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	The goal of this study is to ascertain how the work environment affects employee performance, how leadership style affects employee performance, how the work environment affects motivation, how leadership style affects motivation, how the work environment affects performance through motivation, and how leadership style affects performance through motivation. This study uses primary data and is classified as a quantitative study. 210 workers at the Padang location of PT PNM (Persero) are the study's subjects. The study's findings are: A supportive work environment is the primary factor in raising employee motivation, an effective leadership style can significantly increase employee motivation, a conducive work environment, and a good leadership style all significantly contribute to performance improvementbeen demonstrated to have a substantial impact on performance in this study, motivation does not significantly mediate the relationship between leadership style and performance, nor does it significantly mediate the relationship between work environment and performance








INTRODUCTION
A business will constantly strive to accomplish its objectives when conducting its operations. One of the most crucial factors in accomplishing a company's objectives is not just operations, but also technical advancements, enough facilities, and infrastructure. Nonetheless, certain human resources are extremely important to a company's position. A company's human resources are crucial to reaching its long-term objectives. Accordingly, the company's most valuable investment and solid base is its people capital (Fajrin & Susilo, 2018).
Since human resources are planners, actors, and determinants of the achievement of organizational goals, Suwatno (2011: 16) argues that they always play an active and prominent role in every organization. Consequently, each organization is necessary to use qualified human resources in the area of work being done.
	In this rapidly developing era, Businesses need to exercise extra caution while selecting competitive, qualified, and highly competitive human resources. The HRD (Human Resource Development) department in particular needs to use discretion while choosing potential hires. Human resources is a strategic approach to skills, motivation, development, and resource organization management, claims Hamali (2016: 2).Work performance, also known as employee performance, is the amount and quality of work that an employee completes in order to fulfill his responsibilities (Mangkunegara, 2009: 18). Both quantitative and qualitative factors are included in a performance's success rate. Siswanto, on the other hand, claims that performance is the accomplishment made by an individual in carrying out the tasks and responsibilities assigned to him (Muhammad Sandy, 1015: 11).
	The term "HR performance" is derived from the words "job performance," "actual performance of work performance," or "actual achievement achieved by a person," according to Mangkunegara (2006: 67). According to Hasuko (2011: 50), performance is the process of periodically documenting the outcomes of HR efforts so that it is known how much progress has been made and what has to be done to improve going forward. Smaller work units with a distinct division of labor, work system, and work mechanism are necessary to accomplish the company's aims and objectives.The infrastructure and general amenities that surround workers while they are at work and have the potential to impact their productivity are referred to as the work environment. Sutrisno (2010). One of the most crucial elements that needs to be taken into account is the workplace in order to make workers feel at ease and motivate them to perform at their best. A workspace, equipment and amenities, lighting, and cleanliness are all part of this workspace and also includes relationships between employees within the company.
	According to Bintoro and Daryanto (2017), it shows that employee performance is significantly impacted by the workplace. Employee performance increases with a better work environment. The findings of this study are consistent with those of Suwatno and Priansa (2011), who found that employee performance is positively correlated with pay and work environment. Nonetheless, additional research by Hanafi and Yohana (2017) indicates that employee performance is not significantly impacted by the workplace.Leadership style is another element that may have an impact on an employee's performance. Leadership style, according to Nawawi (2003), is a behavior or approach that the leader chooses to utilize to affect the attitudes, sentiments, and behaviors of followers or members of the organization. A leadership style is a set of tactics and behaviors that a leader favors and frequently uses to sway followers and accomplish organizational objectives. Each style has advantages and disadvantages that need to be considered in a management context.
	According to Heny Herawati (2020), it shows that leadership style significantly affects how well employees perform. The findings indicated that while other factors influenced the remaining performance, the leadership style variable had a 42% impact on staff performance. The study's findings support Hartanto's (2014) assertion that a transactional leadership style improves worker performance. This leadership approach motivates staff members through rewards and penalties, which enhances output. Haryanto (2017), on the other hand, discovered that employee performance was unaffected by leadership style. Motivation is another element that may influence how the work environment and leadership style relate to employee performance. Motivation, according to Machfoedas (2005: 126), is the process of directing and encouraging action through rewards, focus, andManagers can inspire employees to work harder and better by giving them praise. Sutrisno (2010) Understanding the motivation of people is essential to accomplishing organizational goals. As a result, motivation will dictate how people behave at work; in other words, an employee's behavior will reveal their motivation.
	Josephine and Harjanti (2017) This study demonstrates that employee work motivation is positively impacted by the workplace. The findings demonstrated that, particularly in the production area, a positive work atmosphere can boost employee engagement. One factor that might promote drive and excitement is the workplace. The findings of this study support those of Prakoso et al. (2014), who also claimed that motivation is positively impacted by the workplace. On the other hand, Samade et al. (2018) discovered that motivation is unaffected by the work environment.
	The findings of the aforementioned studies demonstrate the connection and impact of leadership style and work environment on motivation. In order to affect the relationship between leadership style and work environment and employee performance, the motivation variable will be used as an intervening variable in this study. Workplace culture and leadership style will have a bigger impact on motivation, claim Nugroho et al. (2016). This demonstrates that improved leadership and an improved work environment coupled with high motivation will result in improved employee performance.
	Based on the explanation above, the objectives of this study are as follows: 
1. To determine the effect of work environment on employee performance
2. To determine the effect of leadership style on employee performance
3. To determine the effect of work environment on motivation
4. To determine the effect of leadership style on motivation
5. To determine the effect of motivation on employee performance
6. To determine the effect of work environment on performance through motivation
7. To determine the effect of leadership style on performance through motivation

