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sample size for this study, the author used the Slovin formula, resulting

in 96 employees as the sample, while the sampling method used was
Keywords simple random sampling. The data analysis technique used was
quantitative analysis using Structural Equation Modelling (SEM) with
the Smart PLS program. The results of the study are as follows: 1)
Communication and work environment have a positive and significant
effect on employee motivation. 2) The work environment has a
positive and significant effect on employee motivation. 3)
Communication has a positive and significant effect on employee
performance. 4) The work environment has a positive and significant
effect on employee performance. 5) Motivation has a positive and
significant effect on employee performance. 6) Communication affects
employee performance through motivation. 7) The work environment
affects employee performance through motivation.
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1. Introduction

The era of globalization has undeniably
made  competition  between  companies
increasingly fierce. This intense competition
requires every company to improve every aspect
related to the company itself so that they can
maintain their existence as the company
continues to grow. The most important aspect of
an organisation's success is human resources
(HR). HR is central to the organisation within a
company, because HR is essentially the key
driver of all company performance. Human
resources are very important for the success of
every business because they are the ones who
make every action and goal a reality. Every
business wants to meet its targets on schedule,
and to do so, they must have effective HR
management. When HR improves, so do the
results achieved. Conversely, if human
resources are of poor quality, the results will also
be poor.

The success of an organisation is
inseparable from the improvement of human
resources. Excellent and high-quality human
resources must always be managed and
emphasised in a company's operations. To
achieve the expected performance, the company
must improve the quality of its human resources
because it is essential for employees to have the
attitude and behaviour that can provide good
service to customers. Every company will
always strive to improve employee performance.
With the hope that the company's goals will be
achieved. Employee capabilities are reflected in
optimal performance. Employee performance is
one of the assets for the company to achieve its
goals.

In Pekanbaru, there are several automotive
companies that are growing rapidly, making
them easy to find anywhere, as the majority of
the population now uses four-wheeled vehicles.
One of them is PT Agung Automall Sutomo
Kota Pekanbaru, a company engaged in the
automotive sector in the city of Pekanbaru.
However, the performance of the existing
employees has not been able to work optimally,
as seen from the percentage of the company's
sales targets and realisations over the last three
years, which have always fluctuated, at 76.9% in
2022, 80.0% in 2023, and 58.7% in 2024. This
failure to achieve targets is due to several factors
that still need improvement, such as employee
motivation, communication between employees
and between employees and superiors, and a

work environment that is still not conducive.

Motivation is everything that generates
enthusiasm or drive to work, so the strength or
weakness of employee motivation will
determine their performance. Motivation is
important for employees because it causes,
channels, and supports employee behaviour to
work hard and enthusiastically to achieve
optimal results. Motivation is also important
because managers assign tasks to their
subordinates to be carried out well and
integrated with the desired objectives
(Hasibuan, 2016) . Motivation or drive to work
is crucial for achieving a goal, so people must be
able to foster the highest possible work
motivation among employees in a company.

Research Asmiadi et al. (2022) and
Mahatani et al. (2025) states that motivation
affects performance. However, this is not in line
with the research Lakoy (2013) which states that
motivation does not affect performance. Mirella
et al. (2025) states that motivation has a negative
and insignificant effect on performance.

In addition to motivation, communication
can also influence performance. Communication
is the most important factor at work, where
employees will always communicate with one
another, both with their superiors and other
colleagues, to avoid miscommunication.
Effective communication occurs when the
sender and receiver of a message reach the same
understanding and conclusion as intended.
Leaders or managers convey all management
functions and tasks and carry out planning,
organising, directing, and supervising, all of
which are done through communication with
their subordinates.

Sulistyani & Nugroho (2024), Masyitah &
Mahargiono (2021) state that communication
influences performance. This is not in line with
the research by, which states that
communication has no significant effect on
performance. Mirella et al. (2025) states that
communication has a negative and significant
effect on performance.

The phenomenon of communication
variables at PT Agung Automall Sutomo in
Pekanbaru is that superiors rarely or never allow
their subordinates to act independently, take
initiative, or make decisions. This is because
communication  between  superiors and
subordinates is formal. There is a large
organisational structure between superiors and
subordinates, so the consequence of this
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behaviour is that subordinates are not utilised as
a source of information, ideas, and suggestions.

