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A B S T R A C T 

Employee performance is the result achieved by the employee in completing 
the work assigned by the company to the employee. The inconsistencies of 
previous research and also overlooking the chance that organizational 
commitment may act as intervening variable is the problem that this 
research highlight. The purpose of the study was to test the effect of work 
motivation and work environment on employee performance with 
organizational commitment as an intervening variable. This type of research 
is causal-quantitative research. Saturation sampling was used in this 
research.  110 employees of PT Abioso Batara Alba, Boyolali Regency, as the 
sample. Data collection techniques in this study using a questionnaire. The 
hypothesis testing technique is in the form of path analysis using SPSS 
version 20 and the Sobel test. The results showed that work motivation had 
an effect on employee performance. Organizational commitment does not 
mediate the effect of work motivation on employee performance. Good work 
motivation will increase employee performance. The work environment has 
an effect on employee performance. Organizational commitment does not 
mediate the effect of the work environment on employee performance. 
Employee performance will improve if they are motivated at work. 
Employees do not need to be devoted to the firm to increase performance 
because the company's good work motivation will directly improve 
employee performance. Employees do not need to be dedicated to the 
company first in order for the construction of a nice work environment to 
have a direct impact on employee performance.  

 
1. INTRODUCTION 

 Employee performance will not be optimal if they only rely on production machines without 
paying attention to the human aspect. Employee performance is the result achieved by employees in 
completing the work assigned by the company to the employee (Hasibuan, 2012; Sari et al., 2021). It must 
be remembered that in a corporate organization, the human aspect of being capable, skilled, and responsible 
as an employee is a company asset that is very valuable for the survival of the company (Govender & Bussin, 
2020; Veithzal, 2005). One of the factors that affect employee performance is work motivation. (Antonio, 
2016; Neher & Maley, 2020) reveals that work motivation is an encouragement given by an organization or 
company to increase employee morale. High motivation, employees will improve employee performance, 
employees will be more active in completing every task they do, because employees will feel more cared 
for, given encouragement to move forward, and feel supported by the organization. 

Another factor that affects employee performance is the work environment. Work environment 
defined as physical and non-physical factors that affect employee work (Liang et al., 2015; Noah & Steve, 
2012; Taiwo, 2010). The physical work environment used in this study. The condition of the physical 
environment, especially during Covid 19, was different from conditions before Covid 19. Before Covid 19 
the company did not limit the relationship between employees in the workplace. In addition, during the 
Covid 19 pandemic at PT Abioso Batara Alba, Boyolali Regency, they placed hand washing facilities with 
running water provided before workplace, as well as providing hygiene sanitation tools such as hand 
sanitizers at each entrance area and around the building area and more routinely cleaning the air circulation 
in the workspace. This is in line with statment that there are several things regarding the condition of the 
physical environment where employees work during Covid-19, namely air circulation, workspace size, and 
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work equipment (Hustia, 2020). The better the work environment such as good relations between leaders 
and subordinates as well as good relations between fellow subordinates and workplace conditions will be 
able to improve employee performance.  

In addition to work motivation and work environment, another factor that can affect employee 
performance is organizational commitment. Organizational commitment defined as a person's belief in the 
organization or company and the involvement of individuals in the activities or interests of the organization 
with full responsibility and loyalty to the organization (Dewi & Amilin, 2015). The higher the organizational 
commitment to employees such as employees who are always involved in the organization will be able to 
improve employee performance. A good working environment will be able to increase a person's 
commitment to the organization, because with a good working environment, employees will feel 
comfortable and will continue to work in that place. Several previous studies found a positive influence of 
the work environment on organizational commitment (Abidin et al., 2017; Putra et al., 2020; Wowor, 2016). 
However, the results of this study differ from another studies who found that the work environment did not 
have a positive effect on organizational commitment (Azizah et al., 2019; I. Purnama. et al., 2019; Setiawan 
& Lestari, 2016). On the other hand, other studies such as research found a positive influence of work 
motivation on organizational commitment (Bintoro et al., 2019; Lestari, 2016; N. Q. Purnama et al., 2016). 
This means that the more motivated employees will increase the employee's commitment to the 
organization. However, unlike the research which found work motivation did not have a positive effect on 
organizational commitment (D. M. Akbar et al., 2017; Azizah et al., 2019).  

