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ABSTRACT

During the pandemic, employees are forced to work from home (WFH) for health reasons which can lead
to reduced enthusiasm in completing work. Motivation and a good or positive work environment can
objectively affect employee morale with self-awareness. If good motivation is given, morale during WFH
will increase. This study examines the effect of work motivation and environment on employee morale
while working from home. This research is causal-comparative research. The number of samples used is
80 employee respondents. Methods of data collection using a questionnaire. The instrument used is a
questionnaire sheet. This study uses multiple linear regression analysis techniques. The study found that
work motivation had a positive effect on work morale. The analysis score sig 0.002 less than 0.050 that
the work environment positively impacts work morale, as evidenced by a sig score of 0.010 less than
0.050. It shows that the higher the work motivation and the better the work environment, the higher the
employee morale during the WFH period. Therefore, the better the work environment in an organization
or company, the higher the work spirit of employees. Motivation for employees must always be given
during the period of working at home.

1. INTRODUCTION

The system of working at home (Working from Home / WFH) is not a new thing in the world of
work. This work-at-home system has been implemented since the 1970s. Previously this system was
known as telecommuting, which was applied to reduce traffic congestion from employee trips to the office
(Mungkasa, 2020; Stiles, 2020). However, the work-at-home system in the 1970s was implemented not
because of the current pandemic virus but during normal conditions. In contrast to the work-at-home
system in the 1970s, the work-at-home system experienced today is due to the pandemic virus, which
means that this system will continue to be implemented at least until the vaccine is given (Davidescu et al.,
2020; Maison et al.,, 2021; Tuti, 2020). This pandemic, or Covid-19, impacts the economic sector in
Indonesia (Indayani & Hartono, 2020; Muhyiddin, 2020). Data obtained from the Central Statistics Agency
for economic growth in the first quarter of 2021 experienced minus 0.74% which shows Indonesia has not
been able to make Indonesia's economic growth return to normal, after Indonesia's economic growth
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decreased 4 times in a row for the second quarter of 2020 which made Indonesia's economy minus 5.32%.
Improving economic and business conditions is a mutual responsibility between the government and
private sector by developing workers' performance from the labor market and company level. The
government could support private companies’ performance by fostering employees' work spirit to work
more optimally. The company's performance and the employees' work spirit are expected to return the
Indonesian business and economy back to normal. Work spirit is an action that comes from within the
individual that causes the individual to work in a good mood that makes the individual do his job with
discipline and responsibility (Hasibuan & Munasib, 2020; Sundari et al, 2019). Several factors make
employees have a work spirit (P. . Sari, 2018; Zainun, 2015). Among others is a good relationship
between superiors and subordinates because superiors and subordinates have to work together if the
relationship is not good (Diyanti et al, 2017; Rosmaini & Tanjung, 2019). Problems will arise in an
organization, a comfortable working atmosphere and environment for employees to work together.
Employees work, as well as the peace of mind that makes these employees feel safe and comfortable when
they work.

Work spirit can also arise with motivation from both within and from superiors to encourage and
increase employee work spirit (Sya’roni et al.,, 2018; Widodo et al., 2019). Because every employee must
meet their daily needs, they must work optimally. With this work motivation, employees can work
optimally (Marpaung, 2013; Sutedjo & Mangkunegara, 2013). Motivation is very important in the
organization because if there is high motivation, there will be high employee performance and vice versa.
Company leaders must be persuasive so that every employee can work together and always be
enthusiastic when completing each job so that the goals of the company where they work can be achieved
(Erita et al, 2021; Gondokusumo & Sutanto, 2015). Motivation from leadership to employees is an
important step to increasing employee work spirit. The more people with high work spirit, the company
can compete with other companies, and the company's income will increase, increasing the Indonesian
economy (Chien et al., 2020; Pawirosumarto et al., 2017). With this, the company can better understand
the important role of motivation for employees so that they can work more optimally to complete every
job even though employees work from home.