Similarly, the work environment is one of
the factors that can affect performance and plays
an important role in organisational achievement.
A pleasant work environment makes employees
feel more comfortable at work, thereby
increasing their enthusiasm. A good or suitable
work environment is one in which employees
can perform optimally, healthily, safely and
comfortably. Therefore, a conducive work
environment is needed to support employee
performance in carrying out their work so that
optimal results can be achieved.

A pleasant working environment also
makes employees feel more comfortable at
work, thereby increasing their enthusiasm.
Working conditions are considered good or
suitable if employees can perform optimally,
healthily, safely and comfortably. Therefore, a
conducive working environment is necessary to
support employee performance in carrying out
their work so that optimal work results can be
achieved.

Research by Pardamean (2022), Asmiadi et
al. (2022), Masyitah & Mahargiono (2021)
states that the work environment influences
performance. Meanwhile, research by Mahatani
et al. (2025) states that the work environment
does not significantly influence performance.

The phenomenon of  workplace
environment variables at PT Agung Automall
Sutomo in Pekanbaru City is as follows: the
workspace  between employees is not
soundproof, there are several employees in one
workspace and their desks are very close
together, the facilities are fairly adequate,
cleanliness is good, lighting is poor in the
workspace and waiting room, and the office is
quite busy, which sometimes makes it difficult
to concentrate.

2. Literature Review
2.1 Performance

Performance or work achievement is the
quality of work and the quality achieved by an
employee in carrying out their duties in
accordance with the responsibilities assigned to
them (Mangkunegara, 2020) Meanwhile,
according to Simanjuntak (2018), individual
performance is the level of achievement or work
results of a person from the targets that must be
achieved or tasks that must be carried out within
a certain period of time. According to Edison et

al. (2017) , performance indicators are as
follows: 1) Quality, namely the level of errors,
disturbances, and accuracy; 2) Quantity, namely
the number of workers produced; 3) Time usage
at work, namely absence rate, tardiness,
effective working time/lost working hours; 4)
Diligence, namely working earnestly and always
being active; and 4) Cooperation with others at
work.

2.2 Motivation

According to Sunyoto (2015), work
motivation is a state that drives an individual's
desire to perform certain activities to achieve
their goals. According to Rivai (2019),
motivation is a series of attitudes and values that
influence individuals to achieve specific things
in accordance with their individual goals.
According to Robbins (2016) , the indicators of
motivation are: the work itself; responsibility;
achievement of performance and improvement
in work.

2.3 Communication

According to Wibowo (2021),
communication is a process within an
organisation to ensure that management and
employees remain informed about various
relevant matters. Meanwhile, according to
Mangkunegara (2020), communication is the
process of transferring information, ideas, and
understanding from one person to another so that
they can interpret it in accordance with the
intended purpose. According to Thoha (2015) ,
effective interpersonal communication can be
achieved through the following five elements:
openness; empathy; support; positivity; and
similarity.

2.4 Work Environment

A work environment is considered good if
the people involved in it can carry out their
activities optimally, safely, healthily, and
comfortably. The suitability of a work
environment can be seen in the long term. A
poor work environment demands more time
from workers and does not support the
development of an efficient work system
(Sedarmayanti, 2017). According to
Sedarmayanti (2017), there are four indicators of
the work environment: lighting; air circulation in
the workspace; layout of the workspace; and
noise levels.
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2.5 Interrelationship Between Variables
2.5.1 The Influence of Communication on

Motivation

Harmonious  communication among
employees and between employees and their
superiors can enhance employee motivation in
their work. Therefore, if communication within
the company is harmonious, the motivation of all
employees in their work will be stronger. In line
with the research Sulistyani & Nugroho (2024)
and Masyitah & Mahargiono (2021), it is stated
that communication influences motivation.
Meanwhile, the research Simanjuntak et al.
(2022) states that communication does not
influence motivation.

