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 This study aims to determine the effect of the work environment on the performance 

of the employees of the Public Administration Section of the Pematangsiantar City 

Regional Secretariat, totaling 28 employees. For the results of the validity analysis, it 

was found that the results were valid and for reliability the results were reliable. For 

the results of normality, it is concluded that the data is normally distributed, with a 

coefficient of determination of 36% while the rest is influenced by other factors and 

the correlation value of the variables is included in the strong category. The regression 

equation shows positive equation results and the hypothesis results provide an answer 

that partially, the work environment has a positive and significant effect on employee 

performance, because the work environment is the most important factor in achieving 

employee performance. 
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1. INTRODUCTION 

The dynamics of the success of any organization is to always want the wheels of the organization's life to grow 

and develop in accordance with the vision and mission of the organization and what is the foundation of controlling 

the success of the organization cannot be separated by the availability of human resources who have the ability to 

support this success, because human resources both from inside and outside the organization can be a parameter of the 

success of the organization (Pambudi, 2014) and human resources are one of the factors of organizational success or 

failure (Mulyono and Kresnaini, 2016). For this reason, it is highly expected that the human resources contained in the 

organization in this case the members of the organization have good performance, because as individuals in the 

organization to be able to survive it is necessary to show increased performance, because employees are the most 

valuable assets that must be considered and properly fostered so that institutions must pay attention to the details of 

programs with human resource development in order to produce employees who have high abilities and broad 

knowledge (Kurniawan and Heryanto, 2019) and employees need a work environment that supports employees in 

producing such performance because the work environment is everything that is around workers and influences them 

in carrying out their duties (Dhermawan, Sudibya and Utama, 2012). 

Performance is an achievement of results or degree of accomplishment (Byars and Rue, 2006); Performance 

can be the ability of an individual to be able to carry out their duties in their place of work with the meaning of 

enthusiasm and have a healthy attitude (Nadeem and Ahmad, 2017), because with good performance, the organization 

will have an impact that is able to change the sustainability of the organization in a good direction, in other words, the 

performance of employees is a measure of the success of the organization in which they work. Likewise, the 

performance of employees from the Public Administration Section of the Pematangsiantar City Regional Secretariat 
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whose main task from the scope of their work is to provide services to regional apparatus so that the task of the 

government, government administration in fulfilling the needs of regional apparatus. 

The performance of civil servants is regulated in (Government Regulation No. 30 concerning Performance 

Assessment of Civil Servants, 2019) which for employee performance is divided into two main targets, namely the 

Employee Work Target which consists of quantity, quality, time, and cost. While the Work Behavior which consists 

of service orientation, commitment, work initiative, cooperation and leadership. However, the phenomenon of 

employee performance is still not in line with expectations, where for employee work targets there are still employees 

who have not used working hours as well as possible so that many work results are neglected, for work behavior there 

are still employees who do not have the commitment to carry out discipline working hours during break time and not 

all employees who take part in the morning and afternoon ceremony every day and as a result services for employee 

administration are often neglected. 

In achieving successful performance, one of the factors that can influence it is the work environment, in line 

with research (Liestiani et al., 2019); (Pawirosumarto, Bachelor and Gunawan, 2017) that the work environment has a 

positive influence on performance, then the work environment becomes aspects of work, work psychology, work 

regulations and comfort among co-workers and is able to affect employee performance (Mangkunegara, 2017) and 

consists of the environment work that is physical and non-physical in nature (Hidayati, Perizade and Widiyanti, 2019), 

because a comfortable and inclusive work environment will improve employee work so as to improve organizational 

performance (Nanzushi, 2015); l 

The working environment of the employees of the Public Administration Section of the Pematangsiantar City 

Regional Secretariat for the physical work environment consists of a workplace building, good work space, availability 

of work equipment, ventilation, rest areas, places of worship, and transportation facilities, then for the non-physical 

environment consists of : harmonious working relationship between employees and superiors. However, for the 

physical work environment, it was found that the feasibility of work equipment such as computer work equipment and 

printers that were no longer suitable for use but were still used by employees in carrying out their activities as well as 

for non-physical work environments, the working relationship between employees, superiors and subordinates showed 

that it was still less harmonious as at the time when the superior is in the room there is a rigid atmosphere between 

employees and superior at work, 

This will certainly interfere with the work life of the organization and those who feel it the most are employees 

and will certainly affect employee performance. Because employee performance can be successful when the wheels 

of organizational life are not unequal in the work process, a little inequality, then performance will also change. 