The work environment is another factor that can create a sense of enthusiasm for work (Hidayati
etal, 2019; T. K. Wang & Brower, 2019). The work environment is divided into two: the physical and non-
physical. The physical work environment includes all situations in the workplace that are physical, and
every employee encounters them every day at work (Firmansyah et al., 2020; Savavibool et al., 2016). The
non-physical work environment is a working relationship, both the relationship between subordinates
and superiors and the relationship between colleagues (Hallo & Wahyanti, 2022; Pawirosumarto et al.,
2017). The work environment in the organization has a role that is no less important than work
motivation. A supportive work environment will make employees comfortable and enthusiastic when
carrying out their work; on the contrary, if the work environment is not supportive, employees will feel
restless and unable to work optimally (Gadeyne et al., 2018; Narasuci et al., 2018). All facilities and work
atmosphere provided by the company will affect employee work spirit in carrying out any work the
company has charged to employees.

Work spirit is a pressing psychological force in relation to their work (Firna et al., 2016; Y. K. Sari,
2020). Work spirit can also be interpreted as a work climate or atmosphere in an organization that shows
a sense of enthusiasm in completing work and encourages employees to work better and more
productively (Chien et al., 2020; Solihah et al.,, 2021). Journal Indications of employees having high work
spirit are indicated by feeling happy, having optimism in doing each individual or group work, and being
friendly to one another, while low work spirit is indicated by feelings of dissatisfaction, irritability, illness,
disapproval of orders, anxiety and have a high sense of pessimism (Solihah et al,, 2021; Yusuf et al., 2022).
The statement states that work spirit is necessary during this pandemic because employees work at home
with the same atmosphere and environment daily. Employees must be able to adapt to the current
situation (Jung et al,, 2010; Lopez-Cabarcos et al., 2021). Otherwise, the employee will experience a
decline in performance, and the employee can be threatened with being fired from the company for not
working optimally. Therefore the company must provide more motivation and ensure the employee's
work environment is comfortable because employees will continue to work at home with the same
working atmosphere every day, which can make the employee feel bored.

The results of previous studies show that work motivation can have a significant effect on work
spirit (Marpaung, 2013; Solihah et al., 2021). In addition to motivation, the work environment can be a
variable that affects work spirit. The results of previous studies show that the work environment
significantly affects work spirit (Larasati & Martono, 2020; Tejeda, 2015). Previous research discusses
work motivation and works environment on employee work spirit while focusing on employees who work
in the office and leaves the gap in discussing employees who work at home. In sum, no study emphasizes
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Work From Home that measures the influence of Work Motivation and Work Environment on Employee
Morale. This study fills the research gap by examining the effect of work motivation and environment on
employee work spirit when working at home. The contributions of this research are to provide
information to the body of knowledge on the influence of motivation and work environment for employee
work spirit when working at home that helps as a reference for future researchers.

2. METHODS

In analyzing the data on the data that has been collected, the author uses the comparative causal
quantitative method. The causal-comparative research method has the characteristics of a problem in the
form of a cause-and-effect relationship between two or more variables. The researchers can identify facts
and events as variables that are influenced (dependent) and conduct investigations on variables that
influence (independent) (Indriantoro & Supomo, 2016). This study consists of two independent variables,
work motivation (X1), and work environment (X2), while the dependent variable is employee work spirit
(Y1). The test was carried out using multiple linear regression and processed using SPSS software version
20. The population in this study are employees in central Jakarta who are currently working from home.
The author chose Jakarta as the research area because Jakarta is the capital city and the growth of COVID-
19 in Jakarta is the highest, making many employees work from home. Sampling is intended to determine
how big the role of motivation and work environment on employee work spirit when working at home.
The sampling technique used by the author is purposive sampling. The purposive sampling technique is a
technique that is not done randomly. In sampling, the researcher has set specific criteria for the object to
be sampled by the objectives set by the author. The specific criteria in this study were employees who
were working from home. Determination of the number of samples in this study using the Roscoe formula.
Based on the calculation results obtained, a minimum sample of 80 respondents.

Sources of data in this study use primary data. Primary data is obtained directly from the sample
through questionnaires given directly to respondents in the form of questions. The questionnaire will use
electronic media in the form of a google form. The answer to the question given by the author on the
google form will be in the form of a scale of 1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree, and 5
- strongly agree. Operational variables are needed in this study to facilitate the author in observing and
measuring the variables. Operational variables that refer to this research showed in Table 1.