LITERATURE REVIEW
Leadership Style
	Leadership style is a crucial concept in management and organizations, as leaders have an important role in directing, motivating, and influencing team or organization 	members. An effective leadership style can increase productivity, facilitate cooperation, and create a positive work environment. Conversely, an ineffective leadership style can lead to conflict, decreased performance, and loss of motivation among team members.
	Leadership style is a way or approach used by a leader in directing, influencing, and managing team members or subordinates. Leadership style reflects the leader's attitudes, behaviors, and values applied in various situations. Leadership styles can vary depending on the organizational context, individual characteristics, as well as the goals to be achieved.
	Northouse (2021) defines leadership style as a consistent pattern of behavior used by a leader when working with others. He states that leadership style encompasses how a leader interacts with their subordinates, including how they make decisions, provide direction, and motivate the team. Northouse emphasizes that there is no one leadership style that fits all situations; rather, an effective leadership style should be tailored to the needs of the situation and the individuals being led. Goleman, Boyatzis, and McKee (2019) in their research on emotional intelligence in leadership highlighted that leadership style is the way leaders manage the emotions of themselves and others in achieving organizational goals. They introduced the concept of six leadership styles based on emotional intelligence, namely coercive, authoritative, affiliative, democratic, standard-setting, and coach leadership. These styles suggest that effective leaders should be able to adapt their style according to the demands of the situation and the needs of their subordinates. Leadership Theory are :
1. Transformational and Transactional Leadership Theory
	Bass and Avolio (2020) developed transformational and transactional leadership theories that highlight the fundamental differences between these two styles. Transformational leadership involves leaders being able to inspire and motivate their subordinates to achieve more than they thought possible. Meanwhile, transactional leadership focuses on the exchange relationship between the leader and subordinates, where the leader rewards or punishes based on performance. Their recent research suggests that a combination of these two styles, known as full leadership, can be more effective in various organizational contexts.
2. Authentic Leadership Theory
	Authentic leadership theory emphasizes the importance of integrity, transparency, and consistency between a leader's personal values and actions. Walumbwa et al. (2019) showed that authentic leadership can increase trust and engagement among subordinates, which in turn improves team performance. In the past five years, they emphasized that authentic leadership has become increasingly relevant in an increasingly complex and transparent work environment, where employees increasingly want leaders who are honest and reliable.
3. Adaptive Leadership Theory
	Heifetz, Grashow, and Linsky (2020) developed a theory of adaptive leadership that emphasizes the importance of flexibility and the ability to navigate complex changes and challenges. They state that adaptive leadership is necessary in situations where solutions to problems are unclear or unavailable. Adaptive leaders must be able to steer their teams through uncertainty, encourage experimentation, and learn from mistakes. This theory highlights that in an ever-changing world, the ability to adapt and lead through change is key to success.
4. Service Leadership Theory
	Service leadership, developed by Greenleaf and further developed by Spears (2018), emphasizes that leaders should put the interests of their subordinates and the organization ahead of personal interests. Service leaders focus on developing individuals in the team and creating an environment that supports their growth and well-being. Recent research shows that servant leadership can increase job satisfaction, loyalty, and commitment among team members, ultimately improving organizational performance.
5. Visionary Leadership Theory
	Visionary leadership theory emphasizes the importance of a clear and compelling vision to motivate and direct teams. Sashkin and Rosenbach (2019) argue that visionary leaders are those who are able to see future opportunities, effectively communicate that vision to the team, and inspire them to work towards that vision. They point out that in a dynamic and fast-changing environment, the ability to create and communicate a clear vision is becoming increasingly important for organizational success.
	Leader leadership style indicators are certain aspects or characteristics that can be measured or observed to determine the type and effectiveness of the leadership style applied by a leader. These indicators help in understanding how a leader interacts with his team and how his leadership style affects the performance and dynamics of the team. Here are some important indicators that can be used to evaluate leadership style:
1. Involvement in Decision Making
	Subordinate Participation	: How often the leader involves team 	members in the decision-making process indicates whether the leadership style is more democratic or authoritative. Task Delegation : This indicator measures the extent to which the leader delegates responsibilities to team members, which may indicate a delegative or participative leadership style.
2. Task Orientation and Team Relationships
	Focus 	on Goal Achievement : Leaders who are more task-oriented usually have a strong focus on achieving targets, efficiency, and productivity. Concern for Team Well-Being : Relationship-oriented leaders tend to be concerned about the well-being, motivation, and job satisfaction of team members, indicating an affiliate or servant leadership style.
3. Adaptability
