
 

                                      Vol.7, Issue 1, pp.1138-1155, 2026 
DOI: https://doi.org/10.62754/ais.v7i1.1001  

© by AP2 on Creative Commons 4.0 

International License (CC BY-NC 4.0) 
https://journals.ap2.pt/index.php/ais/index  

1138 

 

 

  

Determinants of Employee Performance Mediated by Work Motivation in the 
Textile and Garment Industry in West Java 

Didin Sjarifudin1, Tri Widyastuti2, Joseph MJ Renwarin3, Sugeng Suroso4 

  

Abstract  

This study aims to examine the influence of self-efficacy, work discipline, compensation, and work 
environment on employee performance, with work motivation as a mediating variable in the Textile 
and Garment Industry in West Java. Using a descriptive quantitative method, data were analyzed 
through Structural Equation Modeling (SEM) with SmartPLS. The study used both primary and 
secondary data, with secondary data supporting theoretical concepts and variable dimensions. 
Since the population size was unknown, the sample was determined using the Hair formula and 
selected through a simple random sampling technique. Tests conducted included validity, reliability, 
outer and inner model evaluations, and hypothesis testing. The findings show that self-efficacy and 
work environment significantly influence work motivation, while work discipline and compensation 
do not. Furthermore, self-efficacy, work discipline, compensation, work environment, and work 
motivation each have a positive and significant impact on employee performance. Mediation results 
indicate that work motivation significantly mediates the effects of self-efficacy and work environment 
on performance but does not mediate the effects of work discipline and compensation. Overall, self-
efficacy and a supportive work environment are key drivers of both motivation and performance 
among employees in the textile and garment sector. 

Keywords: Employee Performance, Work Motivation, Self-Efficacy, Work Discipline, 

Compensation, Work Environment. 

 

Introduction 

The textile and apparel industry is one of the strategic sectors in the Indonesian economy, 
especially in West Java Province. As the national center of the textile industry, West Java contributes 
approximately 82.78% of Indonesia's total textile and apparel production. The sector's contribution to 
West Java's regional domestic product (RDP) averaged 6.47% over the past decade (2013-2023), and 
accounted for 15.19% of the province's manufacturing industry [1]. 

However, the development of the textile and apparel industry in West Java faces various 
challenges that require serious attention, especially in terms of employee performance and the factors 
influencing it [2]. One of the main problems is the decline in production capacity. In December 2024, 
the production capacity of this industry declined to 67.12% from its peak of 84.93% in 2019. This decline 
reflects the weakening competitiveness of the national textile industry amid the rise of imported 
products, as well as the performance of employees in textile and garment companies [3]. 

The performance of employees is a crucial aspect that determines the success of textile and 
garment companies in the face of intense competition, both in the domestic and international markets 
[4]. High-performing employees help companies meet production targets, maintain product quality, and 
improve operational efficiency. Conversely, suboptimal performance can lead to decreased productivity, 
increased production costs, and ultimately a decline in the company's competitiveness [5]. Therefore, 
understanding the factors that influence employee performance is critical for management. 
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One factor that is considered to have a significant impact on employee performance is work 
motivation [6]. Work motivation is an internal or external drive that influences the enthusiasm, 
commitment, and behavior of employees in the performance of their duties [7]. High levels of motivation 
are usually positively correlated with productivity and work quality. In the textile and apparel industry, 
with its fast pace and high production demands, job motivation is an important element in maintaining 
consistency and employee performance [8]. 

In addition to motivation, other factors that influence employee performance include self-efficacy, 
work discipline, compensation, and work environment [9]. High self-efficacy enables employees to 
believe in their abilities and to perform tasks effectively [10]. Work discipline ensures that employees 
follow rules and regulations, which supports operational efficiency. Adequate compensation can serve 
as an incentive for employees to be more productive, although it does not always have a direct, 
significant impact on motivation. A conducive work environment also helps create a comfortable 
atmosphere that encourages creativity and employee engagement [11]. 

 

Figure 1. 

Number of Workforce by Industry Classification in West Java Province  

Source: BPS, 2025 

The figure in Figure 1 shows the number of workers based on industry classification in West Java 
Province in 2025. This data shows that the textile and garment industry dominates with the highest 
number of workers, namely 570,150 people, reflecting the crucial role of this sector in the regional 
economy. In second place is the rubber, plastic and rubber products industry with 168,930 workers, 
followed by the food and beverage (F&B) industry with 123,213 people. The leather and footwear 
industry then absorbed 114,133 workers, indicating another labor-intensive sector. Meanwhile, 
technology sectors such as computers, electronics, and optics recorded 77,590 workers, and the 
machinery and equipment repair sector involved 51,383 workers. Other sectors such as fabricated 
metal products (45,322), machinery and equipment (32,630), furniture (29,350), and paper (26,805) 
have smaller contributions. The tobacco processing industry is the smallest, employing only 1,478 
workers. These data indicate that the industrial structure in West Java remains heavily dependent on 
labor-intensive sectors such as textiles and garments, which require special attention in terms of human 
resource management and improving work motivation. 

The textile and garment industry in Indonesia, particularly in West Java, is currently facing new 
challenges in the form of global competition, technological changes, and increasingly dynamic market 
demands [12]. Companies need to be able to improve employee performance in order to remain 
competitive. However, there is often a gap between management expectations and the reality of 
employee motivation and performance on the ground [13]. This may be due to poor management of the 
factors that influence performance. Therefore, research on the determinants of employee performance 
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through work motivation is highly relevant to provide a comprehensive overview and practical 
recommendations for companies in this sector. 

Based on the above background, the following research questions were formulated: 1) Does self-
efficacy affect work motivation?; 2) Does work discipline affect work motivation?; 3) Does compensation 
affect work motivation?; 4) Does the work environment affect work motivation?; 5) Does self-efficacy 
affect employee performance?; 6) Does work discipline affect employee performance?; 7) Does 
compensation influence employee performance?; 8) Does the work environment influence employee 
performance?; 9) Does work motivation influence employee performance?; 10) Does self-efficacy 
influence employee performance through work motivation?; 11) Does work discipline influence 
employee performance through work motivation?; 12) Does compensation influence employee 
performance through work motivation?; and 13) Does the work environment influence employee 
performance through work motivation?. 

Material and Method 

  The research method used in this study is descriptive quantitative. The employee 
performance variable is the dependent variable, the work motivation variable is the intervening variable, 
and the self-efficacy, discipline, compensation, and work environment variables are the independent 
variables. The analysis tool used in this study is SEM SmartPLS. The research was conducted in the 
Textile and Garment Industry in West Java. The sampling technique used was simple random sampling. 
The data used in this study were primary and secondary data. The sampling technique used was Simple 
Random Sampling. The tests conducted in this study were Validity Test, Reliability Test, Inner Model, 
Outer Model, and Hypothesis Test, [14]. 

Data Analysis 

Employee Performance 

Employee performance is the result of work accomplished by an individual in carrying out the duties 
and responsibilities assigned by the organization in accordance with established standards or 
objectives. Performance reflects how effectively and efficiently an employee completes his or her work 
and contributes to the organization's goals [15]. 

Indicators or dimensions found in employee performance variables include: 1) Work Quality: Level 
of precision, accuracy, and perfection of work results in accordance with standards; 2) Work Quantity: 
Amount of output produced in a given period of time; 3) Timeliness: Ability to complete tasks according 
to deadlines or schedules [16]. 

Employee performance variables have been studied and are relevant to the research conducted 
by: [17], [18], [19]. 

 

Work Motivation 

Work motivation is an internal or external force that influences a person's enthusiasm, energy, and 
desire to perform optimally. Motivation can come from personal needs, incentives, recognition, or the 
desire to develop and achieve certain goals in one's career [20]. 

Indicators or dimensions found in work motivation variables include: 1) Work Ethic: Enthusiasm 
and positive energy in performing tasks; 2) Commitment: Willingness to be dedicated and loyal to the 
job; and 3) Resilience: Ability to persevere and not give up easily when faced with difficulties [21]. 

