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ABSTRACT: This study investigates the influence of work 
motivation and work environment on employee performance 
within PT Aerojasa Cargo's warehouse division. Recognizing the 
strategic importance of human capital in logistics, the research aims 
to evaluate how these two variables interact to affect operational 
outcomes.Using a quantitative methodology, the study surveyed 55 
employees selected through Slovin’s formula. A structured Likert-
scale questionnaire measured three core constructs: motivation, 
work environment, and performance. Data were analyzed using 
SPSS 26.0, employing descriptive statistics, multiple regression 
analysis, and validation metrics such as Cronbach’s alpha and R². 
Key results show that both motivation and work environment 
significantly impact employee performance (p < 0.05), with a 
combined explanatory power of 83.3% (R² = 0.833). The work 
environment demonstrated a slightly higher beta coefficient (β = 
0.417) than motivation (β = 0.286), suggesting that physical and 
social workplace conditions are marginally more influential. 
Descriptive findings also revealed demographic patterns relevant to 
performance, including age distribution, education level, and gender 
roles. These findings align with existing literature and underscore 
the synergistic importance of fostering motivation and creating 
supportive work environments. The study concludes that HR 
managers in logistics should implement dual-focused strategies to 
enhance both motivational drivers and workplace quality. Such 
strategies may include high-performance work systems, ergonomic 
improvements, and continuous feedback mechanisms. This 
research contributes to the field of organizational behavior by 
offering empirical support for integrated HRM approaches in 
logistics, providing a framework for future policy and academic 
inquiry.  
Keywords: Employee Performance, Motivation, Work 
Environment, Logistics, HRM, Warehouse Operations, 
Regression Analysis. 
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INTRODUCTION 

Human capital is increasingly recognized as a pivotal component in enhancing logistics 

performance outcomes, with effective human resource management (HRM) practices serving as a 
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cornerstone of competitiveness. Effective HRM fosters a work environment conducive to 

retention, engagement, and optimal utilization of skilled labor, thereby improving operational 

efficiency and service quality (Madhavkumar, 2023; Ogedengbe et al., 2024). As a unique and 

inimitable resource, human capital provides sustainable competitive advantage, enabling 

organizations to adapt swiftly to dynamic market demands and operational challenges. 

The logistics industry faces intense competition, which drives firms to adopt flexible and 

innovative HRM strategies. Training, career development, and recruitment practices become 

central in sustaining workforce capability (Chang et al., 2021; AKKARTAL & Uludağ, 2022). 

Furthermore, there is a strong linkage between employee engagement and organizational 

performance, with engaged employees showing higher productivity, efficiency, and customer 

satisfaction (Judijanto & Iswanto, 2024; Mehmood et al., 2023). Beyond engagement, motivation 

and work environment are identified as synergistic determinants of employee performance, where 

recognition, compensation, and supportive working conditions jointly enhance productivity (Tumi 

et al., 2021; Rozi et al., 2024). 

Despite the breadth of studies, research gaps remain evident. Much of the literature emphasizes 

general service industries or manufacturing, while specific empirical studies in logistics warehouse 

operations are still limited. Furthermore, prior research tends to examine either motivation or work 

environment in isolation, rarely integrating the two into a unified framework supported by 

quantitative evidence. 

Accordingly, this study investigates the combined effect of work motivation and work 

environment on employee performance in the warehouse division of PT Aerojasa Cargo. The 

research employed a quantitative design with 55 employees selected using Slovin’s formula, and 

data analyzed using SPSS regression and exploratory factor analysis. This design ensures robust 

reliability and construct validation. Guided by organizational behavior theory and HRM 

frameworks, the study seeks to answer: To what extent do work motivation and work environment jointly 

influence employee performance in logistics operations? The findings are expected to provide theoretical 

contribution by enriching HRM literature and practical relevance for managers to design dual-

focused interventions for sustainable performance outcomes. 

 

METHOD 

This research employed a quantitative approach with descriptive and causal design, aimed at 

assessing both the state of employee motivation and work environment and their causal 

relationship with performance. Data collection was cross-sectional, gathered at a single point in 

time. 

The population comprised 120 warehouse employees, from which 55 respondents were selected 

using Slovin’s formula (margin of error 5%), ensuring generalizability within cost-effective 
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constraints (Pawirosumarto et al., 2017; KASIMU, 2018). A structured Likert-scale questionnaire 

(1 = strongly disagree to 5 = strongly agree) was distributed, covering three constructs: 

● Work Motivation (X1): knowledge, skill, reward, behavioral direction, persistence. 

● Work Environment (X2): cleanliness, collaboration, lighting, layout, air circulation. 

● Employee Performance (Y): accuracy, timeliness, quality, quantity, neatness. 

The items were derived from validated instruments in organizational behavior research. Face and 

content validity were assessed by academic experts. Cronbach’s alpha exceeded 0.70 across all 

constructs, demonstrating reliability (Prasad et al., 2023). 