Previous studies found a positive influence on work motivation on employee performance (Amalia 
& Fakhri, 2016; Oktavianti, 2020; Rahsel, 2016). However, the results of this study are different from 
another studies which found work motivation had no effect on employee performance (Muhamad & Trang, 
2019; Oktavianti, 2020; Syawal, 2018). The research supports this by finding the influence of the work 
environment on employee performance (Josephine & Harjanti, 2017; Kusumastuti et al., 2019; Lestary & 
Harmon, 2018). However, it is different from the findings who found the work environment had no effect 
on employee performance (Siahaan & Bahri, 2019; Wasiati, 2016). Previous researchers also found a 
positive effect of organizational commitment on employee performance (D. M. Akbar et al., 2017; Charli et 
al., 2020; Lessar et al., 2019). However, this is different from the research which found organizational 
commitment did not have a positive effect on employee performance (Syardiansah et al., 2020). This study 
is a modification of previous research, this is because previous research only examined directly between 
the X variable (work motivation and work environment) on Y (employee performance), but this study 
examined the indirect effect by adding an intervening variable (organizational commitment). The difference 
of this research from previous research is in the organizational commitment variable which is studied as an 
intervening variable. This research was conducted because of the inconsistency of previous studies and 
because in previous studies organizational commitment had not been considered as an indirect variable. 
This study aims to test the effect of work motivation and work environment on employee performance with 
organizational commitment as an intervening variable. 

 

2. METHODS  

 This type of research is descriptive quantitative by using explanation (Explanatory Research). The 
population of this research is the employees of PT ABA, Boyolali Regency, amounting to 110 people. The 
sampling technique used saturation sampling.  Saturation Sampling method is a sampling method by 
including all members of the population as research samples (Sugiyono, 2012), so the number of samples 
in this study is 110 employees. The concept definition, dimension, and indicators of each variable is 
presented in Table 1. Data collection techniques in this study using a questionnaire. Questionnaires were 
distributed to employees during breaks and when they came home from work. The scale used in this study 
is the Likert scale. In this study the variables were measured by six categories of degrees of agreement, 
namely 1 = Strongly Disagree, 2 = Disagree, 3 = Slightly Disagree, 4 = Slightly Agree, 5 = Agree, 6 = Strongly 
Agree. Hypothesis testing technique in the form of path analysis using SPSS version 20 and Sobel test. 

 
Table 1. Variable Operations 

Concept Definition Dimension Indicator  
Employee performance 
  
It is the result of an employee's 
work which is assessed based 
on the quality and quantity of 
work achieved in accordance 

1. Work quality 

2. Working 

quantity 

3. Responsibility 

4. Cooperation 

1.a. According to company standards, 
1.b. Able to complete work on time. 
2.a. Work results according to target 
2.b. Do not procrastinate work. 
3.a. The ability of employees to carry out work 

according to procedures 
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Concept Definition Dimension Indicator  
with the responsibilities given 
to the employee 
(Mangkunegara, 2009)  

5. Initiative 
 

3.b. The ability of employees to take risks. 
4.a. The ability of employees to cooperate with 

other employees, 
4.b. good communication between employees. 
5.a. Employees are able to provide ideas or 
ideas 
5.b. The ability of employees to utilize 

organizational resources. 
Organizational Commitment 
 
It is a strong desire as a 
member of the organization to 
strive in accordance with the 
goals of the organization 
(Luthans, 2006) 
 

Affective 
Commitment 

1. Continuance 

Commitment 

2. Normative 

Commitment 

1.a. Keep working at the company because of 
the emotional bond 

1.b. Always involved in the organization 
2.a. Stay with the organization because of the 

appropriate salary 
2.b. Keep working at the company because 

there is no better alternative to work 
elsewhere 

3.a. Stay in the organization because of self-
awareness 

3.b. Staying in the company because there are 
obligations that must be done 

Work environment 
 
It is everything that is in the 
employee's workplace  
(Noah & Steve, 2012). 