Work motivation variables have been studied and are relevant to the research conducted by: [22], 
[23], [24]. 

Self-Efficacy 

Self-efficacy is an individual's belief in his or her ability to organize and perform the actions 
necessary to achieve a goal or complete a specific task. The higher a person's self-efficacy, the more 
likely he or she is to believe that he or she can successfully meet work challenges [25]. 

Indicators or dimensions found in self-efficacy variables include: 1) Confidence in accomplishing 
tasks: Belief in one's ability to achieve goals despite obstacles; 2) Adaptability: An optimistic attitude 
when faced with change or new tasks; 3) Perseverance: Continuing to try despite temporary failure [26]. 
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The variable of self-efficacy has been studied and is relevant to the research conducted by: [27], 
[28], [29]. 

Work Discipline 

Work discipline is the attitude and behavior of employees that demonstrates compliance with the 
rules, standards, and procedures that apply in the workplace. Work discipline reflects responsibility, 
punctuality, and commitment to maintaining order and productivity in the organizational environment 
[30]. 

Indicators or dimensions found in work discipline variables include: 1) Compliance: Consistently 
following company procedures and policies; 2) Punctuality: Arriving on time, meeting deadlines; 3) 
Responsibility: Completing tasks without close supervision [31]. 

Work discipline variables have been studied and are relevant to the research conducted by: [32], 
[33], [34]. 

Compensation 

Compensation is any form of reward that employees receive in return for their contributions to the 
organization. Compensation may be in the form of salary, allowances, bonuses, incentives, or other 
facilities designed to increase employee satisfaction and loyalty [35]. 

Indicators or dimensions found in compensation variables include: 1) Salary and Wages: Basic 
financial compensation commensurate with workload; 2) Bonuses and Incentives: Additional rewards 
based on performance; 3) Non-financial benefits: Such as health benefits, training, and vacation [36]. 

Compensation variables have been studied and are relevant to the research conducted by: [37], 
[38], [39]. 

Work Environment 

Work environment is all the physical and non-physical aspects of the workplace that can affect 
employees' comfort, safety, and productivity. It includes factors such as facilities, cleanliness, employee 
relations, work atmosphere, and leadership within the organization [40]. 

Indicators or dimensions found in work environment variables include: 1) Physical: Workplace 
comfort, cleanliness, and safety; 2) Social: Harmonious relationships between employees and 
supervisors; 3) Psychological: Management support, reasonable workload, low stress [41]. 

Work environment variables have been studied and are relevant to the research conducted by: 
[42], [43], [44]. 

Convergent Validity Test of Outer Loadings 

According to Chin (1998; in Hock and Ringle, 2006: 195), convergent validity is examined based 
on outer loadings and Average Variance Extracted (AVE) values, where the cut-off values for each 
value are as follows: for outer loadings/loading factors, the required value is 0.7; however, for initial res 
earch, values between 0.5 and 0.7 are still considered to pass the convergent validity test (Ghozali and 
Latan, 2015, p. 74). Hair et al. (2011) state that Convergent Validity is considered met if the Average 
Variance Extracted (AVE) value is ≥ 0.5. The results of the convergent validity test are as follows: 

Table 1. Outer Loading Results 

  Work 
Discipline 

Self 
Efficacy 

Employee 
Performance 

Compensat
ion 

Work 
Environment 

Work 
Motivation 

X1.1   0.795         

X1.1
0 

  0.726         

X1.1
1 

  0.745         

X1.1
2 

  0.695         

X1.1
3 

  0.777         

X1.1
4 

  0.761         
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X1.2   0.776         

X1.3   0.764         

X1.4   0.776         

X1.5   0.747         

X1.6   0.772         

X1.7   0.787         

X1.8   0.753         

X1.9   0.699         

X2.1 0.650           

X2.1
0 

0.803           

X2.1
1 

0.828           

X2.2 0.810           

X2.3 0.811           

X2.4 0.784           

X2.5 0.818           

X2.6 0.833           

X2.7 0.818           

X2.8 0.810           

X2.9 0.824           

X3.1       0.794     

X3.1
0 

      0.615     

X3.2       0.784     

X3.3       0.799     

X3.4       0.827     

X3.5       0.785     

X3.6       0.805     

X3.7       0.758     

X3.8       0.668     

X3.9       0.673     

X4.1         0.706   

X4.2         0.773   

X4.3         0.743   

X4.4         0.735   

X4.5         0.759   

X4.6         0.783   

X4.7         0.737   

X4.8         0.817   

X4.9         0.790   

Y.1     0.776       

Y.10     0.743       

Y.2     0.798       

Y.3     0.772       

Y.4     0.788       

Y.5     0.801       

Y.6     0.785       

Y.7     0.783       

Y.8     0.801       

Y.9     0.835       

Z.1           0.714 

Z.10           0.747 

Z.11           0.780 

Z.12           0.739 

Z.13           0.732 

Z.2           0.719 
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Z.3           0.692 

Z.4           0.777 

Z.5           0.687 

Z.6           0.709 

Z.7           0.772 

Z.8           0.793 

Z.9           0.704 

Based on Table 1 above, it can be seen that all outer loading values for all variables have values 
> 0.5. Thus, all variable items pass the outer loading test. 

Testing the Average Variance Extracted (AVE) 

Table 2. AVE Test Results 

Variable AVE  Critical Value  Description 

Work Discipline 0.641 > 0,5  Valid   

Self Efficacy 0.571 > 0,5  Valid   

Employee Performance 0.622 > 0,5 Valid 

Compensation 0.568 > 0,5 Valid 

Work Environment 0.579 > 0,5 Valid 

Work Motivation 0.543 > 0,5 Valid 

Based on the Average Variance Extracted (AVE) results in Table 2, all variables have AVE values 
above the critical value of 0.50, indicating that each construct has met the validity criteria. 

Validity Test HTMT 

Table 3. HTMT 

  Work 
Discipline 

Self-
Efficacy 

Employee 
Performance 

Compensat
ion 

Work 
Environment 

Work 
Motivation 

Work Discipline             

Self Efficacy 0.707           

Employee 
Performance 

0.634 0.495         

Compensation 0.883 0.797 0.667       

Work Environment 0.705 0.780 0.526 0.897     

Work Motivation 0.438 0.632 0.781 0.498 0.525   

Based on the results of the Heterotrait-Monotrait Ratio of Correlations (HTMT) analysis in Table 3, 
all inter-construct coefficients are below the threshold of 0.90, indicating that there are no discriminant 
validity issues in the model. 

Cronbach’s Alpha Reliability Tests 

Table 4. Cronbach’s Alpha Results 

 Variable Cronbach's Alpha Rule of Thumb Results 

Work Discipline 0.943 > 0.7 Reliable 

Self-Efficacy 0.942 > 0.7 Reliable 

Employee Performance 0.932 > 0.7 Reliable 

Compensation 0.914 > 0.7 Reliable 

Work Environment 0.909 > 0.7 Reliable 

Work Motivation 0.929 > 0.7 Reliable 

Based on the results of Cronbach's Alpha analysis in Table 4, all variables in this study showed 
values above 0.70, which means that each construct has a very good level of internal reliability. The 
highest value was found in the Work Discipline variable at 0.943, followed by Self-Efficacy at 0.942 and 
Employee Performance at 0.932. 

Composite Reliability Results 

Table 5. Composite Reliability 
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Variable Composite 
Reliability 

Rule of 
Thumb 

Results 

Work Discipline 0.951 > 0.70 Reliable 

Self-Efficacy 0.949 > 0.70 Reliable 

Employee Performance 0.943 > 0.70 Reliable 

Compensation 0.929 > 0.70 Reliable 

Work Environment 0.925 > 0.70 Reliable 

Work Motivation 0.939 > 0.70 Reliable 

Based on the results of the Composite Reliability shown in Table 5, all variables show values above 
the threshold of 0.70, indicating that all constructs in the model have excellent composite reliability. The 
highest value is found in the Work Discipline variable at 0.951, followed by Self-Efficacy at 0.949 and 
Employee Performance at 0.943. 