Table 1. Operational research variables

Variable Definisi Operasional Indicator Source
Work motivation Work Motivation (X1) is 1. Effortlevel (Kadarisman,
the whole process of 2. Persistence level 2013)
encouraging employees 3. Physiological (Gondokusumo &
so that employees are Needs Sutanto, 2015)

willing to work without

coercion
Work Environment Work Environment (X2) 1. Physical work (Sedarmayati,

is the overall equipment environment 2008)
and materials 2. Non-physical (Rorong, 2016)
encountered, the work
environment in which environment
employees work, work
methods, and work
arrangements both
individually and in
groups

Work Spirit Work Spirit (Y1) is an 1. Responsibility (Chien etal., 2020)
organization's climate or 2. Increased (Firna et al., 2016)
work atmosphere that Employee
shows a sense of Productivity
enthusiasm in 3. Excitement

completing work and
encourages employees to
work better and
productively.
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This study uses multiple linear regression analysis techniques to determine the effect or no effect
of each variable x on the variable y and the effect or no effect of the two variables x on the variable y.
Management of data in this study using the IBM SPSS Statistics program. A validity test is a test that
measures a valid or valid questionnaire. The questionnaire is said to be valid if the questions can answer
something that the questionnaire will measure. The test is valid if r count r table (two-sided test with sig.
0.05). A reliability test is a tool to measure the consistency of a questionnaire which is an indicator of a
variable or construct. Reliability testing is reliable if the Cronbach's Alpha score is > 0.70 and vice versa. A
normality test is a test to assess whether a questionnaire is normally distributed or not. According to
empirical experience from several statisticians, if the number of data exceeds 30, it can be concluded that
it is normally distributed in the normality test. However, to provide certainty, a normality test is needed to
find out whether the data is normally distributed or not. The multicollinearity test aims to test whether a
regression model has a high correlation between independent variables. If the VIF score is < 10 or the
Tolerance score is > 0.01, there is no multicollinearity and vice versa.

The heteroscedasticity test aims to test whether there is an inequality of variance in a regression
model from the residual of one observation to another. The heteroscedasticity test can use the Glejser test.
If the significance score is 0.05, it can be concluded that there is no heteroscedasticity problem and vice
versa. The F test aims to test whether the independent variables affect the dependent variable. If the
significant score is F < 0.05, then HO is rejected, and H1 is accepted, which can be concluded that all
independent variables have a significant effect on the dependent variable, and if the significant score is
<0.05 then HO is accepted and H1 is rejected which can be concluded that all independent variables have
no effect significantly to the dependent variable. The t-test aims to test whether the independent variable
partially affects the dependent variable. If the significance score of t > 0.05 then Ho is accepted and Ha is
rejected, meaning that there is no influence between the independent variables on the dependent variable
and if the significance score of the t test is <0.05 then Ho is rejected and Ha is accepted, meaning that there
is an influence between the independent variables on the dependent variable. The coefficient of
determination test aims to measure the model's ability to explain how the influence of the independent
variable simultaneously affects the dependent variable indicated by adjusted R - Squared. The higher R2
means, the better the prediction model of the proposed research model

3. RESULTS AND DISCUSSIONS

Results

The sampling technique used purposive sampling. The sample was obtained using a snowball,
where one respondent was asked to redistribute the questionnaire through social media. Questionnaires
were distributed using google form media. Overall data was obtained from the distribution of
questionnaires that 102 respondents carried out. The age of respondents in this study ranged from 21-26
years as many as 19 samples or 18%, age 27-32 years as many as 31 employees or 30%, age 33-38 years
as many as 37 employees or 36% and 39-42 years as many as 16 employees or 15%. Seventy-four or 72%
of the total respondents were male, while the remaining 28% were female. 12 percent are employees who
work for less than 5 years, 73 percent of employees who work for 6-10 years. 17 percent of employees
work 10-12 years. The results of work motivation are presented in Table 2.

Table 2. Indicators of Work Motivation Variables

No Indicator Mean Category
1 Icanuse my potential and work independently 3.2 High
2 I can work responsibly 3.0 High
3 I amready to work overtime if my work is not finished on time 1.9 Low
4 [ feel happy to accept the challenges of work given by the company. 4.3  Very high
5 Ifeel happy to do the work right and fast according to the target 3.0 High
6 [ feel a sense of satisfaction when I can complete difficult work and achieve 42 High
work targets '
7 The leadership's duties and responsibilities follow my education and 46 Very high
abilities. '
3 I like working for companies that provide career advancement for 46 Very high
employees who have the ability '
9 [ feel satisfied receiving the bonus according to the results of my personal 45 Very high
performance '
Average 3.6 High
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Table 2 shows the level of motivation based on the mean or average Likert score obtained with an
average of 3.6 and is included in the high category. The lowest indicator is “I am ready to work overtime if
my work is not finished on time” a score of 1.9, which is included in the low category. Then the highest
indicator value is "I like working for a company that provides career advancement for employees who
have the ability" with a score of 4.6, which is in the high category. Indicators of Work Environment
Variables showed in Tabel 3.