Physical dimension 
 

1. workspace lighting, 

2. workspace circulation, 

3. noise level, 

4. room wall color, 

5. Workroom air humidity 

6. Existing facilities in the workspace (AC, 

trash cans, drinking water, toilets, prayer 

rooms, etc.) 
Work motivation 
 
It is a force, both internal and 
external, that encourages a 
person to achieve certain 
predetermined goals (Uno, 
2010)    

1. Internal 

motivation 

2. External 

motivation 

1.a. Employee responsibilities for the tasks 
performed, 

1.b. Complete tasks according to targets, 
1.c. There is feedback on the work that has been 

completed, 
1.d. Feeling happy in doing work, 
1.e. Prioritizing work performance over what is 

done 
2.a. Trying to make ends meet 
2.b. Feel happy if given a compliment from the 

work 
2.c. Work well because of the desire to get 

incentives and 
2.d. Work because you want to get attention 

from superiors and coworkers 
 

3. RESULTS AND DISCUSSIONS 

Results 
Characteristic of Respondents 

 This section describes the characteristics of the respondents as many as 110 employees of PT. PT 
ABA Boyolali Regency which consists of gender, age, last education, length of work and status. 
 
Table 2. Characteristic of Respondents 

Characteristic Respondent Amount        (%) 
Gender Man 49 44,55% 

Woman 61 63,00% 
Amount 110 100,00% 
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Characteristic Respondent Amount        (%) 
Age Under 20 years 4 3,64% 

Age 20 tahun-30 years 52 47,27% 
Age 31 tahun-40 years 41 37,27% 
Over 40 years old 13 11,82% 
Amount 110 100,00% 

Last Education Senior Haight School 95 86,36% 
Diploma 2 1,82% 
Bachelor 13 11,82% 
Amount 110 100,00% 

Length of Work 1 year - 2 years 21 19,09% 
3 years - 4 years 65 59,09% 
> 4 years 24 21,82% 
Amount 110 100,00% 

Status Marry 72 65,45% 
Not married yet 38 34,55% 
Amount 110 100,00% 

 
 Table 2 shows that most of the respondents in this study were women, amounting to 63%. When 

viewed from the age, most of the respondents (47.27%) aged 20-30 years. Most of the respondents' last 
education was high school, which was 86.36%. When viewed from the length of work, most of the 
respondents (59.09%) have worked for 3 years to 4 years. When viewed from the status of most of them 
are married by 65.45%. Here are the results of the test path by using simple regression for each 
hypothesis by using SPSS V.23 by testing analysis test path that aims to determine the influence of an 
independent variable on the dependent variable. In this test using a test with a significance level of 0.05. For 
more details can be seen in the following Table 3. 
 
Table 3. Hypothesis Testing 

Variable 
Sig. R2 Conclusion 

X Z Y 

Work Motivation  
Employee 

Performance 
0.000 0.382 Accepted 

Work Environment  
Employee 

Performance 
0.000 0.371 Accepted 

 
Organization 
Commitment 

Employee 
Performance 

0.000 0.391 Accepted 

Work Motivation 
Organization 
Commitment 

 0.000 0.354 Accepted 

Work Environment 
Organization 
Commitment 

 0.000 0.475 Accepted 

 
Table 3 shows that work motivation affects employee performance with a significance value 0.000 

which is smaller than 0,05. The value of R Square is 0.382, so the variation in employee performance that is 
influenced by work motivation is 38.20% and the rest is influenced by other variables outside the research 
model. The work environment variable has an effect on employee performance with a significance value of 
0.000 which is smaller than 0.05. The value of R Square is 0.371, so the variation in employee 
performance that is influenced by the work environment is 37.10% and the rest is influenced by other 
variables outside the research model. Organizational commitment variable has an effect on employee 
performance with a significance value of 0.000 which is smaller than 0.05. The value of R Square is 0.391, so 
the variation in employee performance that is influenced by organizational commitment is 39.10% and the 
rest is influenced by other variables outside the research model. 