Goodness of Fit (GoF) Tests 

Goodness of Fit (GoF) aims to determine the level of suitability and feasibility of a research model. 
In GoF values, there are three criteria for drawing conclusions, namely: a value of 0.10 indicates a low 
level of suitability (GoF small), a value of 0.25 indicates a moderate level of suitability (GoF medium), 
and finally, a value of 0.36 indicates a high level of suitability (GoF large). The GoF values obtained in 
this study are as follows: 

Table 6. AVE Average Score and Average Score R2 

Variable Average Variance Extracted Value (AVE)  R2  

Work Discipline 0.641  
 
0.712 
0.363 
 

Self-Efficacy 0.571 

Employee Performance 0.622 

Compensation 0.568 

Work Environment 0.579 

Work Motivation 0.543 

Average  0.587 0,537 

 

𝑮𝑶𝑭 =  √𝑨𝑽𝑬 𝒙 𝑹𝟐 =  √𝟎. 𝟓𝟖𝟕 𝒙 𝟎. 𝟓𝟑𝟕 = 𝟎. 𝟓𝟔𝟏𝟒 

The results above show that the GoF value produced by this research model is 0.5614, which 
means that the overall performance of the prediction model reviewed in terms of the level of conformity 
between the inner model and the outer model is highly feasible because it produces a GoF value above 
0.36. 

Coefficient Determination Results 

The data analysis will first present the results of the structural model (inner model) test on the 
coefficient of determination (R2). In determining the coefficient of determination / R-square (R2) value, 
the value ranges from 0 to 1 and is divided into three assessment criteria, the first for the Rsquare (R2) 
value (1 – 0.75) is substantial / strong, the second for R-square (R2) (0.74–0.5) is considered moderate, 
and the third for R-square (R2) (0.49–0.25) is considered weak. The coefficient of determination values 
obtained from this study are as follows: 

Table 7. R-Square Value Results 

Variable R Square  

Employee Performance 0.712 

Work Motivation 0.363 

 

Based on the results of the coefficient of determination (r square) produced by the research 
construct as follows: 



Architectural Image Studies, ISSN: 2184-8645  

1145 

 

1. The contribution of the variables Self-Efficacy, Work Discipline, Compensation, and Work 
Environment to the Work Motivation variable is 0.363 or 36.3%. The remaining 63.7% (100-36.3) is 
influenced by variables outside the scope of this study. 

2. The contribution of the variables Self-Efficacy, Work Discipline, Compensation, Work Environment, 
and Work Motivation to the Employee Performance variable is 0.712 or 71.2%. The remaining 
28.8% (100-71.2) is influenced by variables outside the scope of this study. 

 Predictive Relevance Value 

In determining the predictive relevance value (Q2), the value ranges from 0 to 1. If the Q2 value is 
> 0, it indicates that the model used in the study has predictive relevance, and if the Q2 value is ≤ 0, it 
indicates that the model used in the study has little predictive relevance. The closer the predictive 
relevance value is to 1, the higher the predictive model of the study. 

Table 8. Predictive Relevance Value (Q2) 

Dependent Variable  Q Square   

Employee Performance 0.436 

Work Motivation 0.193 

Based on the results of the predictive relevance value (q square) produced by the research 
construct, the value is 0.436 for the Employee Performance variable and 0.193 for the Work Motivation 
variable. Since the value is greater than 0, the distributive justice towards Y has predictive relevance. 

 Hypothesis Tests 

  The criteria in this significance test include: 

a. If the probability value is > 0.05, then there is no effect between the independent variable and 
the dependent variable, or H0 is accepted and Ha is rejected. 

b. If the probability value is < 0.05, then there is an effect between the independent variable and 
the dependent variable, or H0 is rejected and Ha is accepted. 

Table 9. Bootstrapping Calculation Results 

Code  Hypothesis Original 
Sample  

T stats P values Conclusion 

H1 Self Efficacy -> 
Work Motivation 

0.523 6.419 > 1,96 0.000 < 0,05 There is a significant 
positive influence 
between variables 

H2 Work Discipline ->  
Work Motivation 

0.023 0.439 < 1,96 0.661 > 0,05 There is no influence 
between variables 

H3 Compensation ->  
Work Motivation 

-0.065 0.886 < 1,96 0.376 > 0,05 There is no influence 
between variables 

H4 Work Environment -
>  Work Motivation 

0.146 2.146 > 1,96 0.032 < 0,05 There is a significant 
positive influence 
between variables 

H5 Self Efficacy -> 
Employee 
Performance 

-0.371 4.327 > 1,96 0.000 < 0,05 There is a significant 
positive influence 
between variables 

H6  Work Discipline  ->  
Employee 
Performance 

0.253 2.569 > 1,96 0.011 < 0,05 There is a significant 
positive influence 
between variables 

H7 Compensation ->  
Employee 
Performance 

0.472 4.471 > 1,96 0.000 < 0,05 There is a significant 
positive influence 
between variables 

H8 Work Environment  -
>  Employee 
Performance 

-0.128 2.195 > 1,96 0.029 < 0,05 There is a significant 
positive influence 
between variables 

H9 Work Motivation ->  
Employee 
Performance 

0.691 7.477 > 1,96 0.000 < 0,05 There is a significant 
positive influence 
between variables 
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Discussion 

After conducting a comprehensive analysis of various identified issues, based on the conceptual 
framework that has been thoroughly elaborated, the following can be explained: 

The Influence of Self-Efficacy on Work Motivation 

The results of the first hypothesis test indicate the influence of self-efficacy on work motivation, as 
shown in Table 9. The results of the hypothesis test analysis obtained a value (O) where the path 
coefficient was 0.523 with a T-statistic value of 6.419 and a P-value of 0.000. This value is greater (>) 
than the t-table value (1.960) and the P-value is less (<) than 0.05, indicating a significant effect. 

Based on the results of the hypothesis testing and data analysis conducted, it is concluded that 
self-efficacy has a positive and significant effect on work motivation in the Textile and Garment Industry 
in West Java (H1 Accepted).  

To enhance work motivation through self-efficacy, the following actions should be taken by 
management of textile and garment companies in West Java toward their employees: 1) Confidence in 
completing tasks: Management should create a supportive work environment where employees feel 
confident in their ability to perform their tasks; 2) Adaptability: Management can enhance this ability by 
providing relevant training and fostering a flexible organizational culture; and 3) Perseverance: 
Management should encourage employees to develop perseverance by providing the necessary 
support and resources to overcome obstacles. 

If textile and garment companies in West Java can implement the three measures above for their 
employees, it will have a positive impact on work motivation, including: 1) Work ethic: Employees with 
high self-efficacy tend to have a good work ethic; 2) Commitment: Employees who feel confident and 
competent in their work tend to be more committed to the organization. They feel connected to the 
organization's goals and are more motivated to contribute to the realization of the organization's vision 
and mission; and 3) Resilience: Employees with high self-confidence are also more resilient to stress 
and work pressure. They are better able to overcome challenges and do not easily give up, which 
ultimately increases productivity and overall performance. 

The results of this study are in line with research conducted by [45], which states that self-efficacy 
has a positive and significant effect on work motivation 

The Influence of Work Discipline on Work Motivation 

The results of the second hypothesis test indicate the effect of work discipline on work motivation, 
as shown in Table 9. The hypothesis test analysis obtained a value (O) where the path coefficient was 
0.023 with a T-statistic value of 0.439 and a P-value of 0.661. This value is smaller (<) than the t-table 
value (1.960) and the P-value is greater (>) than 0.05, meaning there is no positive and significant 
effect. 

H10 Self Efficacy ->  
Work Motivation ->  
Employee 
Performance 

0.362 5.118 > 1,96 0.000 < 0,05 There is a significant 
positive influence 
between variables 

H11  Work Discipline  ->  
Work Motivation ->  
Employee 
Performance 

0.016 0.427 < 1,96 0.670 > 0,05 There is no influence 
between variables 

H12 Compensation ->  
Work Motivation ->  
Employee 
Performance 

-0.045 0.846 < 1,96 0.398 > 0,05 There is no influence 
between variables 

H13  Work Environment -
>  Work Motivation -
>  Employee 
Performance 

0.101 1.969 > 1,96 0.049 < 0,05 There is a significant 
positive influence 
between variables 



Architectural Image Studies, ISSN: 2184-8645  

1147 

 

Based on the results of the hypothesis testing and data analysis conducted, it is concluded that 
work discipline does not have a positive and significant effect on work motivation in the Textile and 
Garment Industry in West Java (H2 Rejected).  