 

2. LITERATURE REVIEW 

Work Environment 

A successful organization cannot be separated from its ability to manage its environment, because to achieve its 

goals, the organization cannot be separated from its internal and external environment (Syahrulloh, 2021), the work 

environment can be considered only as an environment where people work, such as the physical setting and 

characteristics of the job itself (Briner, 2000) and the type of environment in which employees operate will determine 

the organization will succeed (Chandrasekar, 2011) then that the physical design of the office and the conditions of the 

workplace environment are important factors in organizational performance (Al-Omari and Okasheh, 2017) 

Employee Performance 

Performance is an important element of the organization's human resources, performance is the result of the 

quality and quantity of work achieved by an employee in carrying out their duties according to the responsibilities 

given to him (Bintoro and Daryanto, 2017). Performance can be interpreted as a description of the level of 

implementation of program activities or policies in realizing the goals, objectives, vision and mission of the 

organization contained in the organization's strategic planning (Moeheriono, 2012) and the willingness to excel 

explains that the aspirations of employees in placing work as a big struggle against their work (Eysenck, 1998). 

 

3. RESULTS AND DISCUSSION 

Validity Test 

The validity test is carried out by determining the criteria for valid data based on the accuracy of the data on the 

research object with the data reported by the researcher (Sugiono, 2019) and comparing the value of the correlation 

coefficient > tcritical = 0.30 (Barker, Pistrang and Elliott, 2016). For more details for the validity data, see the following 

table 
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Table 1. Validity Test 

Variables 
Corrected Item- 

Total Correlation 
rcritical Criteria 

Work 

Environment ,501 0,30 Valid 

Performance ,439 0,30 Valid 

 

The results from table 1 show that the value of the work environment correlation coefficient is 0.501 and the 

performance is 0.30 and the results show that the correlation coefficient value is > rcritical 0.30, which means the work 

environment and performance, the data criteria are valid. 

Reliability Test. 

Reliability is used to determine the extent to which the measuring instrument used is able to provide consistent 

measurements if repeated measurements are done (Brahmasari and Suprayetno, 2016) and by comparing the minimum 

reliability level of Cronbach's alpha > 0.70 (Eisingerich and Rubera, 2010). Reliability test results can be seen in the 

following table. 

Table 2. Reliability Test 

Variables 

Cronbach's 

Alpha  

if Item Deleted 

rcritical Criteria 

Work 

Environment ,900 0,70 Reliable 

Performance ,901 0,70 Reliable 

 

Table 2 shows the results of Cronbach's alpha value for the work environment variable is 0.900 and performance 

is 0.901 and the conclusion is that Cronbach's alpha value is > rcritical 0.70 which means that all variables are declared 

to have reliable criteria. 

Normality Test. 

Normality data testing is used to determine the distribution of data in the regression model, whether the 

confounding or residual variables have a confounder or not (Ghozali, 2016), and for more details, it can be seen in the 

following table. 

Table 3. Normality 

One-Sample Kolmogorov-Smirnov Test 

  

Work 

Environment 
Performance 

N 28 28 

Normal 

Parametersa,b 

Mean 38,39 76,46 

Std. 

Deviation 
4,701 7,105 

Most 

Extreme 

Differences 

Absolute ,134 ,131 

Positive ,114 ,131 

Negative -,134 -,089 

Kolmogorov-Smirnov Z ,708 ,692 

Asymp. Sig. (2-tailed) ,698 ,724 

a. Test distribution is Normal. 

 

The results from table 3 show the asymp value. sig. (2-tailed) for the work environment variable is 0.698 and 

performance is 0.724 > sig α 0.05, which means that the work environment and performance data have a normal 

distribution. 

