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Abstract  - Employee performance is an important element to assess the level of success of the company is running 

its business. Many factors can affect employee performance, including the environment, work, competence, and 

employee motivation. This study aims to explore the relationship between the influence of these three factors on 

employee performance. The sample of respondents selected were employees who worked at several electronic 

companies in the Bekasi Industrial Area, West Java, Indonesia. This study uses structural equation modeling 

(SEM) and path analysis to test the level of influence of the variables used. The use of 183 employees who come 

from different characteristics, age, sex, length of work, education, and income are used to test the effect of the 

work environment, competence, and motivation on performance. The results showed that performance was more 
significantly influenced by the work environment and motivation as intervening, while competence did not 

significantly influence performance. Motivation also directly influences performance. Companies must be able to 

create attractive work environments so that employees can be motivated and make optimal use of employee 

competency planning. This study focuses more on how the work environment, competence, and motivation affect 

performance both partially and simultaneously.  

 

Keywords: Work Environment, Competence, Motivation, Employee’s Performance 

 

INTRODUCTION 

 
The growth of the industrial world in the current 

millennial era is still increasing very rapidly. Besides, 
there are many new companies (startups) that have 
grown up and moved rapidly as keeping along with the 
high asset rate. For this reason, strong resources are 
needed, one of them is from human resources itself. 
Many factors affect human resources; so that they 
continue to improve their performance (Sidanti, 2015).  

While for the other researchers, (Z. Hidayat & 
Taufiq, 2012) show that there is a significant influence 
of work environment variables and work discipline and 
work motivation simultaneously which affects the 
employee’s performance. (Anshari et al., 2019)  

It is said that the employee’s competency is the 
dominant variable affecting its performance. Electronic 
companies in industrial areas in the Bekasi district also 
shows the interrelationship of influence, work 
environment, competence, and working motivation 
toward the employee’s performance (Pawirosumarto, 
2017). It assumes that it is characterized by a person 
that results in ineffective and/or superior performance 
in a job (Charda, 2015).  

Competence is so important for the business world 
as the basis of the employee’s recruitment. Some 
experts even claim that a high IQ (Intelligence 
Quotient) person does not guarantee to achieve success 

(Andiri et al., 2017). He even states that it is necessary 
to replace the intelligence tests with tests based on 
competence (Kasim, 2012). 

Motivation is a conscious effort to move, direct, and 
maintain one's behavior (Kasim, 2012). So, he or she 
will be compelled to act of doing something, then 
achieving certain results or goals later. Human needs 
are arranged hierarchically; from the lowest to the 
highest. If one type of person’s need has been fulfilled, 
then it is not going to be able to be used as a motivator  
(F. Hidayat, 2009).  

Several factors to influence work motivation are the 
high-pay, a healthy work environment, occasionally 
having recreational opportunities (Hermawati, 2012). 
Pullins in (Krisdiyanto, 2010) motivation of a person 
plays an important role in the performance of 
employees’ productivity. From all the beforehand 
explanations, it can be concluded, motivation has a 
relationship with several other variables in improving 
organizational performance.  

Then, the work environment states where 
employees will carry out activities to do their particular 
job. Certainly, a conducive work environment provides 
a sense of feeling secure and  it  
allows employees to work optimally. Also, the work 
environment can affect employee transition.  

Performance is the result of the quality and quantity 
of working that can be achieved by an employee in 
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carrying out the job description under the 
responsibilities given to the employee. Employees’ 
performance (working performance) is the work quality 
and quantity achieved by an employee in carrying out 
their things to do following the responsibilities given to 
him (Mangkunegara, 2005). On the other hand, the 
work performance of the assessment is an attempt by 
the leader to assess the work of the subordinates. 

(Pawirosumarto, J. D. S, 2017) in his research 
mentioned the importance of competence and 
motivation in fostering employee performance, but did 
not mention how work environmental factors influence 
it. Likewise research (Hidayat, Z., & Taufiq, M., 2012) 
(Kasim, 2012) which only implies that performance is 
quite influenced by ability and motivation factors alone 
without looking at other factors. 

Based on this, this study tries to measure factors 
from the work environment in influencing employee 
performance in addition to competence and motivation. 
 
METHODS 

 
This research method uses a questionnaire 

designed to collect data about factors that affect work 
motivation. Data is collected from 183 employees of 
electronic companies in the Bekasi Regency Industrial 
estate. The collected data is analyzed by using 
Structural Equation Modelling (SEM) with AMOS. 
The renewal of this research that, research has never 
been done on electronic companies in the Bekasi 
industrial area, and the latest finding tells that, the 
electronic companies can improve the work 
environment, improve competence and motivate 
employees to increase their performance.  