To enhance work motivation through work discipline, management in the textile and garment 
industry in West Java should not implement: 1) Compliance: Management should not overly emphasize 
rigid compliance. Instead, they can create a more flexible and innovative environment where employees 
feel free to contribute in more creative ways; 2) Timeliness: Management can consider focusing more 
on work outcomes rather than mere attendance; and 3) Responsibility: Management needs to evaluate 
how they define and measure responsibility. Instead of emphasizing responsibility as an obligation that 
must be fulfilled, companies can encourage employees to take responsibility voluntarily and proactively. 

If textile and garment companies in West Java do not implement the three points above for their 
employees, it will not have an impact on work motivation, which includes: 1) Work ethic: Without an 
emphasis on strict compliance, employees may feel more free to explore more efficient and creative 
ways of working. This can improve their work ethic because they feel more involved and committed to 
the desired results; 2) Commitment: Employees who do not feel pressured by strict disciplinary rules 
tend to be more committed to the organization. They feel more valued and recognized as individuals, 
which can increase their loyalty to the company; and 3) Resilience: In a more flexible environment, 
employees may be better able to cope with stress and challenges. Without excessive disciplinary 
pressure, they can focus more on completing tasks and developing themselves, which will increase 
their resilience in facing challenges at work. 

The results of this study are in line with research conducted by [46], which states that work 
discipline has a positive and significant effect on work motivation. 

The Influence of Compensation on Work Motivation 

The results of the third hypothesis test show the effect of compensation on work motivation, as 
seen in Table 9. The hypothesis test analysis obtained a value (O) where the path coefficient was -
0.065 with a T-statistic value of 0.886 and a P-value of 0.376. This value is smaller (<) than the t-table 
value (1.960) and the P-value is larger (>) than 0.05, meaning there is no positive effect and it is not 
significant. 

Based on the results of the hypothesis test and data analysis conducted, it indicates that 
compensation has a positive and significant effect on work motivation in the Textile and Garment 
Industry in West Java (H3 Rejected). 

To enhance work motivation through compensation, management of textile and garment 
companies in West Java should not implement: 1) Wages and salaries: Management does not need to 
focus too much on increasing salaries as the only way to motivate employees; 2) Bonuses and 
incentives: Management needs to evaluate the effectiveness of the existing incentive system; and 3) 
Non-financial benefits: Management does not need to focus too much on providing these benefits; 
companies can place more emphasis on creating a positive work culture where employees feel involved 
and have the opportunity to contribute actively.  

If textile and garment companies in West Java do not implement the three points above for their 
employees, it will not have an impact on work motivation, which includes: 1) Work ethic: Without an 
emphasis on salary, bonuses, and non-financial benefits, employees may feel more free to explore 
more efficient and creative ways of working; 2) Commitment: Employees who are not pressured by high 
compensation expectations tend to be more committed to the organization; and 3) Resilience: In a more 
flexible environment that is not overly focused on financial compensation, employees may be better 
able to cope with stress and challenges. 

The findings of this study align with research conducted by [47], which states that compensation 
does not have a positive or significant impact on work motivation. 

The Influence of Work Environment on Work Motivation  

The results of the fourth hypothesis test indicate the influence of the work environment on work 
motivation, as shown in Table 9. The hypothesis test analysis obtained a value (O) where the path 
coefficient was 0.146 with a T-statistic value of 2.146 and a P-value of 0.032. This value is greater (>) 
than the t-table value (1.960) and the P-value is less (<) than 0.05, indicating a significant effect. 
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Based on the results of the hypothesis testing and data analysis conducted, it is concluded that 
the work environment has a positive and significant effect on work motivation in the Textile and Garment 
Industry in West Java (H4 Accepted).  

To improve work motivation through the work environment, the following actions should be taken 
by the management of textile and garment companies in West Java: 1) Physical: Management must 
ensure that the work environment is comfortable and safe for employees; 2) Social: Management must 
create a positive work culture where employees feel valued and supported. This can be achieved 
through team activities, open communication, and recognition of individual contributions; and 3) 
Psychological: Management needs to create an atmosphere where employees feel safe to share ideas, 
express opinions, and take risks without fear of negative consequences. 

If textile and garment companies in West Java can implement the three points above for their 
employees, it will have an impact on work motivation, including: 1) Work ethics: A good work 
environment can improve employee work ethic. When employees feel comfortable and supported, they 
tend to be more disciplined and responsible in completing tasks; 2) Commitment: A good social 
environment can increase employees' sense of belonging and loyalty to the organization, so they are 
more motivated to contribute to achieving organizational goals; and 3) Resilience: A supportive work 
environment can enhance employees' resilience in facing stress and challenges. This resilience 
contributes to better performance and higher productivity. 

The findings of this study align with research conducted by [48], which states that the work 
environment has a positive and significant impact on work motivation. 

The Influence of Self-Efficacy on Employee Performance 

The results of the fifth hypothesis test show the effect of self-efficacy on employee performance, 
as seen in Table 9. The hypothesis test analysis obtained a value (O) where the path coefficient was -
0.371 with a T-statistic value of 4.327 and a P-value of 0.000. This value is greater (>) than the t-table 
value (1.960) and the P-value is less (<) than 0.05, indicating a significant effect. 

Based on the results of the hypothesis testing and data analysis conducted, it is concluded that 
self-efficacy has a positive and significant effect on employee performance in the Textile and Garment 
Industry in West Java (H5 Accepted).  

To improve employee performance through self-efficacy, the following actions should be taken by 
management in the textile and garment industry in West Java: 1) Confidence in completing tasks: 
Management must ensure that the work environment is comfortable and safe for employees; 2) 
Adaptability: Management should foster a positive work culture where employees feel valued and 
supported. This can be achieved through team activities, open communication, and recognition of 
individual contributions; and 3) Perseverance: Management needs to create an atmosphere where 
employees feel safe to share ideas, express opinions, and take risks without fear of negative 
consequences. 

If textile and garment companies in West Java can implement the three points above for their 
employees, it will have an impact on employee performance, including: 1) Work quality: A good work 
environment can improve employee work ethic. When employees feel comfortable and supported, they 
tend to be more disciplined and responsible in completing tasks; 2) Work quantity: A good social 
environment can increase employee ownership and loyalty to the organization, making them more 
motivated to contribute to achieving organizational goals; and 3) Timeliness: A supportive work 
environment can enhance employees' resilience in facing stress and challenges. This resilience 
contributes to better performance and higher productivity. 

The findings of this study align with research conducted by [49], which states that self-efficacy has 
a positive and significant impact on employee performance. 

The Influence of Work Discipline on Employee Performance  

The results of the sixth hypothesis test show the effect of work discipline on employee 
performance, as seen in Table 9. The hypothesis test analysis obtained a value (O) where the path 
coefficient was 0.253 with a T-statistic value of 2.569 and a P-value of 0.011. This value is greater (>) 
than the table t-value (1.960) and the P-value is less than (<) 0.05, indicating a significant effect. 
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Based on the results of the hypothesis test and data analysis conducted, it shows that work 
discipline has a positive and significant effect on employee performance in the Textile and Garment 
Industry in West Java (H6 Accepted). 

To improve employee performance through work discipline, the following actions should be taken 
by the management of textile and garment companies in West Java: 1) Compliance: Management 
should create a supportive work environment where employees feel confident in their ability to perform 
their tasks; 2) Timeliness: Management can enhance this capability by providing relevant training and 
fostering a flexible organizational culture; and 3) Responsibility: Management should encourage 
employees to develop perseverance by providing the necessary support and resources to overcome 
obstacles. 

