational leadership and employee performance has been explored (Buil et al., 2019). 

Additionally, the acquisition of knowledge and effective HRM practices are essential for enhancing 

corporate innovation performance (Papa et al., 2020). However, within the context of the Education 

Office of Muaro Jambi, no study has specifically examined the interactions between the work 

environment, job characteristics, and work motivation in relation to employee performance. This gap 

highlights the need for a comprehensive and contextual study to understand the factors influencing 

employee performance in this particular organizational setting. 

 This research aims to address the following questions: (1) Does the work environment at 

Disdikbud Muaro Jambi directly impact work motivation and employee performance? (2) Do job 

characteristics directly influence work motivation and employee performance at Disdikbud Muaro 

Jambi? (3) Is there a direct effect of work motivation on employee performance at Disdikbud Muaro 

Jambi? (4) Does the work environment indirectly affect performance by first directly influencing 

work motivation at Disdikbud Muaro Jambi? (5) Do job characteristics indirectly affect performance 

by first directly influencing work motivation at Disdikbud Muaro Jambi? 

 This research is essential as it provides insights into the factors influencing employee 

performance. By understanding the effects of the work environment, job characteristics, and work 

motivation on employee performance, it can pinpoint areas for improvement to enhance productivity 

and efficiency. Moreover, this research offers significant theoretical contributions by deepening the 

understanding of factors affecting employee performance within the context of regional government 

organizations. 

RESEARCH METHODS  

 This study utilizes an associative quantitative approach with a survey method to uncover 

correlations between the variables under investigation (Heppner et al., 2007). This approach was 

selected as it enables adequate statistical analysis of the collected data (Moleong, 1989), allowing for 
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the identification and measurement of the strength of relationships between variables. The 

independent variables are the work environment (X1) and job characteristics (X2), the mediating 

variable is work motivation (Z), and the dependent variable is performance outcomes (Y). Data is 

collected via surveys from all employees of the Education and Culture Office of Muaro Jambi. 

The research is conducted from January 2024 to June 2024 at the Education and Culture Office 

of Muaro Jambi, using a population sampling technique (census) where the entire population of 83 

employees serves as the sample (Creswell, 2014). Questionnaires are administered directly and via 

Google Forms to gather information according to the studied variables (Creswell, 2014). The 

questionnaire, comprising 51 items, includes sections on the work environment (12 items), job 

characteristics (14 items), work motivation (11 items), and performance outcomes (14 items). These 

instruments have undergone expert judgment by three experts and have been tested for validity and 

reliability. 

Assumption tests include normality, heteroscedasticity, and multicollinearity, followed by 

hypothesis testing, regression analysis, and path analysis. The effect size of the relationships between 

variables X and Y, or the coefficient of determination (R²), is interpreted using the criteria set by 

Cohen et al. (2000). 

Respondent Demographics 

Table 1. Demographic Data Distribution of 83 Respondents Involved in the Study 

Category Sub-Category Frequency 
Percentage 

(%) 

Valid 

Percentage (%) 

Cumulative 

Percentage (%) 

Age 18 - 30 th 25 30.1 30.1 30.1 

31 - 45 th 37 44.6 44.6 74.7 

46 - 55 th 19 22.9 22.9 97.6 

56 - 60 th 2 2.4 2.4 100.0 

Gender Male 46 55.4 55.4 55.4 

Female 37 44.6 44.6 100.0 

Employee 

Status    
Honorary 41 49.4 49.4 49.4 

 
Civil Servant 42 50.6 50.6 100.0 

Last 

Education 

Associate Degree 3 3.6 3.6 3.6 

High School 

Diploma 
1 1.2 1.2 4.8 

Package B 1 1.2 1.2 6.0 

Package C 3 3.6 3.6 9.6 

Bachelor’s 

Degree 
56 67.5 67.5 77.1 

Master’s Degree 4 4.8 4.8 81.9 

Secondary School 4 4.8 4.8 86.7 

High School 8 9.6 9.6 96.4 

Vocational High 

School 
3 3.6 3.6 100.0 

 