	Responsiveness to Change : How quickly and effectively a leader can adapt to change indicates an adaptive leadership style. Leaders who are flexible in dealing with dynamic situations are usually more successful in managing uncertainty. Innovation and Creativity : Leaders who encourage innovation and creativity in their teams tend to apply transformational or visionary leadership styles.
4. Communication
	Clarity and Transparency : This indicator measures how clear and transparent the leader is in communicating the vision, mission, and goals of the organization, good communication is the hallmark of authentic and transformational leadership styles. Feedback and Listening : Leaders who provide constructive feedback regularly and are open to listening to subordinates demonstrate a participative and democratic leadership style.
5. Motivation and Inspiration
	Ability to Inspire : Leaders who are able to inspire and motivate teams to achieve extraordinary results usually have a transformational leadership style. Recognition and Rewards: The way leaders reward subordinates' performance can indicate whether they are more inclined to a transactional or transformational leadership style.
6. Control and Supervision
	Level of Supervision: How strictly leaders supervise the work of subordinates can indicate whether they use more authoritative or laissez-faire leadership style. Autonomy Given: The degree of freedom given to subordinates in performing their duties may indicate a more delegative or democratic leadership style.
7. Conflict Management
	Approach to Conflict: The way leaders handle conflict, whether through mediation, confrontation, or avoidance, indicates their leadership style. Leaders who are effective in managing conflict tend to use a participative or adaptive leadership style. Problem-Solving : How effective leaders are at resolving internal team issues can indicate their ability to lead authentically or transformatively.
8. Concern for Subordinate Development
	Coaching and Development: How often and to what extent the leader is involved in developing the capabilities of subordinates, e.g. through training or mentoring, indicates a coach or servant leadership style. Opportunities for Growth: How often leaders provide opportunities for subordinates to take on new initiatives or projects is also an important indicator of transformational leadership style.
9. Ethical Leadership
	Integrity and Transparency: How often leaders practice high ethics and are transparent in their decisions indicates an authentic leadership style. Social Responsibility: The degree to which leaders prioritize social responsibility and sustainability indicates their commitment to a long-term minded leadership style.
10. Influence and Power
	How to Apply Power: How leaders use their power to influence team members indicates a coercive or transformational leadership style. Source of Influence: Leaders who rely on the power of influence based on expertise, charisma, or inspiration tend to use a visionary or transformational leadership style.
Work Environment
	The work environment is one of the significant factors in determining employee productivity and well-being. In the modern context, the work environment not only includes physical aspects such as office 	layout, equipment and facilities, but also includes psychological and social aspects that affect employee performance and satisfaction. In general, the work environment can be defined as everything around employees that can affect the way they work and the work they achieve. The work environment includes various elements that affect performance, both directly and indirectly.
	According to Armstrong (2020), the work environment includes all the physical, social and psychological elements that affect employee well-being and performance. Armstrong emphasizes the importance of creating an environment that is conducive to productivity and mental well-being. Sundstrom et al. (2019) define work environment as a combination of physical and social elements that form the context in which employees perform their tasks. A positive work environment, they argue, can increase motivation and performance, while a negative work environment can lead to stress and decreased productivity.
Theories of Work Environment
1. Physical Work Environment Theory
	The physical work environment refers to tangible aspects such as space design, lighting, temperature, noise, and work equipment. In recent years, many studies have emphasized the importance of physical elements in supporting employee performance. According to Davis et al. (2021), open and flexible workspace design can increase interaction between employees and encourage collaboration. They also found that good lighting and temperature control can affect employee comfort levels and concentration. Davis et al. also pointed out that excessive noise in the work environment can cause distraction and reduce productivity. Elsbach and Bechky (2020) also emphasized the importance of design elements in creating an optimal work environment. They argue that a flexible office layout allows employees to choose a workspace that suits their needs, both for individual work that requires high concentration and for collaborative work.
2. Psychological Work Environment Theory
	The psychological work environment includes aspects that affect the mental and emotional state of employees. These elements include interpersonal relationships, organizational culture, and work climate. Cartwright and Cooper (2020) state that a healthy psychological work environment is one that supports employees' mental well-being, provides adequate social support, and promotes work-life balance. They also emphasized that a stressful and unsupportive work environment can lead to burnout and high turnover. Baumeister and Vohs (2019) put forward the concept of "positive work climate," which, according to them, is a key factor in motivating employees. A positive work climate involves respect between coworkers, effective communication, and opportunities for professional development. Baumeister and Vohs argue that a positive work climate not only increases job satisfaction but also individual and team performance.