If textile and garment companies in West Java can implement the three points above for their 
employees, it will have an impact on employee performance, including: 1) Work quality: Employees with 
high self-confidence tend to produce high-quality work. They are more confident in their ability to 
complete tasks well, so they are more focused on details and expected standards; 2) Work quantity: 
Employees who feel confident and competent tend to be more productive. They will be more motivated 
to complete more tasks within the specified time; and 3) Timeliness: Employees with high self-
confidence tend to be more disciplined in managing their time and completing tasks according to the 
specified deadlines. 

The results of this study are in line with research conducted by [50], which states that work 
discipline has a positive and significant effect on employee performance. 

The Influence of Compensation on Employee Performance  

The results of the seventh hypothesis test show the effect of compensation on employee 
performance, as seen in Table 9. The hypothesis test analysis obtained a value (O) where the path 
coefficient was 0.472 with a T-statistic value of 4.471 and a P-value of 0.000. This value is greater (>) 
than the t-table value (1.960) and the P-value is less than (<) 0.05, indicating a significant effect. 

Based on the results of the hypothesis testing and data analysis conducted, it is concluded that 
compensation has a positive and significant effect on employee performance in the Textile and Garment 
Industry in West Java (H7 Accepted).  

To improve employee performance through compensation, the following actions should be taken 
by management of textile and garment companies in West Java: 1) Wages and salaries: Wages that 
are commensurate with workloads and industry standards enhance morale and reduce employees' 
desire to leave the company; 2) Bonuses and incentives: Bonuses and incentives boost productivity by 
rewarding specific performance achievements; and 3) Non-financial benefits: These benefits foster a 
sense of appreciation and strengthen employees' emotional ties to the company. 

If textile and garment companies in West Java can implement the three measures above for their 
employees, it will have a positive impact on employee performance, including: 1) Work quality: 
Employees who feel valued, both materially and non-materially, tend to work more carefully and 
responsibly and focus on the quality of their work; 2) Work quantity: Providing goal-based incentives 
encourages employees to increase the quantity of output or services provided within a specific 
timeframe; and 3) Timeliness: Fair compensation fosters discipline and commitment to completing tasks 
on time, as employees feel bound by a beneficial employment contract. 

The findings of this study align with research conducted by [51], which states that compensation 
has a positive and significant impact on employee performance. 

The Influence of Work Environment on Employee Performance  

The results of the eighth hypothesis test indicate the influence of the work environment on 
employee performance, as shown in Table 9. The hypothesis test analysis obtained a value (O) where 
the path coefficient was -0.128 with a T-statistic value of 2.195 and a P-value of 0.029. This value is 
greater (>) than the t-table value (1.960) and the P-value is less than (<) 0.05, indicating a significant 
effect. 

Based on the results of the hypothesis testing and data analysis conducted, it is concluded that 
the work environment has a positive and significant effect on employee performance in the Textile and 
Garment Industry in West Java (H8 Accepted).  
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To improve employee performance through the work environment, the following actions should be 
taken by the management of textile and garment companies in West Java: 1) Physical: A comfortable 
physical environment reduces physical fatigue and stress, thereby supporting concentration and work 
accuracy; 2) Social: A healthy social environment accelerates task completion and increases 
productivity; and 3) Psychological: When employees feel valued, safe, and free from psychological 
pressure, they work more calmly and efficiently. 

If textile and garment companies in West Java can implement the three aspects mentioned above 
for their employees, it will have a positive impact on employee performance, including: 1) Work quality: 
A supportive work environment enhances employees' concentration and focus, leading to neat, 
accurate, and standard-compliant work; 2) Work quantity: Comfortable working conditions and healthy 
social relationships boost work motivation, thereby increasing the volume of work that can be completed 
within the specified time; and 3) Timeliness: A stable psychological environment minimizes mental and 
emotional disturbances, encouraging employees to complete tasks on time and in line with objectives. 

The findings of this study align with research conducted by [52], which states that the work 
environment has a positive and significant impact on employee performance. 

The Influence of Work Motivation on Employee Performance  

The results of the ninth hypothesis test show the effect of work motivation on employee 
performance, as seen in Table 9. The hypothesis test analysis obtained a value (O) where the path 
coefficient was 0.691 with a T-statistic value of 7.477 and a P-value of 0.000. This value is greater (>) 
than the table t-value (1.960) and the P-value is less than (<) 0.05, indicating a significant effect. 

Based on the results of the hypothesis testing and data analysis conducted, it is concluded that 
work motivation has a positive and significant effect on employee performance in the Textile and 
Garment Industry in West Java (H9 Accepted).  

To improve employee performance through work motivation, the following actions should be taken 
by the management of textile and garment companies in West Java: 1) Work ethics: Work ethics reflect 
discipline, integrity, and a sense of responsibility toward their tasks; 2) Commitment: Employees with 
high commitment will work beyond targets, are less likely to be influenced to move to other companies, 
and demonstrate consistent enthusiasm; and 3) Resilience: Work resilience is crucial, especially in 
labor-intensive industries like textiles and garments, which require speed and consistency in work.  

If textile and garment companies in West Java can implement the three things above to their 
employees, it will have an impact on employee performance, including: 1) Work quality: Employees will 
work meticulously, minimize errors, and meet company quality standards because they work with 
integrity and full responsibility; 2) Work quantity: Strong motivation will encourage employees to work 
faster and more efficiently, increasing the amount of work produced within a certain time frame; and 3) 
Timeliness: Motivated employees have a strong drive to complete tasks on time, even before the 
deadline, because they feel they play an important role in the success of the team and the company. 

The results of this study align with research conducted by [53], which states that work motivation 
has a positive and significant impact on employee performance. 

The Influence of Self-Efficacy on Employee Performance Through Work Motivation 

The results of the tenth hypothesis test show the effect of self-efficacy on employee performance 
through work motivation, as seen in Table 9. The hypothesis test analysis obtained a value (O) where 
the path coefficient was 0.362 with a T-statistic value of 5.118 and a P-value of 0.000. This value is 
greater (>) than the t-table value (1.960) and the P-value is less (<) than 0.05, indicating a significant 
effect. 

Based on the results of the hypothesis testing and data analysis conducted, it is concluded that 
self-efficacy has a positive and significant effect on employee performance through work motivation in 
the Textile and Garment Industry in West Java (H10 Accepted).  

To improve employee performance through work motivation and self-efficacy, the following actions 
should be taken by the management of textile and garment companies in West Java: 1) Confidence in 
completing tasks: Employees who are confident in their abilities tend to face work challenges with an 
optimistic and calm attitude; 2) Adaptability: This adaptability enables employees to remain productive 
despite changes, resulting in consistent work output; 3) Perseverance: Perseverance strengthens 
timeliness in completing tasks, even under pressure; 4) Work ethics: Employees who uphold work ethics 
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are more focused and professional, improving overall work quality; 5) Commitment: Commitment to the 
company and work goals will motivate employees to give their best; and 6) Resilience: Mental and 
emotional resilience enables employees to continue to perform well despite work pressure or high 
workloads. 

If textile and garment companies in West Java can implement the six points above to their 
employees, it will have an impact on employee performance, including: 1) Work quality: Tasks are 
completed accurately, thoroughly, and in accordance with quality standards, because employees are 
confident and highly motivated; 2) Work quantity: Output volume increases because employees are 
motivated and able to manage work challenges well; and 3) Timeliness: Tasks are completed in a more 
disciplined manner and according to deadlines, because employees are resilient and diligent.  

The findings of this study align with research conducted by [54], which states that self-efficacy has 
a positive and significant impact on employee performance through work motivation. 

The Influence of Work Discipline on Employee Performance Through Work Motivation  

The results of the eleventh hypothesis testing show the effect of work discipline on employee 
performance through work motivation, as seen in Table 9. The hypothesis test analysis obtained a value 
(O) where the path coefficient was 0.016 with a T-statistic value of 0.427 and a P-value of 0.670. This 
value is smaller (<) than the t-table value (1.960) and the P-value is greater (>) than 0.05, meaning 
there is no positive and significant effect.  