252 The Influence of the Work

Environment on Motivation

A good work environment can create an
atmosphere that supports employees in terms of
safety, comfort, and harmonious relationships
among employees, thereby increasing employee
motivation. If the facilities, management system,
and relationships among employees are
harmonious, employees will feel more valued
and motivated in their work and be more
dedicated.

Research by, Asmiadi et al. (2022) states
that the work environment affects motivation.
Mirella et al. (2025) states that the work
environment has a negative and significant
effect on motivation.

2.5.3 The Influence of Communication on

Performance

Communication is the most important
factor at work, where employees will always
communicate with one another. This includes
both superiors and other colleagues to prevent
miscommunication. Communication is effective
when the sender and receiver of the message
reach the same understanding and conclusion as
intended. Leaders or managers convey all
management functions and tasks and carry out
planning, organising, directing and supervising,
all of which are done through communication
with their subordinates.

Sulistyani & Nugroho (2024), Masyitah
& Mahargiono (2021) state that communication
influences performance. This is not in line with
the research by, which states that
communication has no significant effect on
performance. Mirella et al. (2025) states that
communication has a negative and significant

effect on performance.

254 The Influence of the Work
Environment on Performance
Employee performance can be influenced

by a supportive work environment, where
adequate facilities, harmonious relationships
between employees or between employees and
superiors, and support from superiors and
colleagues can create a conducive atmosphere
and encourage improved performance. A safe
and comfortable work environment will increase
employee focus at work, enabling employees to
complete their work to the best of their ability
and produce good results.

Research by, Asmiadi et al. (2022),
Masyitah & Mahargiono (2021) states that the
work environment influences performance.
Meanwhile, research by Mahatani et al. (2025)
states that the work environment does not
significantly influence performance.

255 The Influence of Motivation on

Performance

High  motivation  will  encourage
employees to be more committed to completing
their work, improving their performance, and
being able to achieve the targets set by the
company to the maximum extent possible. When
employees have strong internal and external
motivation, they will perform better and be more
dedicated, innovative, creative, and responsible
in carrying out their duties.

Research Asmiadi et al. (2022) and
Mahatani et al. (2025) state that motivation
affects performance. However, this is not in line
with the research Lakoy (2013) which states that
motivation does not affect performance. Mirella
et al. (2025) state that motivation has a negative
and insignificant effect on performance.

2.5.6 The Influence of Communication on
Performance Through Motivation
Harmonious employee communication

will influence motivation, and the higher the

motivation, the more likely employees are to
improve their performance. In line with the
research Gondowahjudi et al. (2018) and

Masyitah & Mahargiono (2021) state that

communication influences performance through

motivation. Meanwhile, the research by Mirella

et al. (2025) states that communication has a

negative and insignificant effect on performance

through motivation. Fachrezi & Khair (2020)
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and Sulistyani & Nugroho (2024) state that
motivation is unable to mediate the effect of
communication on performance.

2.5.7 The Influence of the Work
Environment on Performance Through
Motivation
A conducive work environment not only

influences performance but also increases
employee motivation, thereby encouraging
employees to work to their full potential. With
high motivation resulting from a supportive
work environment, employees will be
enthusiastic, committed, and proactive in
performing their duties, which will lead to
improved performance.

Pardamean (2022), Asmiadi et al. (2022)
and Masyitah & Mahargiono (2021) state that
the work environment influences performance
through motivation. Mirella et al. (2025) state
that the work environment has a positive and

To simplify matters, the author rounded the
sample size up to 96, which is the result of
rounding 95.23. The sampling technique used by
the researcher was probability sampling using

the simple random sampling method.

3.3 Data Collection Technique
1. Questionnaire: Closed-ended questions using
a five-point Likert scale, distributed directly.
2. Documentation: Collecting secondary data
from official reports, publications, and other
relevant sources.

3.4 Data Analysis Techniques

The approach used in this study is quantitative
analysis using Structural Equation Modelling (SEM),
while the programme used is Smart PLS.