3. Social Work Environment Theory
	The social work environment refers to the interactions and relationships between individuals in the organization. It involves group dynamics, social networks, and organizational culture. Bakker and Demerouti (2020) developed the "Job Demands-Resources (JD-R)" model which emphasizes that a work environment that is balanced between job demands and available resources can promote employee performance and well-being. They argued that a work environment that provides social resources, such as support from superiors and coworkers, can help employees cope with high job demands. Ehrhardt and Ragins (2021) emphasized the importance of an inclusive culture in creating a supportive social work environment. They found that a work environment that values diversity and inclusiveness can increase employee engagement and reduce interpersonal conflict. They also emphasized the importance of the leader's role in creating an inclusive work culture.
4. Virtual Work Environment Theory
	With the development of technology and the increasing number of remote workers, the concept of work environment has evolved to include virtual work environments. A virtual work environment is a workspace created through digital technology, where employees can work from different locations without having to be in a physical office. Raghuram et al. (2019) examined how virtual work environments affect employee performance and well-being. They found that the flexibility offered by virtual work environments can improve work-life balance. However, they also highlighted the challenges of creating engagement and collaboration in virtual teams. Allen et al. (2020) developed a theory of "virtual leadership" that emphasizes that leaders in virtual work environments should be more proactive in establishing effective communication, ensuring clarity of purpose, and nurturing team culture. They argued that success in a virtual work environment relies heavily on adaptive leadership skills and the ability to build trust within geographically dispersed teams.
5. Work-Life Balance Theory
	Work-life balance is an important element of a healthy work environment. In recent years, this concept has received increasing attention, especially with the increasing demands of work and changes in family structure. Greenhaus and Allen (2020) introduced the concept of "work-life balance" as a key factor in creating a supportive work environment. They argued that organizations that provide flexibility in work schedules and support work-life balance can increase job satisfaction and reduce stress. They also found that a good work-life balance can increase employee retention and loyalty to the organization. Kossek et al. (2021) developed the "Work-Life Interface" model that describes how work and personal life influence each other. They emphasized that a work environment that supports this balance should consider employees' needs for leisure time and opportunities for recovery from work pressures.
Motivation
	The attitudes and values that motivate people to accomplish particular tasks in line with their personal objectives are known as motivation. These values and attitudes have the power to motivate people to act in ways that advance their objectives. The two elements of drive are the strength of behavior (as a strong individual effort in work) and the direction of behavior (as work to attain goals). Motivation encompasses distinct emotions, ideas, and prior experiences that are a component of the organization's internal and external connections.Motivation is a set of attitudes and values that persuade people to accomplish particular tasks in line with their own objectives, claim Rivai & Sagala (2014: 276). These intangible attitudes and beliefs have the capacity to motivate others to act inReaching objectives.
	In doing his job, according to Dharma (2004), an employee's performance can be measured in three factors, namely:
1. Quantity, which is the amount that can be completed or achieved by employees in completing their work. Quantitative measurement involves calculating the output of the process or execution of activities.
2. Quality, namely the quality that has been produced from the work that has been done, this quality can be seen from whether the work is good or not. Quality measurement is a reflection of the level of satisfaction
3. Timeliness, namely whether or not the time planned for the work is appropriate. timeliness measurement is a special type of quantity measurement that determines the timeliness of completion of a job.
	Gibson et al. (2010) state that a number of individual factors, including as background, demography, age, physical and mental capabilities, and talents, might influence an employee's performance. The organization, including its leadership, resources, and incentives, is the next variable. Lastly, psychological factors including job satisfaction, motivation, personality, and attitudes. According to the preceding description, it can be concluded that employee performance is very influential for employees and the organization itself. The quality and quantity of the performance of an employee can be measured in several ways, so that the performance can be assessed whether it is going well or has decreased.
Performance
	Performance, in a general context, refers to the outputs or results that a person, group, or organization produces over time. Performance is evaluated not just by the final product but also by the steps taken to get there. Performance is a combination of ability, effort, and the situation facing the individual or organization. The modern understanding of performance increasingly emphasizes the importance of contextual and dynamic aspects in measuring and improving performance.
1. According to Aguinis and O'Boyle (2019)