Based on the results of the hypothesis testing and data analysis conducted, it is concluded that 
work discipline does not have a positive and significant effect on employee performance through work 
motivation in the Textile and Garment Industry in West Java (H11 Rejected).  

To improve employee performance through work motivation and work discipline, textile and 
garment companies in West Java do not need to implement: 1) Compliance: Management does not 
need to emphasize strict compliance. Instead, companies can create a more flexible and innovative 
environment; 2) Timeliness: By providing flexibility in working hours or allowing employees to work 
remotely, companies can enhance employee motivation and performance; 3) Responsibility: Instead of 
emphasizing responsibility as an obligation that must be fulfilled, companies can encourage employees 
to take responsibility voluntarily and proactively; 4) Work ethics: Management does not need to overly 
emphasize work ethics as the sole factor. Instead, companies can create a supportive environment 
where employees feel valued and recognized for their contributions; 5) Commitment: Companies can 
focus on creating a positive and supportive work environment where employees feel involved and have 
the opportunity to contribute actively; and 6) Resilience: Companies can create a supportive 
environment where employees feel safe to share ideas and express opinions. 

If textile and garment companies in West Java do not implement the six points above for their 
employees, it will not have an impact on employee performance, which includes: 1) Work quality: 
Without an emphasis on compliance, punctuality, and responsibility, employees may feel more free to 
explore more efficient and creative ways of working. This can improve their work quality, as they feel 
more engaged and committed to achieving the desired results; 2) Work quantity: Employees who are 
not pressured by high disciplinary expectations tend to be more productive. They will be more motivated 
to complete more tasks; and 3) Timeliness: Without work discipline, employees have their own way of 
completing tasks, allowing them to finish work on time.  

The results of this study align with research conducted by [54], which states that work discipline 
does not have a positive or significant impact on employee performance through work motivation. 

The Influence of Compensation on Employee Performance Through Work Motivation 

The results of the twelfth hypothesis testing show the effect of compensation on employee 
performance through work motivation, as seen in Table 9. The hypothesis test analysis obtained a value 
(O) where the path coefficient was -0.045 with a T-statistic value of -0.846 and a P-value of 0.398. This 
value is smaller (<) than the t-table value (1.960) and the P-value is greater (>) than 0.05, meaning 
there is no positive and significant effect.  

Based on the results of the hypothesis testing and data analysis conducted, it is concluded that 
compensation does not have a positive and significant effect on employee performance through work 
motivation in the Textile and Garment Industry in West Java (H12 Rejected).  
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To improve employee performance through work motivation and compensation, textile and 
garment companies in West Java do not need to implement: 1) Salaries and wages: Management does 
not need to focus too much on increasing salaries as the only way to motivate employees; 2) Bonuses 
and incentives: The analysis results indicate that bonuses and incentives do not have a significant effect 
on employee performance through work motivation; management should evaluate the effectiveness of 
the existing incentive system; 3) Non-financial benefits: These benefits do not have a significant effect 
on employee performance through work motivation; management should not overly focus on providing 
such benefits; 4) Work ethics: Work ethics do not significantly affect employee performance through 
work motivation; management does not need to overly emphasize work ethics as the sole factor; 5) 
Commitment: Commitment does not significantly affect employee performance through work 
motivation; management needs to evaluate how they build commitment; and 6) Resilience: Resilience 
does not significantly affect employee performance through work motivation; management does not 
need to overly emphasize resilience as the primary factor. 

If textile and garment companies in West Java do not implement the six factors above for their 
employees, it will not impact employee performance, which includes: 1) Work quality: Without emphasis 
on salary, bonuses, and non-financial benefits, employees may feel less motivated to produce quality 
work. Low work quality can lead to errors and customer dissatisfaction; 2) Work quantity: Employees 
who do not feel pressured by high compensation expectations tend to be less productive. They may not 
be motivated to complete tasks; 3) Timeliness: The speed and accuracy of an employee in completing 
tasks. 

The results of this study align with research conducted by [55], which states that work discipline 
does not have a positive or significant impact on employee performance through work motivation. 

The Influence of Work Environment on Employee Performance Through Work Motivation  

The results of the thirteenth hypothesis test show the effect of the work environment on employee 
performance through work motivation, as seen in Table 9. The hypothesis test analysis obtained a value 
(O) where the path coefficient was 0.101 with a T-statistic value of 1.969 and a P-value of 0.049. This 
value is greater (>) than the t-table value (1.960) and the P-value is less (<) than 0.05, indicating a 
significant effect. 

Based on the results of the hypothesis test and data analysis conducted, it indicates that the work 
environment has a positive and significant influence on employee performance through work motivation 
in the Textile and Garment Industry in West Java (H13 Accepted). 

To improve employee performance through work motivation and the work environment, the 
following actions should be taken by the management of textile and garment companies in West Java: 
1) Physical: Management must ensure that the work environment is comfortable and safe for 
employees; 2) Social: Management must create a positive work culture where employees feel valued 
and supported; 3) Psychological: Management must create an atmosphere where employees feel safe 
to share ideas, express opinions, and take risks without fear of negative consequences; 4) Work ethics: 
Management needs to instill good work ethic values, such as discipline, responsibility, and integrity; 5) 
Commitment: Management needs to build commitment by creating a positive and supportive work 
environment where employees feel involved and have the opportunity to contribute actively; and 6) 
Resilience: Management needs to create a supportive environment where employees feel safe to share 
ideas and express opinions. 

If textile and garment companies in West Java can implement the six points above for their 
employees, it will have an impact on employee performance, including: 1) Work quality: Employees who 
work in a good physical, social, and psychological environment tend to produce high-quality work. They 
are more confident and motivated to meet expected standards, thereby reducing errors and increasing 
customer satisfaction; 2) Work quantity: A supportive work environment can boost employee 
productivity. Employees who feel comfortable and engaged are more motivated to complete more tasks 
within the allotted time, contributing to the achievement of organizational goals; and 3) Timeliness: 
Employees who have good support from their work environment tend to be more disciplined in 
managing their time and completing tasks according to the set deadlines. This timeliness is very 
important for maintaining operational smoothness and meeting customer expectations. 

The results of this study are in line with research conducted by [56], which states that the work 
environment has a positive and significant effect on employee performance through work motivation. 
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Conclusion 

Based on the research findings and discussions, it can be concluded that self-efficacy has a 
positive and significant effect on work motivation, while work discipline and compensation do not show 
a significant influence on it. In contrast, the work environment positively and significantly affects work 
motivation. Furthermore, self-efficacy, work discipline, compensation, work environment, and work 
motivation each have a positive and significant impact on employee performance in the Textile and 
Garment Industry in West Java. The mediation analysis reveals that work motivation significantly 
mediates the relationship between self-efficacy and employee performance, as well as between the 
work environment and employee performance. However, work motivation does not mediate the effects 
of work discipline and compensation on employee performance. These findings indicate that 
psychological factors such as self-efficacy and environmental support play a crucial role in enhancing 
both motivation and performance, while monetary rewards and disciplinary measures alone are 
insufficient to drive higher motivation levels among employees in this industry. 

References 
[1] Y. Andrade, L. Cardenas, G. Viacava, C. Raymundo, and F. Dominguez, “Lean Manufacturing Model for 

the Reduction of Production Times and Reduction of the Returns of Defective Items in Textile Industry BT  
- Advances in Design for Inclusion,” 2020, pp. 387–398. 

[2] M. N. Alam, A. K. M. M. Bahar, M. Jambulingam, and M. D. M. Hassan, “Necessities of employee 
productivity in garment industries: challenges and effects of harassment, abuse and discrimination,” Int. 
J. Product. Qual. Manag., vol. 34, no. 2, pp. 205–230, 2021. 

[3] F. A. Semendawai, L. Y. Prakoso, and S. Suwito, “Pertahanan Negara Melalui Kebijakan Fesyen: Analisis 
Terhadap Larangan Pakaian Bekas Impor di Indonesia,” Nusant. J. Ilmu Pengetah. Sos., vol. 11, no. 3, 
pp. 1271–1281, 2024. 