 

 

Table 2. Criteria for Interpreting Effect Size 
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Determination Value (%) Interpretation 

.0 – .10 Poor 

.11 – 0.30 Modest 

.31 – 0.50 Moderate 

>.51 Strong 

Table 3. Criteria for Interpreting Partial Effect Size 

Determination Value Interpretation 

0,00 – 0,04 Low or very weak 

0,05 – 0,16 Low but definite 

0,17 – 0,49 Fairly strong 

0,50 – 0,81 High or strong 

0,82 – 1,00 Very high or very strong 

 
 

RESULTS AND DISCUSSION 

Result 

Descriptive statistics are applied to assess data by describing the information collected without 

attempting to draw broad or general conclusions (Sugiyono, 2018:147). Descriptive statistics provide 

a summary of the data based on measures such as the mean, standard deviation, maximum, and 

minimum 

Table 4. Descriptive Statistics 
Descriptive Statistics 

 N Minimum Maximum Mean Std. Deviation 

Work Environment 83 23 46 41.27 3.616 

Job Characteristics 83 28 53 48.30 4.204 

Work Motivation 83 21 43 38.13 3.655 

Performance 

Achievement 
83 25 54 48.28 4.538 

Valid N (listwise) 83     

 

1. The descriptive test results, based on a sample of 83 participants, reveal that Work 

Environment scores range from a minimum of 23 to a maximum of 46. The mean score is 

41.27, with a standard deviation of 3.62. Since the standard deviation is lower than the mean, 

this suggests that the Work Environment data is relatively uniformly distributed. 

2. The descriptive test results for a sample of 83 participants reveal that Job Characteristics 

scores range from a minimum of 28 to a maximum of 53, with an average score of 48.30 and 

a standard deviation of 4.20. Since the standard deviation is less than the mean, this suggests 

that the Job Characteristics data are relatively evenly distributed. 

3. The descriptive test results for a sample of 83 participants indicate that Work Motivation 

scores range from a minimum of 21 to a maximum of 43, with an average of 38.13 and a 

standard deviation of 3.66. The fact that the standard deviation is lower than the mean 

suggests that the distribution of Work Motivation scores is fairly consistent. 

4. The descriptive test results for a sample of 83 participants show that Performance 

Achievement scores range from a minimum of 25 to a maximum of 54, with an average of 

48.28 and a standard deviation of 4.34. Since the standard deviation is smaller than the mean, 

this suggests that the Performance Achievement data are distributed fairly consistently. 

 

 

Instrument Testing 
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The validity test in this study was performed with 83 respondents, using a significance level (α) 

of 5% or 0.05. The degrees of freedom (Df) were calculated as N-2 = 83 – 2 = 81, which gives a table 

value (r-table) of 0.216. Data are considered valid if the computed r value exceeds the r-table value 

and the significance level is below 0.05. Pearson's product-moment correlation formula, applied using 

IBM SPSS 22 Statistics, was used for the test. The results show that all items are valid, as their 

coefficients are higher than 0.216. Based on the calculation using Cronbach's Alpha with SPSS 22, all 

statement variables have reliability values categorized as acceptable, as they exceed the Cronbach's 

Alpha threshold of 0.6. 

Classical Assumption Tests 

Normality Test 

 The normality of the data was assessed using the Kolmogorov-Smirnov Test of Normality in 

SPSS. As per Ghozali (2016), decisions are based on the probability (asymptotic significance). The 

test results indicate a Sig. (2-tailed) value of 0.200, which is greater than 0.05, confirming that the 

data follows a normal distribution. 

Heteroscedasticity Test 

Scatterplot Heteroscedasticity Test 

 As Ghozali (2018) explains, the heteroscedasticity test aims to determine whether the variance 

of residuals is constant across observations in a regression model. To detect heteroscedasticity, SPSS 

graphics are utilized. The criterion for decision-making is based on the scatterplot: heteroscedasticity 

is not present if there is no discernible pattern and the points are randomly dispersed above and below 

the 0 value on the Y-axis. 