The work motivation variable has an effect on organizational commitment with a significance value 
of 0.000 which is smaller than 0.05. The value of R Square is 0.354, so the variation of organizational 
commitment that is influenced by work motivation is 35.40% and the rest is influenced by other variables 
outside the research model. The work environment variable has an effect on organizational commitment 
with a significance value of 0.000 which is smaller than 0.05. The value of R Square is 0.475, so the variation 
of organizational commitment that is influenced by the work environment is 47.50% and the rest is 
influenced by other variables outside the research model. The results of the influence of work motivation 
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on employee performance with organizational commitment as an intervening variable using the Sobel 
test as shown in Table 4. 

 
Table 4. The Effect Work Motivation on Employee Performance with Organizational Commitment as an 

Intervening Variable 

Variable 
Standard 

Error 
Influence 
Direct (B) 

Indirect Influence 

X Z Y    
Work 

Motivation 
 Employee 

Performance 
 0,462  

Work 
Motivation 

Organizational 
Commitment 

 0,047 0,387  

 
Organizational 
Commitment 

Employee 
Performance 

0,052 0,472  

Work 
Motivation 

Organizational 
Commitment 

Employee 
Performance 

  (0,387*0,472) = 
0,183 

 
Based on Table 4, it shows that path analysis shows that the results obtained are the direct effect 

of work motivation on employee performance of 0.462 while the indirect effect of work motivation on 
employee performance through organizational commitment is 0.183. With the multiplication result, it is 
obtained that the value is 0.462 > 0.1183. Which means that the direct effect of work motivation on 
employee performance is greater than the indirect effect of work motivation on employee performance 
through organizational commitment. So, it can be concluded that work motivation does not mediate the 
effect of work motivation on employee performance. The processed results regarding the effect of the work 
environment on employee performance with organizational commitment as an intervening variable can be 
calculated as in Table 5. 
  
Table 5. The Effect Work Environment on Employee Performance with Organizational Commitment as an 

Intervening Variable 

Variable 
Standard 

Error 
Influence 
Direct (B) 

Indirect Influence 

X Z Y    
Work 

Environment 
 Employee 

Performance 
 0,452  

Work 
Environment 

Organizational 
Commitment 

 0,028 0,351  

 
Organizational 
Commitment 

Employee 
Performance 

0,052 0,472  

Work 
Environment 

Organizational 
Commitment 

Employee 
Performance 

  (0,351*0,472) = 
0,166 

 
Based on the Table 5, it shows that the path analysis shows that the results obtained are the 

direct effect of the work environment on employee performance of 0.452 while the indirect effect of the 
work environment on employee performance through organizational commitment is 0.166. With the 
multiplication result, it is obtained that the value is 0.452 > 0.166. Which means that the direct influence of 
the work environment on employee performance is greater than the indirect effect of the work environment 
on employee performance through organizational commitment. So, it can be concluded that the work 
environment does not mediate the effect of the work environment on employee performance. 
 
Discussion 
Work motivation has a positive effect on employee performance 

Work motivation affects employee performance with a significance value of 0.000 which is smaller 
than 0.05, so H1 is accepted and H0 is rejected. This result is supported by descriptive statistics of work 
motivation which is included in the high category. This is because of the nine indicators of work motivation, 
eight are in the high category and one indicator is in the low category. The results of this study are in line 
with research which found a positive influence of work motivation on employee performance (Amalia & 
Fakhri, 2016; Oktavianti, 2020; Rahsel, 2016). This means that the more motivated employees can improve 
employee performance. Work motivation is one of the important things in implementing employee 
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performance in the workplace. For employees, work motivation is very important in achieving good 
performance or it can be said if work motivation will be related to the achievement of employee 
performance. 

Work motivation is one of the factors that affect employee performance. Work motivation is an 
encouragement given by an organization or company to increase employee morale (Antonio, 2016). High 
motivation, employees will improve employee performance, employees will be more active in completing 
every task they do, because employees will feel more cared for, given encouragement to move forward, and 
feel supported by the organization. Work motivation is one of the important things in implementing 
employee performance in the workplace. For employees, work motivation is very important in achieving 
good performance or it can be said if work motivation will be related to the achievement of employee 
performance (Amalia & Fakhri, 2016; Oktavianti, 2020; Rahsel, 2016). This means that the more motivated 
employees can improve employee performance.    