	Aguinis and O'Boyle in their study emphasized that performance is a manifestation of an individual's capacity to contribute to the organization. They highlighted that performance is not only influenced by technical ability but also by various contextual factors, such as social support and work environment conditions. Performance should be understood as the result of the interaction between the individual and his or her environment, which means that performance improvement cannot only focus on individual development but also on creating a supportive work environment.
2. According to Borman and Motowidlo (2018)
	Borman and Motowidlo define performance as the outcome of work behavior that can be measured against established standards. They introduced the concepts of "contextual performance" and "task performance". Contextual performance is the contribution of behaviors that support the psychological and social environment at work, while task performance is the contribution directly related to the completion of a specific job. In the past five years, their research has highlighted that contextual performance is becoming increasingly important in modern dynamic and collaborative work environments.
3. According to Campbell and Wiernik (2020)
	Campbell and Wiernik expanded the definition of performance to include elements such as adaptability and proactivity. They emphasize that in a constantly changing work environment, performance can not only be measured by how well a person performs the tasks at hand, but also how well they can adapt to changes and proactively seek ways to improve work processes. High performance according to them is a combination of core competencies, adaptability, and proactive initiatives.
4. According to Koopmans et al. (2019)
	Koopmans et al. in their study emphasized that performance is the result of various interacting factors, including individual competencies, motivation, and organizational conditions. They developed a multi-dimensional model to measure performance, which includes aspects such as productivity, quality, adaptability, and contribution to the social environment at work. They also emphasize the importance of continuous performance evaluation to ensure that performance can be continuously improved.
5. According to Oldham and Fried (2021)
	Oldham and Fried in their recent research see performance as a reflection of the interaction between job characteristics and individual needs. They state that performance will be optimal if there is a balance between the demands of the job and the resources available to the individual. They also highlight the important role of technology in facilitating performance improvement, noting that technology can be a powerful tool to support the achievement of job goals if used appropriately.
	A number of new theories and extensions of previous theories have emerged in the last five years to provide further insight into the factors that influence performance.
1. Contextual Performance Theory
	This theory emphasizes the importance of contextual performance, which includes behaviors that support the work environment but are not directly related to core job tasks. Examples of contextual performance include cooperation with coworkers, helping others, and showing initiative. Borman and Motowidlo (2018) argue that in modern organizations, where teamwork and collaboration are becoming increasingly important, contextual performance can be an important indicator of individual effectiveness in the organization.
2. Adaptability Theory
	Campbell and Wiernik (2020) introduced adaptability theory as an important component of performance. They argue that the ability to adapt to changes in the work environment, including changes in technology, procedures, and organizational structure, is key to sustainable performance. The theory also highlights the importance of ongoing training and development to help employees improve their adaptability.
3. Resource-Based Performance Theory
	This theory sees performance as the result of the interaction between individual resources (such as skills and knowledge) and organizational resources (such as managerial and technological support). Aguinis and O'Boyle (2019) argue that performance can be improved by ensuring that individuals have sufficient access to the resources they need to complete their tasks. They also highlight the importance of effective resource management in organizations to optimize performance.
4. Motivation and Performance Theory
	Deci and Ryan (2020) in their theory of motivation and performance developed the concept of intrinsic and extrinsic motivation influencing performance. They emphasize that intrinsic 	motivation, which comes from personal satisfaction and a sense of accomplishment, is more sustainable compared to extrinsic motivation which comes from external incentives such as salary or bonuses. This theory highlights the importance of creating a work environment that allows employees to feel a sense of engagement and accomplishment, which in turn can improve their performance.
5. Technology and Performance Theory
	Oldham and Fried (2021) developed a theory that highlights the role of technology in supporting performance. They state that the right technology can increase efficiency, allowing employees to complete tasks faster and with better quality. However, they also caution that technology can be a double-edged sword; if not implemented well, it can lead to stress and decreased performance. Therefore, it is important to ensure that the technology used supports both individual needs and organizational goals.
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Figure 1. Conceptual Framework	
Hypothesis
· H1: Work Environment has a Positive Effect on Employee Performance 
· H2: Leadership Style Has a Positive and Significant Effect on Employee Performance
· H3: Work Environment Has a Positive and Significant Effect on Motivation
· H4	: Leadership Style Has a Positive and Significant Effect on Motivation
· H5: Motivation Has a Positive and Significant Effect on Performance
· H6: Work Environment Has a Positive and Significant Effect on Employee Performance through Motivation as an Intervening Variable.
· H7: Leadership style has a positive and significant effect on employee performance through motivation as an intervening variable.