 

 
Figure 1. SPSS Output for Heteroscedasticity Test 

Based on the scatterplot output, the data points are spread out and do not form a clear pattern. 

Therefore, it can be concluded that there is no issue of heteroscedasticity. 

Glejser Heteroscedasticity Test 
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 The heteroscedasticity test is a statistical technique used to determine if there are significant 

variations in dispersion between groups or sub-samples within a dataset. Heteroscedasticity arises 

when the variance of data is not consistent across its range. If the significance value (Sig.) exceeds 

0.05, it suggests that heteroscedasticity is not present in the regression model. Conversely, a 

significance value (Sig.) below 0.05 indicates the presence of heteroscedasticity. According to the 

SPSS output, all significance (Sig.) values are above 0.05, confirming that there is no 

heteroscedasticity in the regression model. 

Multicollinearity Test 

 The multicollinearity test is a statistical method used to identify high linear dependence 

between two or more independent variables in a regression model. Multicollinearity occurs when 

independent variables are strongly correlated, potentially affecting the interpretation and reliability of 

the regression results. A Variance Inflation Factor (VIF) value less than 10.00 indicates no 

multicollinearity, while a VIF value greater than 10.00 suggests the presence of multicollinearity. 

According to the output, all VIF values are below 10.00, and the tolerance values are near 1, 

indicating that there is no multicollinearity in the regression model. 

Multiple Linear Regression Test 

 

Table 5. Multiple Linear Regression Test 
Coefficientsa 

Model Unstandardized Coefficients 

Standardized 

Coefficients t Sig. 

B Std. Error Beta 

1 (Constant) 3.652 3.055  1.196 .235 

Work Environment (X1) .372 .121 .368 3.086 .003 

Job Characteristics (X2) .396 .104 .455 3.811 .000 

A. Dependent Variable: Work Motivation (Y) 

 2 (Constant) 1.858 3.086  .602 .549 

 Work Environment (X1) .261 .128 .208 2.041 .045 

 Job Characteristics (X2) .239 .113 .222 2.117 .037 

 Work Motivation (Z) .632 .112 .509 5.643 .000 

a. Dependent Variable: Performance Achievement (Y) 

To determine the multiple regression equation of the influence of work environment and job 

characteristics on work motivation, the regression coefficients are analyzed as follows: 

Model 1 

Y = a + b1x1 + b2x2   

Y = 3.652 + 0.372 X1 + 0.396 X2   

 

Where:   

X1 = Work Environment   

X2 = Job Characteristics   

Y = Work Motivation   

 

From the above regression equation, it can be interpreted as follows:   

1. a = 3.652 indicates that if X1 and X2 remain constant (do not change), the constant value of Y is 

3.652.   

2. b1 = 0.372 indicates that if X1 increases, Y will increase by 0.372, assuming no change in X2.   

3. b2 = 0.396 indicates that if X2 increases, Y will increase by 0.396, assuming no change in X1. 

 

Model 2 
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Y = a + b1x1 + b2x2 + b3Z   

Y = 1.858 + 0.261 X1 + 0.239 X2 + 0.632 Z   

 

Where:   

X1 = Work Environment   

X2 = Job Characteristics   

Z = Work Motivation   

Y = Performance Achievement   

 

From the above regression equation, it can be interpreted as follows:   

1. a = 1.858 indicates that if X1, X2, and Z remain constant (do not change), the constant value of Y is 

1.858.   

2. b1 = 0.261 indicates that if X1 increases, Y will increase by 0.261, assuming no change in X2 and Z.   

3. b2 = 0.239 indicates that if X2 increases, Y will increase by 0.239, assuming no change in X1 and Z.   

4. b3 = 0.632 indicates that if Z increases, Y will increase by 0.632, assuming no change in X1 and X2. 