Data analysis was conducted using SPSS version 26.0. Descriptive statistics captured demographic 

characteristics and mean scores, while inferential analysis included multiple regression and 

correlation tests. Exploratory Factor Analysis (EFA) was specifically employed to confirm the 

dimensionality of motivational constructs, ensuring robustness of indicators (Almawali et al., 

2021). The use of SPSS ensured accessibility and reproducibility of statistical computation, while 

EFA validated construct structure. Normality, linearity, and multicollinearity assumptions were 

tested to ensure model robustness. 

All respondents were informed of the research purpose, and informed consent was obtained 

prior to participation. Ethical considerations included voluntary participation, anonymity, and 

confidentiality. These measures ensured compliance with research ethics and enhanced the 

credibility of findings. 

 

RESULT AND DISCUSSION 

Respondent Demographics  

The demographic profile of the 55 respondents from PT Aerojasa Cargo mirrors prevailing 

patterns observed in the broader Indonesian logistics sector. A large proportion of the 

respondents, specifically those in the 20–30 age group, highlight the industry's preference for 

employing younger, more agile individuals capable of handling the physical rigors of warehouse 

responsibilities efficiently (Baño et al., 2024). The dominance of male workers in the sample 

reflects traditional gender dynamics in logistics roles, although recent efforts toward gender 

inclusivity have contributed to a gradual increase in female participation in such roles (Islam & 

Islam, 2021). Educationally, most respondents possessed senior high school qualifications or 

equivalent, underlining a baseline level of education deemed adequate for operational logistics 

tasks. However, this also signals an opportunity to upskill the workforce through vocational 

training and higher education initiatives. The distribution of employment tenures among 

respondents—ranging from less than a year to over a decade—demonstrates a healthy mix of fresh 

perspectives and deep-rooted experiential knowledge, both of which are essential for maintaining 

organizational learning and agility. 
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Descriptive Statistics of Variables  

To understand how employee perceptions varied across key organizational dimensions, this study 

evaluated three central variables: motivation (X1), work environment (X2), and employee 

performance (Y), each measured through five discrete indicators. These indicators aimed to 

capture the complexity and nuance of employee experiences within the workplace. Across all 

dimensions, mean scores ranged from 3.84 to 4.27, suggesting that respondents generally rated 

their workplace environment, motivational levels, and job performance positively. The indicator 

“reward and recognition” recorded the highest average score (mean = 4.27), underscoring the 

significance of acknowledgement in employee satisfaction and drive. Conversely, “air circulation” 

within the work environment recorded the lowest score (mean = 3.84), signaling potential 

discomfort in the physical workspace that may warrant infrastructural attention. Among the 

performance indicators, “timeliness” ranked highest (mean = 4.16), suggesting a strong cultural 

emphasis on punctuality and time efficiency within the organization’s operational framework. 

Table 1. Mean Scores of Variables by Indicator 

Variable Indicator Mean 

Motivation (X1) Reward and Recognition 4.27 

 Knowledge 4.02 

 Skill 4.06 

 Direction 4.01 

 Persistence 3.97 

Work Environment (X2) Cleanliness 4.08 

 Collaboration 4.00 

 Lighting 4.05 

 Layout 3.89 

 Air Circulation 3.84 

Employee Performance (Y) Timeliness 4.16 

 Accuracy 4.04 

 Quality 4.06 

 Quantity 3.97 

 Neatness 3.98 

Regression Analysis  

To statistically analyze the influence of the two independent variables—motivation (X1) and work 

environment (X2)—on the dependent variable of employee performance (Y), a multiple regression 
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model was developed. The analysis produced a robust coefficient of determination (R² = 0.833), 

which indicates that approximately 83.3% of the variance in employee performance could be 

accounted for by variations in work motivation and the work environment. This value surpasses 

commonly accepted thresholds for explanatory power in social science research, confirming the 

relevance of the model (Joe-Akunne et al., 2022). 

The regression equation derived from the analysis is as follows: Y = 3.663 + 0.286X1 + 0.417X2 

Both independent variables exhibited statistically significant positive relationships with employee 

performance: 

● X1 (Motivation): β = 0.286, p < 0.05 

● X2 (Work Environment): β = 0.417, p < 0.05 

These results were further validated through the F-test, which returned a value of F = 129.515 

with a p-value less than 0.001. This confirms the overall significance of the regression model and 

underscores the strength of the joint contribution of both predictors in influencing employee 

performance. 

Table 2. Regression Results 

Predictor Coefficient (β) Std. Error t-value p-value 

Constant 3.663 0.412 8.893 0.000 

Motivation (X1) 0.286 0.069 4.144 0.000 

Work Environment (X2) 0.417 0.058 7.144 0.000 

 

Interpretation  

The analysis demonstrates that while both motivation and work environment significantly enhance 

employee performance, the work environment exhibits a marginally stronger influence. This 

suggests that organizational interventions aimed at optimizing environmental factors such as 

workspace layout, lighting, ventilation, and cleanliness may yield quicker and more tangible 

improvements in workforce productivity. At the same time, reinforcing intrinsic and extrinsic 

motivational factors—such as skill development, recognition, and goal alignment—remains vital 

to sustaining long-term engagement and output. These insights echo the broader findings in 

organizational behavior literature, which emphasize the necessity of an integrated HRM approach 

that simultaneously nurtures psychological and environmental dimensions (Lin et al., 2021; Mura 

et al., 2023). 