Table 3. Indicators of Work Environment Variables

No Indicator Mean Category
1 TIhave a personal workspace at home/residence when WFH 3.1 High
2 I getgood support facilities to support working at home 3.0 High
3 Ifeel safe when I work at home 2.0 Low
4 Good relations between employees and superiors help employees when 43 Very high
working from home. '
5 Leaders are friendly and like to ask employees about work 3.0 High
6  There is a good relationship between employees 4.2 High
7 The relationship between employees and co-workers can help employees at 46 Very high
work. '
3 Every employee has the same opportunity for career advancement or 46 Very high
promotion '
Average 3.5 High

Table 3 shows the indicators of the employee's work environment based on the average obtained
from the Likert score with a total average of 3.5 and is included in the high category. The lowest indicator
score is I have a personal workspace at home/residence, while WFH with a score of 1.1 is in a low
category. Then the highest indicator score is that every employee has the same opportunity for career
advancement or is promoted with a score of 4.6 and is included in the very high category. Indicators of
Work Spirit Variables showed in Table 4.

Table 4. Indicators of Work Spirit Variables

No Indicator Mean Category
1 Icancomplete the given work in the allotted time 4.57 Very high
2 Ican complete tasks well and quickly 4.55 Very high
3 There is a sense of satisfaction in my heart when my work is done 39 Currently
properly and correctly '

4 I am happy with the work currently being carried out 2.4 Low

5 I'm thinking of ways so that the work done during WFH can be 438 Very high
completed optimally '

6 I carry out my work attentively without complaining 4.48 Very high
Average 3.93 moderate

Table 4 shows the Work Spirit variable indicators based on the average obtained from the Likert
score with a total average of 3.93 and is included in the medium category. The lowest indicator score is I
am happy with the work currently running which falls into the low category. Then the highest indicator
value is that I completed the work given following the allotted time with a score of 4.57, which was in the
very high category. Validity testing is done by using SPSS for Windows version 25.0. In this study, validity
testing was carried out on the answers of 102 respondents. If the sig score <0.05, the question item passes
the validity test (Ghozali, 2018). The data processing results show that all question items have a score of <
0.05; therefore, all items are declared to have passed the validity test and then proceed to the reliability
test.

Reliability tests were carried out on statement items that were declared valid. A variable is said to
be reliable if the statement's answer is always consistent; that is, it has a Cronbach alpha score > 0.60
(Ghozali, 2018). Based on the results of data analysis, reliability tests were carried out on statement items
declared valid. The results of the reliability coefficient of the work motivation variable are 0.731, the work
environment is 0.689, and the work spirit is 0.738. All "Cronbach Alpha" scores are greater than 0.60,
meaning that the three variables are declared reliable or pass the reliability test and can be continued on
the classic assumption test.
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The normality test aims to test whether the multiple linear regression model is normally
distributed or not (Ghozali, 2018). This study uses the Kolmogorov-Smirnov test with a significance of 5
percent or 0.05. Based on the results of the normality test in Table 5, it is known that the significance
score of Asymp.Sig (2-tailed) is 0.200, which is greater than 0.05, so it can be concluded that the research
data is normally distributed.

Table 5. Normality Test Results

One-Sample Kolmogorov-Smirnov Test

Unstandardized Residual

N 102
Normal Parameters Mean 0.0000000
Std. Deviation 1.28739797
Most Extreme Differences Absolute 0.053
Positive 0.046
Negative -0.053
Test Statistic 0.053
Asymp. Sig. (2-tailed) 0.200

Source: Processed primary data,2022

The multicollinearity test aims to determine whether or not multicollinearity occurs in the
regression model by having a tolerance number above 0.1 and a VIF score below 10 (Ghozali, 2018).
Based on the test results above, it is known that the Tolerance score for the Work Motivation variable is
0.427 and the VIF score is 2.341, the Tolerance score for the Work Environment variable is 0.511 and the
VIF score is 1.957. Thus, it can be seen that the Tolerance score of each independent variable is > 0.1 with
VIF < 10, so it can be concluded that there is no multicollinearity. Multicollinearity Test Results showed in
Table 6.