 

Hypothesis Testing 

Partial t-Test 

 The partial t-test is a statistical method used to assess whether a particular independent variable 

significantly impacts the dependent variable in a multiple linear regression model, while accounting 

for the influence of other independent variables. This test enables us to evaluate the unique 

contribution of individual independent variables to the dependent variable, controlling for the effects 

of the other independent variables. 

Table 6. Partial t-Test 
Coefficientsa 

Model 
Unstandardized Coefficients 

Standardized 

Coefficients t Sig. 

B Std. Error Beta 

1 (Constant) 3.652 3.055  1.196 .235 

Work Environment (X1)  .372 .121 .368 3.086 .003 

Job Characteristics (X2) .396 .104 .455 3.811 .000 

A. Dependent Variable: Work Motivation (Y) 

2 (Constant) 1.858 3.086  .602 .549 

 Work Environment (X1) .261 .128 .208 2.041 .045 

 Job Characteristics (X2) .239 .113 .222 2.117 .037 

 Work Motivation (Z) .632 .112 .509 5.643 .000 

a. Dependent Variable: Performance Achievement (Y) 

 Based on the results from Model 1 of the Partial t-Test, the t-value for Work Environment (X1) 

is 3.086. To find the t-table value, we use α/2 = 0.05 = 0.025 with degrees of freedom N-k-1, which is 

83 – 2 – 1 = 80, giving a t-table value of 1.990. Since the t-value is greater than the t-table value 

(3.086 > 1.990) and the significance value (Sig.) is 0.003 < 0.05, this indicates a significant effect of 

Work Environment on Work Motivation. For Job Characteristics (X2), the t-value is 3.811. Using the 

same t-table value (1.990), the t-value exceeds the t-table value (3.811 > 1.990) and the significance 

value (Sig.) is 0.000 < 0.05, indicating a significant effect of Job Characteristics on Work Motivation. 

In Model 2, the t-value for Work Environment (X1) is 2.041. With degrees of freedom N-k-1 of 

83 – 3 – 1 = 79, the t-table value remains 1.990. Since the t-value is greater than the t-table value 

(2.041 > 1.990) and the significance value (Sig.) is 0.045 < 0.05, this suggests a significant effect of 

Work Environment on Performance Achievement. For Job Characteristics (X2) in Model 2, the t-

value is 2.117. With degrees of freedom N-k-1 of 83 – 3 – 1 = 79, the t-table value is 1.990. Since the 

t-value exceeds the t-table value (2.117 > 1.990) and the significance value (Sig.) is 0.037 < 0.05, it 
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indicates a significant effect of Job Characteristics on Performance Achievement. For Work 

Motivation (Z) in Model 2, the t-value is 5.643. With degrees of freedom N-k-1 of 83 – 3 – 1 = 79, the 

t-table value is 1.990. Since the t-value is much greater than the t-table value (5.643 > 1.990) and the 

significance value (Sig.) is 0.000 < 0.05, this indicates a significant effect of Work Motivation on 

Performance Achievement. 

Simultaneous F-Test 

The simultaneous F-test is a statistical method used to jointly examine whether a group of 

independent variables significantly affects the dependent variable in a multiple linear regression 

model. This test aims to assess the null hypothesis that all regression coefficients of the independent 

variables are zero simultaneously. 

Table 7. Simultaneous F-Test 
ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 674.918 2 337.459 64.183 .000b 

Residual 420.624 80 5.258   

Total 1095.542 82    

a. Dependent Variable: Work Motivation 

b. Predictors: (Constant), Job Characteristics, Work Environment 

2 Regression 1272.055 3 424.018 80.412 .000b 

 Residual 416.571 79 5.273   

 Total 1688.627 82    

a. Dependent Variable: Performance Achievement 

b. Predictors: (Constant), Work Motivation, Work Environment, Job Characteristics 

 

 For Model 1, the calculated F-value is 64.183. To determine the F-table value, we use α = 0.05 

with degrees of freedom N-k, which is 83 - 2 = 81, resulting in an F-table value of 3.11. Since the F-

value exceeds the F-table value (64.183 > 3.11) and the significance value is 0.000 < 0.05, this 

indicates a significant effect of Work Environment and Job Characteristics on Work Motivation. In 

Model 2, the F-value is 80.412. With degrees of freedom N-k of 83 - 3 = 80, the F-table value is 2.72. 