 The study’s results firmly establish that both motivation and work environment serve as powerful 

determinants of employee performance within logistics settings like PT Aerojasa Cargo. The high 

R² value and the statistical significance of all variables reinforce the reliability of the findings. 

Consequently, HR professionals and organizational leaders are encouraged to adopt 

comprehensive strategies that address both motivational and environmental levers to foster 
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sustainable improvements in workforce performance. Such dual-focused HR practices not only 

enhance day-to-day operational outcomes but also strengthen long-term employee satisfaction, 

retention, and organizational resilience 

 

Comparison of R² in HRM Research in Logistics  

The R² value of 0.833 observed in this study exceeds commonly reported thresholds in HRM 

research, particularly within logistics, where values typically range from 0.40 to 0.70. Studies 

exhibiting higher R² values, such as those analyzing high-performance work systems (HPWS), 

often suggest that a well-structured HRM framework contributes strongly to variations in 

employee performance (Aljuaid, 2025). Conversely, research focusing on perceived HR practice 

effectiveness may yield lower R² scores due to the subjective nature of employee perceptions 

(Beijer et al., 2019). Thus, while a high R² reflects strong model fit, interpretation should be 

contextualized within the study design and variables employed. 

Evidence Supporting the Synergy of Motivation and Work Environment  

Substantial empirical evidence underscores the interaction between motivation and a conducive 

work environment. Studies demonstrate that environments characterized by supportive leadership, 

trust, and recognition foster increased motivation and engagement (Fabi et al., 2015; Madera et al., 

2017). Reutzel et al. (2016) and Priyashantha (2022) provide additional support for the notion that 

aligned job resources and cultural support mechanisms stimulate organizational commitment. 

Moreover, the Job Demands-Resources (JD-R) model confirms that balanced work environments 

can amplify intrinsic motivation and minimize burnout, contributing positively to performance 

outcomes (Demerouti & Bakker, 2022). 

Prioritization of Interventions Based on Regression Outcomes  

From the regression results, work environment (β = 0.417) has a slightly greater effect on employee 

performance than motivation (β = 0.286). These insights should inform HR decision-making by 

emphasizing targeted improvements in physical layout, lighting, and organizational climate. At the 

same time, enhancing motivational factors like recognition, autonomy, and growth opportunities 

is also critical. According to Beijer et al. (2019) and Sung & Choi (2018), HR professionals can 

derive strategic intervention points from statistically significant predictors to guide effective policy 

formulation. 

Strategies to Enhance Motivation and Work Setting  

To concurrently elevate motivation and work environment quality, organizations should invest in 

high-performance work systems that include continuous training, participatory decision-making, 

and leadership development (Demir et al., 2023; Fabi et al., 2015). Flexible scheduling, ergonomic 

workspace design, and psychological safety initiatives also enhance the dual domains. Feedback 

loops through regular employee surveys can serve as a monitoring tool to ensure these 

interventions remain relevant and effective over time (Aljuaid, 2025). Ultimately, this dual-focused 

approach fosters a resilient organizational culture that promotes both performance and employee 

well-being. 
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 This discussion highlights the significance of high explanatory power in regression analysis, the 

interconnectedness of motivation and work environment, and the strategic application of these 

insights in HRM. By leveraging statistically backed evidence, logistics firms can make informed 

decisions to create supportive and motivating environments that drive sustained employee 

performance. 

 

CONCLUSION  

This study examined the influence of work motivation and work environment on employee 

performance in PT Aerojasa Cargo’s warehouse division. The findings confirmed that both 

variables exert statistically significant positive effects on employee performance. The regression 

analysis revealed a high explanatory power (R² = 0.833), indicating that 83.3% of the variance in 

performance could be explained by motivation and work environment factors. 

From the results, work environment emerged as a slightly stronger predictor of performance than 

motivation. This suggests that immediate operational improvements may be more efficiently 

achieved through interventions targeting physical workspace optimization and organizational 

climate enhancements. Nevertheless, motivation also plays a pivotal role, particularly in reinforcing 

persistence, skill development, and job satisfaction. 

Demographic analyses provided further insights, revealing trends such as a youthful workforce, 

gender disparities, and education-linked differences in performance outcomes. These factors have 

strategic implications for HR policy design and highlight the need for customized interventions 

that consider employee backgrounds and career stages. 

The scientific contribution of this study lies in its integrated analysis of two critical HR 

dimensions—motivation and work environment—and their combined influence on logistics 

sector performance. By linking theory with empirical data, the research reinforces existing literature 

while offering actionable guidance for HR practitioners aiming to improve productivity and 

employee engagement. 

Future research should consider expanding the sample size, exploring longitudinal effects, and 

integrating qualitative methods to capture nuanced employee experiences. Additionally, examining 

moderating variables such as leadership style or organizational culture may further enhance 

understanding of HRM effectiveness in logistics settings. 

Ultimately, the study underscores the importance of dual-focused HR strategies that 

simultaneously elevate motivation and cultivate a supportive work environment, paving the way 

for sustainable organizational success in service-intensive industries like logistics. 
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