METHODOLOGY
This type of research is a type of quantitative research, starting from general theory to specific theory using reference to a specific sample or population. This study uses work environment variables and leadership styles with motivation as an intervening variable.
This research employs the idea of problem-solving and hypotheses, which are researcher presumptions that will be validated by study findings. With PT Permodalan Nasional Madani as the research subject, this study makes use of primary data. When researchers use primary data, they do it directly, without the assistance of a third party. Employees of PT Permodalan Nasional Madani will get a questionnaire as part of the data collection process. For the variable to be more precise, effective, and communicative, the measurement scale is the value of the variable measured by a particular instrument and can be expressed in numerical form.. The measurement scale used is the Likert Scale, which is a scale used to measure the attitudes, opinions, and perceptions of a person or group of people about social phenomena (Sugiyono, 2021).
For the purposes of quantitative analysis, the Likert Scale will provide answers that can be scored, ranging from score 1 (strongly disagree) to score 5 (strongly agree).
The participants in this study will be the staff members of PT Permodalan Nasional Madani. The information gathered comes from surveys that will be given to staff members. The Random Sampling approach was used in this study to acquire data.
Using the SmartPLS (Partial Least Square) application tool to process data using structural equation modeling. PLS functions in estimating path models with latent constructs with multiple indicators. One of the advantages of PLS-SEM is handling complex models that have many components of exogenous and endogenous variables that have a large number of indicators, suitable for use for small sample sizes and nominal, ordinal and contimous types. PLS parameter estimation has three categorizations:


1. The first type, the weight estimate is in charge of forming the latent variable score.
2. The second type provides an overview of the estimated paths of the latent variable relationships and between latent variables and indicator blocks (loadings).
3. The third type, relationships with means and parameter distributions when regression constant values are used, placement indicators and latent variables.

Table 1. Research Object
	Characteristics
	Category
	Total
	Percentage

	Gender
	Male
	181
	86,19%

	
	Female
	29
	13,81%

	
	Total
	210
	100,00%

	Age
	<20 years
	1
	0,48%

	
	21-25 years old
	17
	8,10%

	
	26-30 years old
	40
	19,05%

	
	31-35 years old
	62
	29,52%

	
	>36 years old
	90
	42,86%

	
	Total
	210
	100,00%

	Education
	SMA/SMK
	64
	30,48%

	
	D3
	21
	10,00%

	
	S1
	122
	58,10%

	
	S2
	3
	1,43%

	
	Total
	210
	100,00%

	Length of Service
	<1 year
	27
	12,86%

	
	1-3 years
	61
	29,05%

	
	4-6 years
	61
	29,05%

	
	>7 years
	61
	29,05%

	
	Total
	210
	100,00%



RESEARCH RESULT
Convergent Validity

Table 2. Loading Factor
	 
	Leadership Style
	Performance
	Work Environment
	Motivation

	x1.1
	 
	 
	0,845
	 

	x1.10
	 
	 
	0,737
	 

	x1.2
	 
	 
	0,857
	 

	x1.3
	 
	 
	0,729
	 

	x1.4
	 
	 
	0,825
	 

	x1.5
	 
	 
	0,864
	 

	x1.6
	 
	 
	0,911
	 

	x1.7
	 
	 
	0,916
	 

	x1.8
	 
	 
	0,901
	 

	x1.9
	 
	 
	0,836
	 

	x2.1
	0,738
	 
	 
	 

	x2.10
	0,905
	 
	 
	 

	x2.2
	0,830
	 
	 
	 

	x2.3
	0,804
	 
	 
	 

	x2.4
	0,830
	 
	 
	 

	x2.5
	0,862
	 
	 
	 

	x2.6
	0,904
	 
	 
	 

	x2.7
	0,892
	 
	 
	 

	x2.8
	0,903
	 
	 
	 

	x2.9
	0,919
	 
	 
	 

	y1
	 
	0,880
	 
	 

	y10
	 
	0,906
	 
	 

	y11
	 
	0,882
	 
	 

	y12
	 
	0,868
	 
	 

	y2
	 
	0,840
	 
	 

	y3
	 
	0,915
	 
	 

	y4
	 
	0,922
	 
	 

	y5
	 
	0,903
	 
	 

	y6
	 
	0,918
	 
	 

	y7
	 
	0,933
	 
	 

	y8
	 
	0,664
	 
	 

	y9
	 
	0,925
	 
	 

	z1
	 
	 
	 
	0,909

	z2
	 
	 
	 
	0,867

	z3
	 
	 
	 
	0,912

	z4
	 
	 
	 
	0,913

	z5
	 
	 
	 
	0,807

	z6
	 
	 
	 
	0,899

	z7
	 
	 
	 
	0,923

	z8
	 
	 
	 