[4] D. L. Sari et al., “The effect of job stress to employee performance: Case study of manufacturing industry 
in Indonesia,” in IOP Conference Series: Earth and Environmental Science, 2021, vol. 794, no. 1, p. 
12085. 

[5] P. C. Susanto, H. A. Setiawan, A. Yandi, and A. Putri, “Analysis Servant Leadership , Competence , and 
Motivation on Performance Employee : Study Literature Review,” Greenation Int. J. law Soc. Sci., vol. 1, 
no. 3, pp. 114–123, 2024. 

[6] P. C. Susanto, J. P. Soehaditama, and M. Benned, “Determination of Motivation and Career Development: 
Analysis of Training, Competence,” in Jakarta Timur, Indonesia. Tel, 2023, vol. 2, no. 2, pp. 273–279. 

[7] F. Saputra et al., “Determinasi Kinerja Karyawan: Analisis Lingkungan Kerja, Beban Kerja dan 
Kepemimpinan pada PT Graha Sarana Duta,” JURMA J. Ris. Manaj., vol. 1, no. 3, pp. 329–341, 2023. 

[8] F. T. Gbolarumi, K. Y. Wong, and S. T. Olohunde, “Sustainability assessment in the textile and apparel 
industry: A review of recent studies,” in IOP conference series: Materials science and engineering, 2021, 
vol. 1051, no. 1, p. 12099. 

[9] P. C. Susanto, N. N. Sawitri, and S. Suroso, “Determinant Employee Performance and Job Satisfaction: 
Analysis Motivation, Path Career and Employee Engagement in Transportation and Logistics Industry,” 
Int. J. Bus. Appl. Econ., vol. 2, no. 2, pp. 257–268, 2023. 

[10] P. C. Susanto, H. A. Setiawan, and A. Yandi, “Determinants of Self-Efficacy and Employee Performance 
in the Banking Industry,” Greenation Int. J. Econ. Account., vol. 1, no. 4, pp. 522–532, 2024. 

[11] H. Ali, I. Sastrodiharjo, and F. Saputra, “Measurement of Organizational Citizenship Behavior: Workload, 
Work Culture and Motivation (Literature Review Study),” J. Multidiscip. Sci., vol. 1, no. 1, pp. 83–93, 2022. 

[12] M. ER and D. Nurmadewi, “Analysis of business process management capability and information 
technology in small and medium enterprises in the garment industry (multiple case studies in East Java, 
Indonesia),” Electron. J. Inf. Syst. Dev. Ctries., vol. 87, no. 1, p. e12154, 2021. 

[13] M. Rizal and A. Muftiadi, “Saving Industry of Garments Solid Works In West Java (Review of SE and SK 
Determination Policy on West Java UMK in 2020),” J. Manaj. Pelayanan Publik, vol. 3, no. 2, pp. 93–106, 
2020. 

[14] N. Ali, H., & Limakrisna, Metodologi Penelitian (Petunjuk Praktis Untuk Pemecahan Masalah Bisnis, 
Penyusunan Skripsi (Doctoral dissertation, Tesis, dan Disertasi. 2013. 

[15] P. C. Susanto, S. Syailendra, and R. F. Suryawan, “Determinasi Motivasi dan Kinerja: Analisis Kepuasan 
Kerja, Keterikatan Karyawan dan Kepemimpinan,” J. Manaj. DAN BISNIS, vol. 1, no. 2, pp. 91–98, 2022. 

[16] A. Ghafar, E. P. Perwitasari, P. C. Susanto, S. Krisnawat, and Y. Pahala, “ANALISIS PENGEMBANGAN 
KARIR: PELATIHAN, KOMPETENSI DAN MOTIVASI KARYAWAN SEKTOR PERUSAHAAN KARGO,” 
JIMMU, vol. 9, no. 1, pp. 14–26, 2024. 

[17] P. Candra and A. P. Amanda, “Analysis of Recruitment, Performance Evaluation, and Career Planning to 
Support Employee Performance,” Greenation Int. J. Law Soc. Sci., vol. 1, no. 2, pp. 81–90, 2023. 

[18] R. Takeuchi, N. Y. Yu, and C. C. Lin, “Organizational politics and employee performance in the service 
industry: A multi-stakeholder, multi-level perspective,” J. Vocat. Behav., vol. 133, no. January 2021, p. 
103677, 2022. 



Architectural Image Studies, ISSN: 2184-8645  

1154 

 

[19] M. Ridwan, S. R. Mulyani, and H. Ali, “Improving employee performance through perceived organizational 
support, organizational commitment and organizational citizenship behavior,” Syst. Rev. Pharm., vol. 11, 
no. 12, pp. 839–849, 2020. 

[20] F. Saputra, “Leadership , Communication , And Work Motivation In Determining The Success Of 
Professional Organizations,” J. Law Polit. Humanit., vol. 1, no. 2, pp. 59–70, 2021. 

[21] J. Jumawan, F. Saputra, and P. B. Prabowo, “Determinasi Pelatihan Florist dan Kualitas Pelayanan 
Kewirausahaan Pada Kejutbypugo Kota Bekasi,” Optim. J. Ekon. dan Manaj., vol. 3, no. 4, pp. 216–227, 
2023. 

[22] A. Maharani and F. Saputra, “Relationship of Investment Motivation, Investment Knowledge and Minimum 
Capital to Investment Interest,” J. Law Polit. Humanit., vol. 2, no. 1, pp. 23–32, 2021. 

[23] M. R. Mahaputra and F. Saputra, “Literature Review the Effect of Headmaster Leadership on Teacher 
Performance , Loyalty and Motivation,” J. Account. Financ. Manag., vol. 2, no. 2, pp. 103–113, 2021. 

[24] F. Saputra, H. Ali, H. Hadita, N. N. Sawitri, and D. Navanti, “Analisis Work Life Balance dan Fasilitas Kerja 
terhadap Produktivitas Karyawan melalui Motivasi Kerja pada PT Inovan Digital Nusantara,” J. 
Kewirausahaan dan Multi Talent., vol. 2, no. 4, pp. 260–279, 2024. 

[25] D. Y. Firnanda and D. T. Wijayati, “Pengaruh perceived organizational support, self efficacy dan 
lingkungan kerja terhadap employee engagement karyawan PT. Pesona Arnos Beton,” J. Ilmu Manaj., 
vol. 9, no. 3, pp. 1076–1091, 2021. 

[26] P. C. Susanto, J. Murdiono, and D. Susita, “Analysis of Training, Self-Efficacy, and Discipline on Employee 
Performance Mediated by Employee Engagement: A Study in Freight Forwarding,” Bull. Couns. 
Psychother., vol. 7, no. 1, 2025. 

[27] K. Na-Nan, S. Kanthong, and J. Joungtrakul, “An empirical study on the model of self-efficacy and 
organizational citizenship behavior transmitted through employee engagement, organizational 
commitment and job satisfaction in the thai automobile parts manufacturing industry,” J. Open Innov. 
Technol. Mark. Complex., vol. 7, no. 3, p. 170, 2021. 

[28] D. Sjarifudin, H. Kurnia, and E. Barita tambunan Maniur, “Analisis Pengaruh Self-Efficacy dan Motivasi 
Kerja terhadap Disiplin Kerja dan Kinerja Karyawan : Tinjauan Sistematik Kajian,” J. Ind. Eng. Syst., vol. 
4, no. 1, pp. 47–57, 2023. 

[29] N. A. Faraz, F. Ahmed, M. Ying, and S. A. Mehmood, “The interplay of green servant leadership, self‐
efficacy, and intrinsic motivation in predicting employees’ pro‐environmental behavior,” Corp. Soc. 

Responsib. Environ. Manag., vol. 28, no. 4, pp. 1171–1184, 2021. 
[30] M. Idris, U. M. Palembang, D. Perwakilan, and R. Republik, “The Influence of Motivation , Discipline and 

Work Organizational Culture on the Performance of Employees of the Economic Planning Bureau at the 
Secretariat General of the,” vol. 3, no. 3, pp. 84–109, 2022. 