3.5 Operational Definitions of Variables

Table 1. Operational Definitions

Lo Variable Operational Definition Indicators
mSIme!Cam effect .On perforr_nance throth Communic  Communication is the Openness,
motivation. Fachrezi & Khair (2020) and ation (x1)  process of transferring empathy,
Sulistyani & Nugroho (2024) state that information, ideas, and support,
motivation is unable to mediate the effect of the understanding from one  positivity
work environment on performance. person to another so that  and
the recipient ~ can similarity
interpret it in accordance
3. Research Methodology with  the  intended
3.1 Research Design purpose.

_ This _study employs a quantitative research Work A work environment is _ Lighting, air
design W'¥h a causal approach. The causal Environme  considered good if the circulation in
approach is a research approach that seeks nt people involved in it can  the
relationships between one variable and another (X2)  carry out their activities  workplace,
that have a cause-and-effect relationship optimally, safely,  layout of the

. healthily, and space, and
(Sugiyono, 2017) . comfortably. noise levels
2P lation an mol Motivation ~ Motivation is a series of The  work
3 TEDU at OI t? d Sad p eth' tud ist (Y1) attitudes and values that itself,
€ population used In this study consists influence individuals to responsibilit
of all employees of PT Agung Automall achieve specific goalsin v,
Pekanbaru, totalling 125 individuals. To accordance with their ~achievement
determine the sample size for this study, the individual objectives.  of goals, and
author used the Slovin formula as follows: Improvement
N in work
n= performance
2
Wh 1+ N(e) Performanc  Performance or work Quality,
ere . e achievement is the quantity, use
n: sample size (Y2) quality and quantity of of time at
N: population size work achieved by an work,
e: standard error employee in carrying out  diligence and
. P their duties in  cooperation
From.thlsformula, the sample calculation is accordance  with the  with others at
as follows: responsibilities assigned  work.
. 125 to them.
1+ 125(0,05)2
n = 95,23
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4. Results and Discussion
4.1 Presentation of Results

To analyse the existing problems, the
author used structural modelling analysis (SEM)
with the Smart PLS application. Partial Least
Square (PLS) was chosen because it is one of the
SEM analysis tools based on
variance/components that does not require
various requirements to be met, such as data
normality and others (Ghozali, 2018) . Based on
the research results, a path diagram construction
will be visible by visualising the proposed
hypotheses in the form of a research framework,
resulting in a conceptual diagram output as
shown in Figure 3. Source: Processed Data,
2025

P

.

.
—
0

Figure 1. Research Conceptual Diagram

Based on the conceptual research diagram

in Figure 1, it can be explained as follows: there
are two exogenous latent  variables,
communication with manifest variable 5 and
work environment with manifest variable 4, and
there are two endogenous latent variables,
motivation with manifest variable 4 and
performance with manifest variable 5.
The Smart PLS analysis process in this study
was conducted in two stages, namely
measurement (outer) model evaluation and
structural model (inner model) testing, as
follows:

4.1.1 Evaluation of the Measurement (Outer)
Model

The measurement model (outer model)
describes the relationship between manifest
indicators and their latent indicators. The results
of convergent validity testing are determined by
looking at the outer loading values. According

to Ghozali (2015), an indicator is considered
valid if the correlation between an indicator and
its construct produces a value greater than 0.70.
The results of convergent validity based on outer
loading can be seen in Table 1 as follows:

Table 2. Results of Convergent Validity
Testing Based on Outer Loadings

Communi- - Work
. Motivation  Performance .
cation Environment

X11 0.896

X12 0.760

X1_3 0.857

X1 4 0.814

X15 0897

X2_1 0.791

X2_2 0.927

X2_3 0.850

X2_4 0.832

Y11 0.896

Y12 0.852

Y13 0.850

Y1 4 0.857

Y2 1 0.877

Y22 0.852

Y23 0.790

Y2 4 0.873

Y25 0.929

Based on Table 2, it can be seen that the
factor loading test for all manifest variables has
a value of > 0.70, thus this study meets the
validity criteria because the factor loading value
is above 0.70.