Since the F-value is greater than the F-table value (80.412 > 2.72) and the significance value is 0.000 

< 0.05, this suggests a significant effect of Work Environment, Job Characteristics, and Work 

Motivation on Performance Achievement. 

Correlation Test  

Correlation Coefficient Test 

For the next analysis, inferential tests of relationships between variables were conducted. To 

calculate the strength of the relationship between variables, SPSS version 22 for Windows was used 

with the Pearson product-moment correlation as follows: 

 

 

 

 

Table 8. Correlation Coefficient Test 
Model Summary 

Model R R Square 
Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .785a .616 .606 2.293 

a. Predictors: (Constant), Job Characteristics, Work Environment 
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Model Summary 

Model R R Square 
Adjusted R 

Square 

Std. Error of the 

Estimate 

2 .868a .753 .744 2.296 

a. Predictors: (Constant), Work Motivation, Work Environment, Job Characteristics 

 In Model 1, the correlation coefficient (R) between Work Environment (X1), Job 

Characteristics (X2), and Work Motivation (Z) is 0.785, indicating a strong positive correlation 

among these variables. In Model 2, the correlation coefficient (R) between Work Environment (X1), 

Job Characteristics (X2), Work Motivation (Z), and Performance Achievement (Y) is 0.868, reflecting 

a very strong positive correlation among these variables. 

Coefficient of Determination Test 

This analysis is used to determine the extent of the effect of independent variables on the 

dependent variable, usually expressed as a percentage. The coefficient of determination is calculated 

using the formula: 

Kd = 𝑟2  x 100% 

where: 

Kd  = Coefficient of Determination 

r = Correlation Coefficient 

 

Table 9. Coefficient of Determination 
Model Summary 

Model R R Square 
Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .785a .616 .606 2.293 

a. Predictors: (Constant), Job Characteristics, Work Environment 

2 .868a .753 .744 2.296 

a. Predictors: (Constant), Work Motivation, Work Environment, Job Characteristics 

 In Model 1, the coefficient of determination (R²) is 0.616, or 61.6%. This indicates that 61.6% 

of the variation in the dependent variable (Z) is explained by the independent variables (X1 and X2), 

while 38.4% is attributed to other factors not considered in the study. The standard error of estimate is 

e1 = √(1 - 0.616) = √0.384 = 0.620. In Model 2, the coefficient of determination (R²) is 0.753, or 

75.3%. This means that 75.3% of the variation in the dependent variable (Y) is explained by the 

independent variables (X1, X2, and Z), while 24.7% is due to other factors not examined by the 

researcher. The standard error of estimate is e2 = √(1 - 0.753) = √0.247 = 0.497. 

 

 

 

 

 

Table 10. Path Diagram 
Coefficientsa 
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Model 
Unstandardized Coefficients 

Standardized 

Coefficients t Sig. 

B Std. Error Beta 

1 (Constant) 3.652 3.055  1.196 .235 

Work Environment (X1) .372 .121 .368 3.086 .003 

Job Characteristics (X2) .396 .104 .455 3.811 .000 

A. Dependent Variable: Work Motivation (Y) 

2 (Constant) 1.858 3.086  .602 .549 

 Work Environment (X1) .261 .128 .208 2.041 .045 

 Job Characteristics (X2) .239 .113 .222 2.117 .037 

 Work Motivation (Z) .632 .112 .509 5.643 .000 

a. Dependent Variable: Performance Achievement (Y) 