 
Work motivation has a positive effect on employee performance through organizational 
commitment 

Based on path analysis, it shows that the results obtained are a direct influence, namely work 
motivation on employee performance of 0.462. Meanwhile, the indirect effect of work motivation on 
employee performance through organizational commitment is 0.183. Which means that organizational 
commitment does not mediate the effect of work motivation on employee performance, so H2 is rejected 
and H0 is accepted. The results of this study are in line with previous study, which suggests that 
organizational commitment does not mediate the effect of work motivation on employee performance 
(Shanty & Mayangsari, 2017). This means that the motivation given is still not able to increase the 
organizational commitment of employees. This is because employees feel they have to stay with the 
company because they still need the company, this is because there are other factors that are considered 
capable of influencing employee organizational commitment to the company. 

Work motivation arises because of the need and motivation encourages the emergence of action in 
order to meet these needs. If employees have high work motivation, the commitment in carrying out their 
work will increase. With this, the quality of employees can be seen from the form of attention and concern 
for the school. This is supported by several studies finding a positive influence on work motivation on 
organizational commitment (Bintoro et al., 2019; Lestari, 2016; N. Q. Purnama et al., 2016). This means that 
the more motivated employees will increase the employee's commitment to the organization. 
Organizational commitment is the involvement of people with the organization where they work and are 
interested in staying in the organization in an effort to improve performance. In this case, good 
organizational commitment will be able to improve employee performance to achieve organizational goals. 
This is supported by the research which found a positive influence of organizational commitment on 
employee performance (D. M. Akbar et al., 2017; Charli et al., 2020; Lessar et al., 2019). The same thing was 
also expressed by previous study, who found work motivation had an effect on employee performance 
mediated by organizational commitment (Shanty & Mayangsari, 2017). The higher the organizational 
commitment to employees as employees is always involved in the organization will be able to improve 
employee performance. A good work environment will be able to increase a person's commitment to the 
organization, because with a good work environment employee will feel comfortable and will continue to 
work in that place. 

 
The work environment has a positive effect on employee performance 

The work environment affects employee performance with a significance value of 0.000 which is 
smaller than 0.05, so H3 is accepted and H0 is rejected. These results are supported by descriptive statistics, 
namely the work environment is included in the high category, this is because there are two indicators that 
are included in the high category, such as the lighting in the workspace which according to employees is 
adequate and the air circulation in the workspace is good. The results are in line with the research that 
support this by finding the influence of the work environment on employee performance (Josephine & 
Harjanti, 2017; Kusumastuti et al., 2019; Lestary & Harmon, 2018). The work environment in a company is 
important to note. The work environment can be seen from the physical (sufficient lighting, good air 
temperature, noise, coloring, sufficient space for movement, security). A good work environment can 
support the implementation of work so that employees become more enthusiastic at work and can improve 
employee performance. The better the work environment such as good relations between leaders and 
subordinates as well as good relations between fellow subordinates and workplace conditions will be able 
to improve employee performance. A good work environment is a work environment that provides comfort 
to its employees so that when employees do work it will be able to affect their performance. A good and 
pleasant work environment can increase the passion and morale of the employees of PT Abioso Batara Alba, 
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Boyolali Regency. A good work environment can increase the level of concentration of employees because 
this condition causes the level of productivity produced by employees to also increase. A good physical work 
environment can provide support for improving employee work performance. 

The work environment is a factor that can affect employee performance. Work environment 
defined as physical and non-physical factors that affect employee work (Taiwo, 2010). The physical work 
environment used in this study. The condition of the physical environment, especially during Covid 19, was 
different from conditions before Covid 19. Before Covid 19 the company did not limit the relationship 
between employees in the workplace. In addition, during the Covid 19 pandemic at PT ABA, Boyolali 
Regency, they placed hand washing facilities with running water provided before workplace, as well as 
providing hygiene sanitation tools such as hand sanitizers at each entrance area and around the building 
area and more routinely cleaning the air circulation in the workspace. This is in line with statement that 
there are several things regarding the condition of the physical environment of the employee's workplace 
during Covid 19, namely air circulation, the size of the workspace, and work equipment (Hustia, 2020). The 
better the work environment such as good relations between leaders and subordinates as well as good 
relations between fellow subordinates and workplace conditions will be able to improve employee 
performance. The work environment in a company is important to note. The work environment can be seen 
from the physical (sufficient lighting, good air temperature, noise, wall paint, sufficient space for movement, 
security). A good work environment can support the implementation of work so that employees become 
more enthusiastic at work and can improve employee performance. The better the work environment such 
as good relations between leaders and subordinates as well as good relations between fellow subordinates 
and workplace conditions will be able to improve employee performance (Josephine & Harjanti, 2017; 
Kusumastuti et al., 2019; Lestary & Harmon, 2018).  