Furthermore, the discriminant validity
test is used as a tool to measure the indicators of
each different construct, which should not be
highly correlated. The method used to test
discriminant validity is based on looking at the
cross-loading value, which must be above 0.7
for each variable, and comparing the square root
of the AVE in each construct with the correlation
value between constructs in the model. However,
from preliminary research in the development of
the AVE measurement scale, 0.5-0.6 is still
considered sufficient and acceptable (Chin in
Chin in Ghozali (2015). Good discriminant
validity is indicated by the square root of the
AVE for each construct being greater than the
correlation between constructs in the model,
which can be seen from the cross loading in
Table 3 as follows:
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Table 3. Cross Loading Results construct is considered reliable if the Composite

Reliability or Cronbach's Alpha value is above

Communi- Motivation  Performance Work H
cation Environment 0.70, as shown in Table 5 below:
X11 0.896 0.474 0513 0.240 o _
X1 2 0.760 0.132 0178 0025 Table 5. Results of Construct Reliability Testing
X1.3 0.857 0230 0275 0245 Cronbach's Composite O;/reizr;rilgci
X1_4 0.814 0.356 0.400 0.188 rho_A npos|
X15 0897 0.259 0.326 0.143 Alpha Reliability Ez‘/f\rf/cg’d
X2_1 0.251 0.387 0525 0.791 Communi-
X2_2 0.218 0529 0.694 0.927 cation 0905 0976 0926 0716
X2_3 0.060 0.374 0.558 0.850 Motivation 0.887 0.890 0.921 0.746
X2 4 0212 0.530 0.650 0.832 Performance 0.915 0.918 0.937 0.749
Y11 0.405 0.896 0.779 0.443 Work
Y12 0.286 0.852 0.672 0.484 Environment 0873 0889 0913 0.725
Y13 0.214 0.850 0.648 0.497 g ol X o
Based on Table 5 above, it can be seen

Y1 4 0.418 0.857 0.723 0.460 . D GOV ,

= that the Composite Reliability and Cronbach's
Y2l 0408 0.715 0.877 0.536 Alpha values meet the requirements, with values
Y22 0.319 0.669 0.852 0.684 above 0.70. Similarly, the AVE value also meets
Y23 0.213 0.654 0.790 0.642 the requirement as it is above 0.50. Therefore, it
Y24 0489 0731 0873 0637 can be concluded that the constructs in this study
Y2 5 0471 0771 0.929 0617 are reliable, where overall the results of the

measurement model (outer model) constructs
meet the requirement of being a reliable
construct () for further analysis.

In addition to looking at the cross-loading
figures to see the discriminant validity, we must
also look at the Fornell Larcker Criterion

figures, which can be seen in Table 3 as follows: 4.1.2 Structural Model Testing (Inner Model)

Structural model testing (inner model)

Table 4. Fornell Larcker Criterion was conducted to determine the ability of the

Communi- Work

for!” Motivation  Performance it construct to explain changes that occur in other

constructs. The structural model in PLS was

o 084 evaluated using R¥(R Square), which is used to
measure the level of variance in changes in

Motivation 0.8 0.864 independent variables relative to dependent
cerformance 0,443 0,820 0868 variables. The higher the R?value, the better the
' ' ' prediction of the proposed research model. The

Work 0.220 0.543 6.720 0.852 R(? values produced in this study can be seen in

Environment Table 6 as follows

Based on Tables 3 and 4, the cross-
loading and Fornell Larcker criteria validity of
this study's results are presented. The values in
the cross-loading and Fornell Larcker tables
compare the AVE square values of each
variable. The AVE square value of each variable
must be greater than that of other variables.
These variables indicate that discriminant
validity is fulfilled. Based on the Fornell
Larcker and Cross Loadings criteria, the PLS
model presented in this study has sufficient

Table 6. R Square Results

R Square  Adjusted R Square

Motivation 0.371 0.358

Performance 0.796 0.790

Based on Table 6 above, it can be
explained that the variables of communication,
work environment and motivation are able to

validity and reliability.