 In Model 1, the effect of X1 on Z is 0.368, and the effect of X2 on Z is 0.455. In Model 2, the 

direct effect of X1 on Y is 0.208, while the indirect effect of X1 on Y through Z is calculated as the 

product of the effect of X1 on Z (0.368) and the effect of Z on Y (0.509), resulting in 0.368 x 0.509 = 

0.187. The direct effect of X1 on Y (0.208) is higher than the indirect effect through Z (0.187), 

indicating that X1 has a significant direct impact on Y. Conversely, the direct effect of X2 on Y is 

0.222, while the indirect effect of X2 on Y through Z is the product of the effect of X2 on Z (0.455) 

and the effect of Z on Y (0.509), resulting in 0.455 x 0.509 = 0.232. Here, the indirect effect of X2 on 

Y (0.232) is greater than the direct effect (0.222), suggesting that X2 has a significant indirect effect 

on Y. 

Sobel Test 

Table 11. Sobel Test Calculation 

Variable 
Direct Effect 

(Unstandardized) 

Std. Error 

Direct 

Indirect Effect 

(Unstandardized) 

Std. Error 

Indirect 

Work Environment (X1) to Work 

Motivation (Z) 
0.372 0.121 0.235 0.078 

Work Motivation (Z) to 

Performance Achievement (Y) 
0.632 0.112 - - 

Job Characteristics (X2) to Work 

Motivation (Z) 
0.396 0.104 0.250 0.072 

Work Motivation (Z) to 

Performance Achievement (Y) 
0.632 0.112 - - 

Notes: 

1. Direct Effect: Represents the immediate impact of the independent variable on the mediating 

variable (Z) or the effect of the mediating variable (Z) on the dependent variable (Y). The 

value of 0.372 indicates the effect of Work Environment (X1) on Work Motivation (Z), while 

0.632 reflects the effect of Work Motivation (Z) on Performance Achievement (Y). 

2. Indirect Effect: Represents the effect of the independent variable on the dependent variable 

(Y) through the mediating variable (Z). The value of 0.235 demonstrates the impact of Work 

Environment (X1) on Performance Achievement (Y) via Work Motivation (Z). This value is 

obtained by multiplying the direct effect of X1 on Z by the direct effect of Z on Y. 

 

 

 

 

 

 

 

 

 

 

Table 12. Sobel Test Calculation Results 
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Independent Variable a b sa sb 
Test 

statistik 
p-Value Conclusion 

Work Environment (X1) 0.372 0.632 0.121 0.112 2.699 0.003 Significant 

Job Characteristics (X2) 0.396 0.632 0.104 0.112 3.156 0.001 Significant 

 

Interpretation of Results: 

 

1. The Sobel Test results indicate a significance value of 0.003 < 0.05, demonstrating that Work 

Motivation (Z) significantly mediates the effect of Work Environment (X1) on Performance 

Achievement (Y). 

2. The Sobel Test results also show a significance value of 0.001 < 0.05, proving that Work 

Motivation (Z) significantly mediates the effect of Job Characteristics (X2) on Performance 

Achievement (Y) 

 

Discussion 

 The research findings indicate that the work environment significantly impacts employee 

motivation and performance. This is consistent with Frederick Herzberg and Bernard Mausner's 

Hygiene Theory (2017), which suggests that while certain factors—such as supervision, interpersonal 

relationships, working conditions, salary, administrative policies, benefits, and job security—do not 

directly motivate employees, their absence can lead to dissatisfaction. The study corroborates 

Herzberg and Mausner's theory by showing a significant influence of the work environment on both 

employee motivation and performance. This aligns with Hermawan's (2022) findings that the work 

environment significantly affects employee performance at PT. Sakti Mobile Jakarta, with an effect 

size of 37.8%, and Nurjaya's (2021) research, which highlights the positive and significant impact of 

the work environment on employee performance at PT. Hazara Cipta Pesona. 