Table 6. Multicollinearity Test Results

Tolerance Score VIF Score
Work Motivation 0.427 2.341
Work Environment 0.511 1.957

Source: Processed primary data,2022

This test is carried out using the Glejser test. If the score is significant <0.05, then
heteroscedasticity occurs. If the score is significant >0.05, then there is no heteroscedasticity. Based on the
Glejser test in Table 7, it is known that the significance score for the Work Motivation variable is 0.225.
Meanwhile, the significance score of the Work Environment variable is 0.362. The significance score of the
two independent variables is greater than 0.05, so there is no heteroscedasticity in the regression model.

Table 7. Heteroscedasticity Test Results

Independent Variable t Sig.
Work Motivation 1.217 0.225
Work Environment 0.913 0.362

Hypothesis testing is carried out using a partial test (t test) whose results are shown in Table 8.
The results of hypothesis testing also show that work motivation positively affects employee work spirit
during WFH. It can be seen from the significance score of 0.002 < 0.050. The results of hypothesis testing
also show that the work environment positively affects employee work spirit during WFH. It can be seen
from the significance score of 0.010 < 0.050.

Table 8. Results of Multiple Linear Regression Analysis

Dependent Variable Independent Variable B t Sig.
Work Spirit Work motivation 0.120 3.097 0.002
Work environment 0.162 3.588 0.010

Source: Processed primary data,2022
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Discussion

Work motivation is the whole process of encouraging employees to be willing to work and
produce maximum output (Kadarisman, 2013; Siskayanti & Sanica, 2022). The organization will succeed
in achieving its main goals if its employees do their duties well in accordance with their respective jobs
and responsibilities (Hartoyo & Efendy, 2017; Jung et al., 2010; Kumar et al., 2019). Employees can carry
out their duties well. They need encouragement and are given directly to develop employees' potential
(Igbal et al., 2017; Mas-Machuca et al,, 2016). Based on the data obtained through a questionnaire on the
level of employee motivation based on the mean or average Likert score, the score is 3.6. It is included in
the high category, meaning that the respondents in this study have high work motivation. However, on the
other hand, the motivational variable question item that has the lowest score is that [ am ready to work
overtime if my work has not been completed on time. The average score of respondents’ answers is 1.9,
which is included in the very low category. It shows that employees are not ready if they have to work
overtime during WFH. Working overtime when WFH will increase work pressure and stress. Therefore,
work motivation is needed for employees (Firna et al.,, 2016; Solihah et al,, 2021).

Motivation has the most dominant influence in increasing work spirit because motivation is the
driving force for individuals to do work to achieve goals (Siskayanti & Sanica, 2022; Wolomasi et al,,
2019). Based on the data obtained through the questionnaire, the work spirit variable has an average
score of 3.93, which is included in the high category. In this case, the respondents are Jakarta employees
who work from home and have a high work spirit, which is something positive. Based on the
questionnaire, the lowest score of the question item on the work spirit variable was also obtained. The
item [ am happy with the work currently being carried out has an average score of 2.4, which is in the low
category. It proves that employees lack work enthusiasm. Therefore, work motivation is needed. It is
necessary to have work motivation to optimize employee performance improvement during the WFH
period.

The results of hypothesis testing also show that work motivation positively affects employee
work spirit during WFH. It can be seen from the significance score of 0.002 < 0.050. This study's results
align with previous research states that increasing work motivation can increase employee work spirit
(Hasibuan & Munasib, 2020; Marpaung, 2013). A leader in a company is required to motivate his
subordinates (Maryati et al., 2020; Supriyati & Wijono, 2021). By providing motivation, employees will be
encouraged to work optimally in carrying out their duties with optimal abilities and skills, and they
believe that with the organization's success in achieving goals, the personal interests of these employees
will also be maintained (Y. K. Sari, 2020). Effective motivation can objectively affect employee work spirit
with self-awareness. If the motivation is good, work spirit will increase, and vice versa. If the motivation
given is not good, then work spirit will decrease (Y. K. Sari, 2020; Siskayanti & Sanica, 2022).