Another test is to assess construct validity
by looking at the AVE value. A good model is
required if the AVE value of each construct is
greater than 0.50. In addition to the construct
validity test, a construct reliability test was also
carried out using two criteria, namely Composite
Reliability and Cronbach's Alpha from the
indicator block that measures the construct. A

explain the variance that occurs in performance
by 0.790 or 79.0%, while the remaining 21.0%
is influenced by factors not examined in this
study. The communication and work
environment variables can explain 0.358 or
35.8% of the variance in motivation, while the
remaining 64.2% is influenced by factors not
examined in this study.
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4.1.3 Hypothesis Testing

To answer the research questions and
objectives in this study, a full model PLS
analysis was conducted to test the significance
of the results of data management at the full
model PLS stage, as shown in Figure 3 and Table

> s a
V
‘
25 g
. v -

Figure 2. Structural Model Output

Table 7. Hypothesis Testing Results

2;%' nlael T Statistics P
(og) (|O/STDEV|)  Values

Communication -> 0.282 3.495 0.001
Motivation
Communication -> 0.299 4920 0.000
Performance
Motivation ->
Performance 0.554 5.192 0.000
Work Environment ->
Motivation 0.481 4,784 0.000
Work Environment -> 0,654 8.257 0.000
Performance
Communication ->
Motivation -> 0.156 2.522 0.012
Performance
Work Environment ->
Motivation -> 0.266 3.077 0.002
Performance

Table 7 shows that the structural model
obtained from the smartPLS output indicates
that the influence of exogenous variables on
endogenous variables can be seen from the t-
statistic value. Based on the research hypothesis,
the t-statistic value used is 1-tailed at 1.645.
When the t-statistic is greater than 1.645, the
exogenous variable is able to exert a positive and
significant influence on the endogenous variable.
Conversely, if the t-statistic is less than 1.645,
the exogenous variable is unable to exert a
positive and significant influence on the
endogenous variable. Therefore, to see the effect
of exogenous variables on endogenous variables,
it can be seen as follows:

. The communication variable has a t-statistic

value of 3.495 > 1.645 and a significance
value of 0.001 < 0.05 with a coefficient value
of 0.282. This means that communication has
a positive and significant effect on
motivation.  Thus, the better the
communication among employees, the more
it will increase motivation.

. The work environment variable has a t-

statistic value of 4.784 > 1.645 and a
significance value of 0.000 < 0.05 with a
coefficient value of 0.481. This means that
the work environment has a positive and
significant effect on motivation. Thus, the
better the work environment in the company,
the more it will be able to improve employee
performance.

. The communication variable has a t-statistic

value of 4.220 > 1.645 and a significance
value of 0.000 < 0.05 with a coefficient value
of 0.299. This means that communication has
a positive and significant effect on
performance. Thus, the better the
communication within the company, the
more it will be able to improve performance.

. The work environment variable has a t-

statistic value of 8.257 > 1.645 and a
significance value of 0.000 < 0.05 with a
coefficient value of 0.654. This means that
the work environment has a positive and
significant effect on performance. Thus, the
more supportive the work environment in the
company, the more it will be able to improve
performance.

. The motivation variable has a t-statistic value

of 5.192 > 1.645 and a significance value of
0.000 < 0.05 with a coefficient value of 0.554.
This means that motivation has a positive and
significant effect on performance. Thus, the
higher the motivation of employees, the more
it will improve performance.

. The communication variable has a t-statistic

value of 2.522 > 1.645 and a significance
value of 0.012 < 0.05. This means that
communication affects performance through
motivation. Thus, the motivation variable is
able to mediate the relationship between
communication and performance.

. The work environment variable has a t-

statistic value of 3.077 > 1.645 and a
significance value of 0.002 < 0.05. This
means that the work environment influences
performance through motivation. Thus, the
motivation variable is able to mediate the
influence of the work environment on

376 JOURNAL OF ENGINEERING SCIENCE AND TECHNOLOGY MANAGEMENT

Volume 5 Issue 2, ISSN 2828 -7886



performance.