The study also reveals that job characteristics have a significant effect on employee motivation 

and performance. This supports the Job Characteristics Model developed by Hackman and Oldham 

(1976), which posits that job attributes such as skill variety, task identity, task significance, autonomy, 

and feedback can influence motivation, performance, and job satisfaction. The results are consistent 

with Habibah and Siregar's (2023) research, which found that job characteristics positively and 

significantly affect job satisfaction among millennial freelancers in Medan, contributing 43.1%. 

Additionally, the research shows that work motivation significantly impacts employee 

performance. In this study, work motivation encompasses factors like achievement, recognition, job 

nature, responsibility, and personal development opportunities, as outlined by Frederick Herzberg and 

Bernard Mausner (2017). The measurement of these factors reflects their influence on employee 

performance at Disdikbud Muaro Jambi. This finding aligns with Lotu et al.'s (2022) study, which 

demonstrates that work motivation significantly affects employee performance at the Sudiroprajan 

Village Office. 

Overall, the research highlights that work environment, job characteristics, and work 

motivation all significantly affect employee performance. These findings are consistent with previous 

studies and theories, emphasizing the importance of these factors in enhancing employee motivation 

and performance. For organizations like Disdikbud Muaro Jambi, focusing on improving working 

conditions and job characteristics is crucial for boosting employee motivation and performance. The 

study adds valuable insights into how these elements can influence employee performance in the 

education sector. 

 

CONCLUSIONS  

 This study seeks to investigate how the work environment, job characteristics, and work 

motivation affect employee performance at the Muaro Jambi Education Office. Based on the analysis 

and discussion, the following conclusions can be drawn from this research: 

1. The research demonstrates that the work environment significantly and strongly impacts 

employee work motivation, with a coefficient of determination of 61.6%. Although the direct 
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effect of the work environment on employee performance is relatively modest at 20.8%, it 

still plays a critical role in influencing performance through its effect on work motivation. 

This highlights the importance of fostering a supportive work environment to boost 

motivation and, consequently, performance. 

2. Job characteristics have a notable impact on work motivation, with a coefficient of 

determination of 45.5%. Although their direct effect on employee performance is relatively 

low (22.2%), it is still significant. This suggests that while job characteristics are influential in 

improving motivation and performance, their impact is more pronounced when they first 

enhance work motivation. 

3. Work motivation has a strong and significant effect on employee performance, with a 

coefficient of determination of 50.9%. This underscores that work motivation is a crucial 

factor in achieving the desired level of employee performance. 

4. Both the work environment and job characteristics affect employee performance through 

work motivation. The indirect effect of the work environment on performance via motivation 

is 18.7%, while the indirect effect of job characteristics on performance through motivation is 

23.2%. These figures indicate that work motivation is a key link between the work 

environment, job characteristics, and employee performance. 

5. The combined influence of the work environment, job characteristics, and work motivation on 

employee performance is substantial, with a strong coefficient of determination of 75.3%. 

This demonstrates that effectively integrating these three factors can significantly enhance 

employee performance. 

Prospects for Research Development 

1. Based on these findings, management at the Muaro Jambi Education Office should implement 

strategies aimed at enhancing the work environment and developing more engaging job 

characteristics. These improvements are expected to boost employee motivation, which will, 

in turn, positively influence employee performance. 

2. This research underscores the need for policies that support the enhancement of the work 

environment and job design. Such policies might include upgrading work facilities, investing 

in employee training and development, and offering appropriate rewards and incentives. 

3. These findings are relevant to other organizations with similar working conditions. 

Organizations can use these insights to improve employee motivation and performance by 

focusing on better work environments and job characteristics. 

4. Future research could explore additional variables that may impact employee performance, 

such as leadership styles, organizational culture, and work-life balance. Longitudinal studies 

could also be conducted to track changes in employee motivation and performance over time. 

Overall, this research provides valuable insights into the factors affecting employee 

performance and emphasizes the role of work motivation as a mediator. These findings can serve as a 

basis for policy development and managerial interventions aimed at improving employee 

performance. 
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