Coefficient of Determination 

The coefficient of determination is used to see how big the ability of the independent variable is in explaining 

the dependent variable and the results of the coefficient of determination can be seen in the following table. 
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Table 4. Coefficient of Determination 

Model Summaryb 

Model R 
R 

Square 

Adjusted 

R Square 

Std. Error 

of the Estimate 

1 .608a ,369 ,345 5,751 

 

Table 4 shows the results for the RSquare value of 0.369 or 36%, which means the ability of the work 

environment to explain employee performance is 36% while the remaining 64% are variables that are not discussed in 

this study, such as motivation, organizational culture and others. Then the value of R = .608 means that the work 

environment has a strong relationship with performance. 

Simple Regression Equation 

Simple linear regression equation is used to see the relationship between one independent variable by having a 

straight relationship to the dependent variable then to see the results of the simple regression can be seen in the 

following table. 

Table 5. Simple Regression Equation 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardiz

ed Coefficients 
t 

Sig

. 

B 

Std. 

Error Beta 

1 (Constan

t) 

41,21

1 
9,104   

4,52

7 

,00

0 

Work 

Environment 
,918 ,235 ,608 

3,90

0 

,00

1 

a. Dependent Variable: Performance 

Table 5 is the result for a simple linear regression equation model whose result is Y = 41.211 + 0.9178 X, and 

it means that if the result for the constant value is 41.211 that when the work environment value does not exist or 0, 

then the value of employee performance is 41.211 and the value of regression coefficient is 0.918 that when 1 is added 

to the value of the work environment, the value of the employee performance variable will increase by 0.918. 

Furthermore, the results of the equation show that the work environment has a positive influence on employee 

performance. 

Partial Hypothesis Test (t Test) 

Partial testing is used to determine that there is a partial effect on the independent and dependent variables by 

looking at the t value and the significance used is 5%. To see the results of the partial hypothesis can be seen in the 

following table. 

 

Table 6. Partial Hypothesis Test 

Model t Sig. 

1 (Constant) 4,527 ,000 

Work 

Environment 
3,900 ,001 

Table 6 shows the results for the value of tcount = 3.900 and the significance of the count = 0.01 with the value 

of degrees of freedom df = n (n-2) = 28 - 2 = the result is ttable = 2.055. Thus, it can be concluded that tcount > ttable 

= 3.900 > 2.055 and the significance value of 0.001 <0.05 means that accepting the hypothesis that there is a positive 

and significant influence from the work environment on employee performance. 

Effect of Work Environment on Employee Performance. 

The work environment of an organization can be a benchmark for the success of the performance of its members, 

because a good work environment (physical and non-physical environment) will make employees enthusiastic about 

work, the results of which will produce maximum employee performance. Research (Herawati, Minarsih and Malik, 
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2020); (Badrianto and Ekhsan, 2020); (Putri et al., 2019) has a positive and significant effect on employee performance, 

but that the physical environment has no significant effect on performance, only psychosocial aspects and work-life 

balance factors are significant (Samson, Waiganjo and Koima, 2015) then the non-physical environment can also have 

an insignificant effect on performance (Norianggono, Hamid and Ruhana, 2014). This can happen when the 

atmosphere at work is not good, for example, the lighting which is deficient (dim) so that it can interfere with 

concentration at work, poor spatial planning also affects work results, then the non-physical environment has no effect 

when the relationship between subordinates and subordinates is not so harmonious. as well as superior-subordinate 

relationships. If this happens, it will interfere with organizational goals and directly or indirectly the impact will appear 

on performance, because the work environment is one of the most important components in influencing performance 

(Hafee et al., 2019). 

 

4. CONCLUSIONS  

The results of the study indicate that the work environment has a positive influence on performance, because 

the work environment, both physical and non-physical, is an important component that is able to produce the 

performance of the organizational members, in this case the employees to provide good work results as well. 

Organizational leaders should pay attention to the work environment such as coloring, good lighting, spatial 

planning that is able to make employees feel comfortable to work and able to continuously maintain harmonization 

between superiors and subordinates and subordinates with subordinates. 
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