4.2  Discussion of Results

Based on the results of the previous
discussion, the purpose of this study is to analyse
the role of motivation in mediating the influence
of communication and work environment on the
performance of employees at PT Agung
Automall Sutomo in Pekanbaru City. The
following is an explanation of each of the
research questions that have been established,
namely as follows:

4.2.1 Communication Influences Motivation

Based on the results of testing the
hypothesis of the influence of communication on
motivation, it shows that communication has a
positive and significant effect on motivation.
This means that if communication between
employees and between employees and their
superiors at PT Agung Automall Sutomo in
Pekanbaru is harmonious, it will have an impact
on employee motivation. Thus, it can be
interpreted that communication has a positive
and significant effect on motivation, and these
results support and are in line with the research
hypothesis.

Harmonious communication between
employees and between employees and their
superiors can enhance employee motivation in
their work. Therefore, if communication within
the company is harmonious, the motivation of all
employees in their work will be stronger. In line
with the research Sulistyani & Nugroho (2024)
and Masyitah & Mahargiono (2021) states that
communication influences motivation.
Meanwhile, the research Simanjuntak et al.
(2022) states that communication does not
influence motivation.

4.2.2 Work Environment Influences

Motivation

Based on the results of testing the
hypothesis of the influence of the work
environment on motivation, it was found that the
work environment has a positive and significant
effect on motivation. This means that if the work
environment at PT Agung Automall Sutomo in
Pekanbaru City is supportive, it will have an
impact on employee motivation. Thus, it can be
interpreted that the work environment has a
positive and significant influence on motivation,
and these results support and are in line with the
research hypothesis.

A good working environment will be able
to create an atmosphere that supports employees
in terms of safety, comfort and harmonious
relationships between employees, thereby
increasing employee motivation. If the facilities,
management systems and relationships between
employees are harmonious, employees will feel
more appreciated and motivated in their work
and be fully dedicated. In line with the research
by, Asmiadi et al. (2022) states that the work
environment affects motivation. Mirella et al.
(2025) states that the work environment has a
negative and significant effect on motivation.
4.2.3 Communication Influences

Performance

Based on the results of testing the
hypothesis of the influence of communication on
performance, it shows that communication has a
positive and significant effect on performance.
This means that if communication between
employees and between employees and their
superiors at PT Agung Automall Sutomo in
Pekanbaru City is harmonious, it will have an
impact on employee performance . Thus, it can
be interpreted that communication has a positive
and significant effect on performance, and these
results support and are in line with the research
hypothesis.

Communication is the most important
factor at work, where employees will always
communicate with one another, both with their
superiors and other colleagues, to avoid
miscommunication. Effective communication
occurs when the sender and receiver of a
message reach the same understanding and
conclusion as intended. Leaders or managers
convey all management functions and tasks and
carry out planning, organising, directing, and
supervising, all of which are done through
communication with their subordinates.

In line with the research by, Masyitah &
Mahargiono (2021), it is stated that
communication influences performance. This is
not in line with the research by , which states that
communication has no significant effect on
performance. Mirella et al. (2025) states that
communication has a negative and significant
effect on performance.

4.2.4 Work Environment Affects
Performance
Based on the results of testing the
hypothesis of the influence of the work
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environment on performance, it shows that the
work environment has a positive and significant
effect on performance. This means that if the
work environment at PT Agung Automall
Sutomo in Pekanbaru City improves, it will have
an impact on employee performance. Thus, it
can be interpreted that the work environment has
a positive and significant effect on performance,
which supports and is in line with the research
hypothesis.

Employee performance can be influenced
by a supportive work environment, where
adequate facilities, harmonious relationships
between employees or between employees and
superiors, and support from superiors and
colleagues can create a conducive atmosphere
and encourage improved performance. A safe
and comfortable work environment will increase
employees' focus at work, enabling them to
complete their work to the best of their ability
and produce good results. In line with the
research by , Asmiadi et al. (2022) , Masyitah &
Mahargiono (2021)  states that the work
environment influences performance.
Meanwhile, the research by Mahatani et al.
(2025) states that the work environment does not
significantly influence performance.

4.2.5 Motivation Affects Performance

Based on the results of testing the
hypothesis of the influence of motivation on
performance, it shows that motivation has a
positive and significant effect on performance.
This means that if the work motivation of
employees at PT Agung Automall Sutomo Kota
Pekanbaru is higher, it will have an impact on
employee performance. Thus, it can be
interpreted that motivation has a positive and
significant effect on performance, where these
results support and are in line with the research
hypothesis.