 
The work environment has a positive effect on employee performance through organizational 
commitment. 

The direct effect of the work environment on employee performance is 0.452 while the indirect 
effect of the work environment on employee performance through organizational commitment is 0.166. 
With the multiplication result, it is obtained that the value is 0.452 > 0.166. Which means that organizational 
commitment does not mediate the effect of the work environment on employee performance. The results 
of this study are in line with research which suggests that organizational commitment does not mediate the 
effect of the work environment on employee performance (Shanty & Mayangsari, 2017). A facilitated work 
environment will increase employee performance such as workspace lighting which according to 
employees is adequate and good air circulation in the workspace. However, to improve performance, 
employees do not need to be previously committed to the company so that the creation of a pleasant work 
environment will directly affect employee performance. This is supported by the variable organizational 
commitment included in the medium category, this is because most of the respondents answered that the 
organizational commitment indicator is included in the medium category such as employees still working 
at the company because there is an emotional bond, employees are always involved in the organization, 
employees will continue to work in this company. because self-awareness and employees will continue to 
stay in this company because of obligations. 

A good work environment can support the implementation of work so that employees become 
more enthusiastic at work and can improve employee performance. The better the work environment such 
as good relations between leaders and subordinates as well as good relations between fellow subordinates 
and workplace conditions will be able to increase organizational commitment to employees. This is 
supported by research which found a positive influence of the work environment on organizational 
commitment (Abidin et al., 2017; Putra et al., 2020; Wowor, 2016). In addition, the higher the work 
commitment felt by employees, the greater the employee's expectations that if they work to meet 
organizational goals. Good organizational commitment will be able to improve employee performance to 
achieve organizational goals. This is supported by the research which found a positive influence of 
organizational commitment on employee performance (A. Akbar et al., 2017; Charli et al., 2020; Lessar et 
al., 2019). The same thing was also found that the work environment had an effect on employee 
performance which was mediated by organizational commitment. 

In order to improve employee performance, several things are needed, especially in work 
motivation, especially on the indicator with the lowest mean value, namely employees will work well if 
employees get attention from superiors and co-workers, therefore, for company leaders to give more 
attention or support to employees by how to give rewards for employees and for co-workers to help each 
other at work. In addition, from the work environment, especially the indicator with the lowest mean value, 
namely the work space is protected from noise, therefore for the company to add silencers in the workplace 
to reduce noise levels. The limitation of this research is the employee performance appraisal which is filled 
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in by the employees themselves, this causes the responses given by the respondents to be subjective and 
have not examined the measurement of employee performance from the company. Therefore, for future 
research to add employee performance measurements from the company. This study only examines factors 
of work motivation and work environment as well as organizational commitment, therefore for future 
research to add other variables that can affect employee performance such as leadership. 

 

4. CONCLUSION 

Work motivation has an effect on employee performance. This means that the more motivated 
employees can improve employee performance. Organizational commitment does not mediate the effect of 
work motivation on employee performance. Good work motivation will increase employee performance. 
However, to improve performance, employees do not need to be committed to the company so that the good 
work motivation provided by the company will directly improve employee performance. The work 
environment affects employee performance. This means that the better the work environment can improve 
employee performance. Organizational commitment does not mediate the effect of the work environment 
on employee performance. A facilitated work environment will increase employee performance. However, 
to improve performance, employees do not need to be committed to the company beforehand so that the 
creation of a pleasant work environment will directly affect employee performance. 
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