The hypothesis of this research shows that: H1 = 
Working environment has a positive effect on 
employee work motivation, H2 = Working 
environment has a significant effect on employee 
performance, H3 = The competence has a good effect 
on employee work motivation, H4 = The competence 
has an excellent effect on performance employees, H5 
= Motivation has a big effect on employee 
performance. 

 

RESULT AND DISCUSSIONS 

 

The respondents in this study are the employees in 
the industrial area in the Bekasi district. The individual 
characteristics of respondents in this study include 
several things: age, sex, marital status, education level, 
employee age.  

The results of the study are described by a model that 
contains calculated values, as shown in Figure 1. 

 
Sources: Data of research (2019) 

Figure 1. Research Result Model 

 

The critical value limit (cut off) can be used the 

goodness of fit test as done in research (Widodo, 2000) 

which results in the compatibility test value in table 1. 

 
 The model is considered to represent data if the 
CMIN/DF value of the test results is more than 2.0. 
Based on the results of calculations on the model, the 
value of CMIN/DF is 1.388 with a significant value of 
0.11. The sig. value of the test result is bigger than 0.05, 
which means Ho is not rejected and it is concluded that 
the model is feasible to be used and it can represent the 
data. The testing states RMSEA (Root Mean Squares 
Error of Approximation) 0.046 is less than 0,08. So, it 

Table 1. The Model of Compatibility Test 

Measurement Standard Result Summary 

Probability ≥ 0,05 0,011 Good 

(CMIN/DF)  2,0 1,388 Good 

Goodness of Fit 
Index (GFI) 

> 0,90 0,924 Good 

Root Mean 
Square Error of 
Approximation 
(RMSEA) 

< 0,08 0,046 Good 

Root Mean 

Square Residual 
(RMR) 

<0,05 0,016 Good 

Adjusted 
Goodness of Fit 
Index (AGFI) 

> 0,90 0,892 Margina
l 

Tucker Lewis 
Index (TLI) 

> 0,90 0,974 Good 

Comparative Fit 
Index (CFI) 

> 0,90 0,979 Good 

Incremental Fit 
Index (IFI) 

> 0,90 0,980 Good 

Relative Fit Index 
(RFI) 

≥ 0,95 0,914 Margina
l 

Parsimonious 
Normed Fit Index 
(PNFI) 

≥ 0,60 0,745 Good 

Parsimonious 
Goodness of Fit 
Index (PGFI) 

≥ 0,60 0,647 Good 

Sources: Data of research (2019) 
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indicates the model is suitable to be used. 
The required Goodness of Fit Index (GFI) value 

from 0 to 1, the more the GFI as its value, the better 
model is formed. While the expected GFI value is more 
than 0.9. Based on the calculation results, the GFI result 
of the model is 0.924, which means that the model 
formed is included in the eligible criteria. It is stated so 
because it has a GFI value > 0.9. The Adjust Goodness 
of Fit Index (AGFI) is in the range of 0 to 1, the more 
the AGFI value, it means the better the model is 
formed. Regarding it, the expected AGFI value is more 
than 0.8. Based on calculations on the model, the AGFI 
value is 0.892, which means the model formed is 
included in the eligible criteria.  

It is implied as to the previous statement because it 
has an AGFI value of > 0.8. Comparative Fit Index 
(CFI) is in the range between 0 to 1, the more the CFI 
value, so it will be the higher the CFI value. It is 
assumed that the model is suitable. The results of the 
model testing show the CFI value is 0.979. This current 
value is large enough because it is closer to 1 so that it 
can be surely declared that, the model in this study is 
fit. 

Tucker Lewis Index (TLI) compares a model 
multiplied against the model baseline. Afterward, the 
required TLI value must be higher or equal to 0.95. The 
test results show, the TLI value states 0.974, this value 
is more than 0.95. The resulting testing shows the value 
of TLI will be 0,974. Its value is certainly more than 
0,95, which exactly means the research model is 
acceptable. 

 

The first hypothesis testing (H1) is done by 

comparing the t-value which is 1.924 smaller than 1.96 

and a p-value of 0.054 greater than 0.05 so that H0 is 

accepted and it can be concluded that the work 

environment has no positive and significant effect on 

employee motivation (H1). This is contrary to the 

research of (Z. Hidayat & Taufiq, 2012), which states 
that work motivation is strongly influenced by elements 

of the work environment. The ineffectiveness of the 

work environment is due to the working conditions and 

atmosphere felt by employees unable to generate a new, 

more energetic spirit for employees to work. It can be 

said that there is an element of boredom in employees. 