High  motivation  will  encourage
employees to be more committed to completing
their work, improving their performance, and
being able to achieve the targets set by the
company to the maximum extent possible. When
employees have strong internal and external
motivation, they will perform better and be more
dedicated, innovative, creative, and responsible
in carrying out their duties.

In line with the research Asmiadi et al.
(2022) and Mabhatani et al. (2025) , it is stated
that motivation affects performance. However,
this is not in line with the research Lakoy (2013),

which states that motivation does not affect
performance. Mirella et al. (2025) states that
motivation has a negative and insignificant
effect on performance.

4.2.6 Communication Influences
Performance Through Motivation
Based on the results of testing the

hypothesis  between communication and

performance through motivation, it shows that
communication affects performance through
motivation. This indicates that motivation is able
to mediate the effect of communication on
performance. Therefore, the higher the
motivation of employees at PT Agung Automall
Sutomo in Pekanbaru, the greater the effect of
communication on performance. In other words,
the hypothesis is accepted, and these results
support and are in line with the hypothesis.
Harmonious employee communication
will affect motivation, and the higher the
motivation, the more likely employees will be
able to improve their performance. In line with
the research Gondowahjudi et al. (2018) and

Masyitah & Mahargiono (2021) states that

communication affects performance through

motivation. Meanwhile, the research by Mirella

et al. (2025) states that communication has a

negative and insignificant effect on performance

through motivation. Fachrezi & Khair (2020)

and Sulistyani & Nugroho (2024) state that

motivation is unable to mediate the effect of
communication on performance.

4.2.7 Work Environment Influences
Performance Through Motivation
Based on the results of testing the

hypothesis between the work environment and

performance through motivation, it shows that
the work environment affects performance
through motivation. This indicates that
motivation is able to mediate the influence of the
work environment on performance. Therefore,
the higher the motivation of employees at PT

Agung Automall Sutomo in Pekanbaru, the

greater the impact of the work environment on

performance. In other words, the hypothesis is
accepted, and these results support and are in
line with the hypothesis.

A conducive work environment not only
influences performance but also increases
employee motivation, thereby encouraging
employees to work to their full potential. With
high motivation resulting from a supportive
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work environment, employees will be
enthusiastic, committed, and proactive in their
work, which will lead to improved performance.

In line with the research by, Asmiadi et al.
(2022) and Masyitah & Mahargiono (2021)
states that the work environment affects
performance through motivation. Mirella et al.
(2025) state that the work environment has a
positive and insignificant effect on performance
through motivation. Fachrezi & Khair (2020)
and Sulistyani & Nugroho (2024) state that
motivation is unable to mediate the effect of the
work environment on performance.

5. Conclusion
Based on the results of the data analysis
conducted and the discussion outlined, the
findings of this study can be summarised as
follows:
1. Communication has a positive and
significant effect on motivation. Therefore,

harmonious communication among
employees at PT Agung Automall Sutomo in
Pekanbaru  will  increase  employee
motivation.

2. The work environment has a positive and
significant effect on motivation. Therefore, if
PT Agung Automall Sutomo Kota Pekanbaru
improves the work environment, such as
facilities and levels of safety and comfort, it
will have an impact on increasing employee
motivation.

3. Communication has a positive and
significant effect on performance. Therefore,
if communication between employees at PT
Agung Automall Sutomo Kota Pekanbaru
becomes more harmonious, performance will
improve.

4. The work environment affects performance;
therefore, if the work environment for
employees is improved by PT Agung
Automall Sutomo Kota Pekanbaru, it will be
able to increase performance.

5. Motivation affects performance, therefore if
PT Agung Automall Sutomo Pekanbaru
increases motivation, it will be able to
improve performance.

6. Communication affects performance through
motivation. Therefore, if the motivation of
PT Agung Automall Sutomo Kota Pekanbaru
employees increases, it will have an impact
on performance.

7. The work environment affects performance
through motivation, therefore if the work

environment of PT Agung Automall Sutomo
Kota Pekanbaru employees is more
supportive, it will have an impact on
performance.
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