Employee work spirit will not automatically arise from within the employee but needs support
from several factors, one of which is work motivation (Indriasari & Setyorini, 2018; Solihah et al., 2021).
Based on the results obtained, therefore, a leader in an organization's ability is very demanded to be able
to motivate his subordinates if he expects that his subordinates will work with enthusiasm (Schwepker &
Good, 2017; X. Wang et al,, 2022). If the leader cannot effectively motivate his subordinates, it must be
recognized that it is very difficult to expect employees to want to work with enthusiasm with his
awareness. Given the very important motivation variable to increase and maintain the work spirit of its
workers, it cannot be denied that growing employee motivation is one of the main tasks for a leader in an
organization.

In addition, employees must have high work motivation. The company must make efforts in a
good and positive work environment (Hidayati et al., 2019; Lopez-Cabarcos et al., 2021). Based on the
data obtained through questionnaires on the work environment level based on the mean or average Likert
score, a score of 3.50 was obtained. It shows that employees feel they have a good work environment and
can support work activities. Based on the questionnaire data, the question item I feel safe while working
at home has the lowest score of 2.0 and is in a low category. It shows that employees who work at home
feel insecure. This insecurity is because employees feel that privacy is reduced, for example, when
conducting online meetings. Therefore, it is necessary to have a good and safe work environment to
support employee work spirit. The results of hypothesis testing also show that the work environment
positively affects employee work spirit during WFH. It can be seen from the significance score of 0.010 <
0.050. The results of this study are reinforced by the results of research state that the work environment
has a significant positive effect on work spirit (Larasati & Martono, 2020; Tejeda, 2015). The work
environment can affect work spirit because the work environment is an atmosphere or place where
employees will work and produce an output for the company that employees often encounter (Savavibool
et al, 2016; T. K. Wang & Brower, 2019). A good work environment consists of temperature, humidity,
ventilation, lighting, cleanliness of the workplace, and adequate equipment. With a good work
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environment, there will be enthusiasm among the employee, which makes them enthusiastic about
carrying out their respective duties. Work environment factors are very important in increasing employee
work spirit (Firmansyah et al., 2020; Savavibool, 2020). A good work environment can support the
implementation of work so that employees will have enthusiasm for working so that productivity can
increase. In general, employees tend to be happier with the conditions of a safe and comfortable work
environment so that the work efficiency of an organization can be achieved properly. Therefore, the better
the work environment in an organization or company, the more employee work spirit will increase, so the
quality of employee performance will increase.

Working from home has several positive and negative impacts on employee work spirit. Working
from home can be more effective, flexible, and cost-effective if further studied. However, in addition to
that, working at home also can reduce work spirit due to distractions between personal and work time
being mixed, communication that tends to be poor, and work pressure. It can reduce employee work
spirit. Therefore, to support employee work spirit while working at home, it is necessary to have work
motivation and a good work environment. These results follow research found that giving employees
work motivation while working from home would increase employee work spirit (Khotimah et al., 2021;
Siskayanti & Sanica, 2022). It has an impact on the performance of employees who are getting better. By
working at home, employees can create their own work environment because they can choose their own
location where they work, for example in a cafe, restaurant, or at home has a comfortable atmosphere
(Agusno & Choiriyah, 2012; Budirianti et al., 2020; Sitopu et al., 2021). The existence of a comfortable
atmosphere when doing office tasks increases the motivation of employees and the enthusiasm to
complete tasks.

The limitation of this study is that the sample is employees in the city of Jakarta, so the study
results cannot be generalized to every employee in other cities. It is hoped that future research will
further refine this research, including; expanding respondents and research data used, repairing or using
other methods, developing a reciprocal influence research model, or adding other variables. Based on the
findings, it is expected to provide an overview to the company so that it can consider the importance of
work motivation and work environment to increase employee work spirit. So, in the end, a good work
spirit will improve employee performance. Suggestions for companies can also focus on the question
items with the lowest scores so that they can be improved and maintain the aspects that have the highest
scores on the questionnaire question items. For further research, it is hoped that this research can provide
additional empirical literature on work motivation and work environment in its influence on work spirit.

4. CONCLUSION

Based on the tests that have been carried out, it was found that first, motivation positively affects
employee work spirit. Second, the work environment has a positive effect on employee work spirit.
Therefore, the better the work environment in an organization or company, the higher the work spirit of
employees. Motivation for employees must always be given during the period of working at home. In
addition to the factors of the work environment at home, the company must pay attention to the company,
so that the tools to work are at the employee's home, the company can lend work tools such as desks and
so on. It is proven that the work environment at home in a work from home situation significantly affects
employee performance.
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