The results of the analysis of the second hypothesis 

(H2), obtained t-value of 3.903 is greater than 1.96, and 

the p-value is marked with a triple star symbol (***) 

and the confirmed value is less than 0.05. Thus, H0 is 

rejected and concluded that the work environment has 

a good effect on employee performance (H2). For some 

employees, the current working environment has made 

them aware of the importance of work with improved 

performance results. This result is also in line with the 

research of who said that performance is significantly 

influenced by work environment factors. 

In the third hypothesis (H3), the t-value of 5.420 is 

greater than 1.96 and the p-value is marked with a triple 

star symbol (***) and the value is less than 0.05, thus 

H0 is rejected and it is concluded that the competency 
owned by employees positively and significantly 

influence work motivation (H3). Employees who have 

excellence and expertise in their fields will certainly 

encourage them to be more enthusiastic about working 

absolutely. 

The results of the fourth hypothesis analysis (H4) 

obtained at-value of 1.190 are smaller than 1.96 and the 

p-value of 0.234 is greater than 0.05, so H0 is accepted 

and it can be said that employee competency has no 

positive and significant effect on performance (H4). It 

is proven that the expertise of employees at this 
company is only used to carry out the job description to 

them only. They assume as long as the work has been 

completed, then their responsibility is also over, too.  

Whereas in the fifth hypothesis (H5), the t-value of 

3,619 is greater than 1.96 and the p-value is marked 

with a triple star symbol (***) and the value is less than 

0.05 so H0 is rejected and concluded that motivated 

employees have an excellent effect on performance 

(H5). that well-motivated employees will easily 

complete all kinds of work by providing good results. 

The influence of the work environment on 
motivation reflects shows that, each worker does not 

want to have joyful of working. So, company 

management must make significant changes to the 

working environment. The purpose is to make it more 

comfortable with workers so that they will be having 

the enjoyment of working. On the other hand, each 

employee/worker at this company is only trying to 

improve the quality in him/herself and does not show 

to improve the performance toward the management. 

Policies that can be implemented by the company are 

by placing employees by their competencies to carry 

out the tasks given, which are believed to be able to 
improve their performance. 

The analysis of the direct and indirect effects of the 

research variables. Intervening variables play a role in 

determining the total value of the overall stream (total 

effect). The magnitude of the effect of this intervening 

variable can be seen that there is an influence of the 

work environment on performance through 

motivational variables of 0.414. While the total effect 

of competence on performance through intervening 

motivation variables is 0.271. 

The results showed that the work environment did not 
fully affect the work motivation of employees, this 

could be caused by changes that occur in the work 

environment, it is believed that it does not encourage 

employees to carry out work. This contradicts the 

results of research (Triastuti, 2018) which states that 

Table  2. The Hypothesis Test Result 

Hypothesis t-Value Criti
cal 

Valu
e 

P Result 

H1 1,924 1,96 ,054 Rejected 

H3 5,420 1,96 *** Accepted 

H2 3,903 1,96 *** Accepted 

H5 3,619 1,96 *** Accepted 

H4 1,190 1,96 ,234 Rejected 

     Sources: Data of research  (2019) 
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one of the factors that trigger employee development is 

the support of a good work environment. 

But on the other hand, the work environment has a 

significant effect on improving performance. Whatever 

the form of the existing work environment, it turns out 

that it has produced a good work ethic for employees 

and this is in line with research (Dhermawan, 2012) and 

(Dewi, 2013). 

Another factor that influences motivation and 

performance at this company is employee competence. 
It is believed that the higher the competence of a 

company's employees will increase morale and good 

work results. (Triastuti, 2018) and (Dhermawan, 2012) 

also say the same thing, that competence is an 

important thing that must be owned by employees in 

improving their work performance. 

 

CONCLUSIONS 

 

It can be concluded that the endogenous variables 

of work motivation are significantly influenced by 

employee competency factors. While the employee 

performance variable is significantly affected by work 

environment factors and employee work motivation.  

Many factors that cause work environment factors 

which not affect the work motivation in this condition. 

It has happened because of the feeling of boredom at 

work.  

The competencies that are believed to have an 

impact on improving employee performance have not 
been proven to affect yet. This reflects the skill of 

employees is only used to do his or her job description 

only, yet he or she does not think the quality of the 

results. 

Seeing this condition, companies should think more 

about creating conditions for a comfortable work 

environment for employees to be more motivated to 

work. Also, it is better to appreciate the competencies 

of employees by providing the appropriate working 

instruction with the skill that is expected to produce 

better and increased output. For further research, it may 
use the wage policy as an additional variable to 

determine work productivity in electric companies in 

Bekasi. 
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