[31] Yulia Nur Fadilah, Dhea Amelia Putri, Dwi Epty Hidayaty, and Santi Pertiwi Hari Sandi, “Work Discipline 
on the Performance of UMKM Inboxmie Employees,” J. Financ. Bus. Digit., vol. 2, no. 2, pp. 97–104, 
2023. 

[32] M. F. Hakim, M. Anhar, and D. S. Sampurna, “The Influence Of Work Motivation, Work Discipline And 
Work Environment On Job Satisfaction (Case Study On Employees Of Bri Sharia Bank Kc Jakarta Wahid 
Hasyim),” Indones. Coll. Econ., no. April 2020, pp. 1–17, 2020. 

[33] M. Yassir Araffat, H. Ali, M. Indra Bangsawan, D. Kusuma Diarti, and A. Budiono, “The Influence of 
Leadership Style and Work Discipline on Employee Performance in the Department of Transportation 
Dompu District,” Int. J. Multicult. Multireligious Underst., vol. Volume 7, no. Issue 8, pp. 758–767, 2020. 

[34] Fatmasari Fatmasari and Badaruddin Badaruddin, “Discipline, Motivation, Local Wisdom, And Work 
Environment On Performance Through Job Satisfaction,” J. Manaj., vol. 26, no. 3, pp. 492–511, 2022. 

[35] Zulkifli, M. Arif, and H. Agustin, “The Influence OF Managerial Competency ON Employee Satisfaction 
Through Compensation As A Moderating Variable,” Seybold Rep., vol. 17, no. 6, pp. 1450–1458, 2022. 

[36] S. Sukrasno and F. Elmi, “The Effect of Compensation, Organizational Performance (Case Study on Civil 
Servants of the Downstream Oil and Gas Regulatory Agency),” vol. 2, no. 6, pp. 943–959, 2021. 

[37] B. Budiyono et al., “EFFECT ANALYSIS OF COMPENSATION , WORK ENVIRONMENT AND 
LEADERSHIP ON SHIP CREW LOYALTY WITH WORK MOTIVATION AS INTERVENING VARIABLE 
AT PT . SALAM,” Dinasti Int. J. Manag. Sci., vol. 3, no. 3, pp. 566–577, 2022. 

[38] P. Rinny, C. Bohlen Purba, and U. T. Handiman, “The Influence of Compensation, Job Promotion, And 
Job Satisfaction On Employee Performance Of Mercubuana University,” www.ijbmm.com Int. J. Bus. 
Mark. Manag., vol. 5, no. 2, pp. 2456–4559, 2020. 

[39] M. A. Mashuri and K. A. Kusuma, “The Effect of Job Training, Work Discipline and Compensation on 
Employee Performance at the Railway Depot during the Covid-19 Pandemic,” Indones. J. Innov. Stud., 
vol. 23, pp. 1–17, 2023. 

[40] D. S. Widodo, P. E. S. Silitonga, and H. Ali, “Organizational performance: Analysis of transformational 
leadership style and organizational learning,” Saudi J. Humanit. Soc. Sci., vol. 2, no. 3, pp. 260–271, 
2017. 

[41] E. S. Silitonga and D. S. Widodo, “Organizational performance analysis: Organizational commitment, 
competence and organizational culture (Study on Bekasi City Government),” Int. J. Recent Sci. Res., vol. 
8, no. 4, pp. 16732–16740, 2017. 

[42] D. S. Widodo, “Determination of Employee Resign Decision: Corporate Culture and Career Development,” 
J. Account. Financ. Manag., vol. 2, no. 5, pp. 242–248, 2021. 



Architectural Image Studies, ISSN: 2184-8645  

1155 

 

[43] F. Saputra and M. R. Mahaputra, “Building Occupational Safety and Health ( K3 ): Analysis of the Work 
Environment and Work Discipline,” J. Law Polit. Humanit., vol. 2, no. 3, pp. 105–114, 2022. 

[44] P. C. Susanto, J. Simarmata, W. D. Febrian, S. A. Wahdiniawati, and R. F. Suryawan, “Analysis of 
Coaching, Organizational Culture, and Performance Appraisal of Employee Productivity in High School: 
Literature Review,” Dinasti Int. J. Educ. Manag. Soc. Sci., vol. 5, no. 2, pp. 83–91, 2024. 

[45] K. Na-Nan and E. Sanamthong, “Self-efficacy and employee job performance: Mediating effects of 
perceived workplace support, motivation to transfer and transfer of training,” Int. J. Qual. Reliab. Manag., 
vol. 37, no. 1, pp. 1–17, 2020. 

[46] S. Surajiyo, S. Suwarno, I. M. Kesuma, and T. Gustiherawati, “The Effect of Work Discipline on Employees 
Performance with Motivation as a Moderating Variables in the Inspectorate Office of Musi Rawas District,” 
Int. J. Community Serv. Engagem., vol. 2, no. 1, pp. 1–12, 2021. 

[47] I. Habibie, “The Influence of Leadership Style and Motivation on the Performance of Employees,” vol. 3, 
no. 2, pp. 246–256, 2021. 

[48] N. N. Sawitri and Y. Hendayana, “The Influence of Organizational Culture, Information Technology, Work 
Environment and Compensation on Employee Performance Which is Moderate by Work Motivation at PT 
XYZ,” Dinasti Int. J. Manag. Sci., vol. 5, no. 3, pp. 698–719, 2024. 

[49] P. C. Susanto, N. N. Sawitri, H. Ali, and Z. T. Rony, “Determinations of Employee Engagement: Servant 
Leadership, Training, Self-Efficacy Effects on Employee Performance,” Bull. Couns. Psychother., vol. 6, 
no. 3, 2024. 

[50] A. Azmy, H. Risza, and A. Adhykusuma, “Implications of work motivation, employee discipline, and 
compensation on employee performance while working from home at a digital marketing company,” J. 
Manaj. dan Pemasar. Jasa, vol. 15, no. 1, pp. 13–36, 2022. 

[51] S. Serang, A. Ritamariani, J. Kamase, and A. Gani, “The Influence of Work Motivation, Compensation, 
and Work Procedures on Job Satisfaction and Field Extension Performance Family Planning in South 
Sulawesi,” Int. J. Prof. Bus. Rev., vol. 8, no. 5, p. e02180, 2023. 

[52] S. Sudiarso, “the Effect of Transformational Leadership, Competence and Work Environment on 
Employee Performance of Pt Waskita Karya (Persero) Tbk in Becakayu 2a Ujung Project,” Dinasti Int. J. 
Manag. Sci., vol. 3, no. 3, pp. 535–546, 2022. 

[53] Mardalena, Sarinah, and Endang Solichin, “the Influence of Work Motivation, Work Discipline on 
Employee Performance (Case Study At Merangin Regency Settlement Area Office Employees),” Dinasti 
Int. J. Manag. Sci., vol. 1, no. 5, pp. 769–774, 2020. 

[54] P. I. S. Pulungan and H. A. Rivai, “Pengaruh locus of control dan efikasi diri terhadap kinerja karyawan 
dengan keterikatan karyawan sebagai variabel intervening pada PT Semen Padang,” J. Menara Ekon. 
Penelit. Dan Kaji. Ilm. Bid. Ekon., vol. 7, no. 1, 2021. 

[55] N. L. I. Armantari, I. A. P. W. Sugianingrat, and I. A. Mashyuni, “Pengaruh Kompensasi Terhadap Kinerja 
Karyawan Melalui Motivasi Kerja Pada CV. Duta Niaga Bali Denpasar,” WidyaAmrita J. Manajemen, 
Kewirausahaan dan Pariwisata, vol. 1, no. 1, pp. 275–289, 2021. 

[56] A. Wahyuni and B. Budiono, “Pengaruh Lingkungan Kerja dan Kompetensi terhadap Kinerja Karyawan 
melalui Motivasi Kerja pada Karyawan PT Pegadaian Cabang Blitar,” J. Ilmu Manaj., pp. 769–781, 2022. 

 

 