	0,927



	Work environment variables (x1.1-x1.10), all indicators on this variable have an outer loading value ≥ 0.70, indicating good indicator validity. Leadership style (x2.1-x2.10), just like the work environment variable, all indicators are valid with values above 0.70. Performance (y1-y12), indicator y8 has a value of 0.664, below the recommended limit so it is necessary to remove this indicator because of its low contribution. Motivation (z1-z8), all indicators on this variable also have values above 0.70, indicating a good relationship with the latent variable. 
Discriminat Validity

Table 3. Fornell-Larcker Criterion
	 
	Leadership Style
	Performance
	Work Environment
	Motivation

	Leadership Style
	0,860
	 
	 
	 

	Performance
	0,844
	0,901
	 
	 

	Work Environment
	0,902
	0,854
	0,844
	 

	Motivation
	0,832
	0,807
	0,859
	0,895



	The square root of AVE for leadership style is √0.860=0.927, this value is greater than the correlation of leadership style with performance (0.844), work environment (0.902), motivation (0.832) indicating good discriminant validity because the square root of AVE is greater than the correlation between constructs.

Table 4. Cross Loading
	 
	Leadership Style
	Performance
	Work Environment
	Motivation

	x1.1
	0,820
	0,726
	0,845
	0,659

	x1.10
	0,670
	0,609
	0,737
	0,729

	x1.2
	0,795
	0,762
	0,857
	0,670

	x1.3
	0,615
	0,632
	0,729
	0,581

	x1.4
	0,696
	0,647
	0,825
	0,718

	x1.5
	0,707
	0,673
	0,864
	0,723

	x1.6
	0,782
	0,743
	0,911
	0,781

	x1.7
	0,868
	0,839
	0,916
	0,792

	x1.8
	0,890
	0,807
	0,901
	0,774

	x1.9
	0,734
	0,738
	0,837
	0,798

	x2.1
	0,738
	0,589
	0,652
	0,567

	x2.10
	0,905
	0,766
	0,779
	0,755

	x2.2
	0,830
	0,691
	0,737
	0,680

	x2.3
	0,804
	0,677
	0,756
	0,683

	x2.4
	0,830
	0,659
	0,740
	0,767

	x2.5
	0,862
	0,739
	0,797
	0,728

	x2.6
	0,904
	0,739
	0,801
	0,722

	x2.7
	0,892
	0,817
	0,840
	0,753

	x2.8
	0,903
	0,759
	0,802
	0,722

	x2.9
	0,919
	0,799
	0,838
	0,760

	y1
	0,812
	0,880
	0,810
	0,817

	y10
	0,704
	0,909
	0,717
	0,638

	y11
	0,734
	0,887
	0,741
	0,661

	y12
	0,698
	0,869
	0,706
	0,613

	y2
	0,789
	0,844
	0,819
	0,908

	y3
	0,797
	0,914
	0,806
	0,811

	y4
	0,753
	0,922
	0,755
	0,696

	y5
	0,759
	0,904
	0,760
	0,740

	y6
	0,772
	0,921
	0,765
	0,708

	y7
	0,785
	0,932
	0,808
	0,690

	y9
	0,735
	0,923
	0,743
	0,657

	z1
	0,712
	0,668
	0,743
	0,909

	z2
	0,673
	0,661
	0,731
	0,867

	z3
	0,714
	0,690
	0,752
	0,912

	z4
	0,763
	0,758
	0,800
	0,913

	z5
	0,793
	0,769
	0,753
	0,807

	z6
	0,780
	0,702
	0,777
	0,899

	z7
	0,775
	0,769
	0,796
	0,923

	z8
	0,734
	0,748
	0,792
	0,927



	The x2.10 indicator of leadership style variable (0.905) is greater than that of performance (0.766), work environment (0.779), and motivation (0.755). All indicators for leadership style show higher main loading values than cross loading, so discriminant validity is met.
Construct Reliability and Validity

Table 5. Construct Reliability and Validity
	 
	Cronbach's Alpha
	rho_A
	Composite Reliability
	Average Variance Extracted (AVE)

	Leadership Style
	0,960
	0,963
	0,966
	0,740

	Performance
	0,977
	0,978
	0,979
	0,811

	Work Environment
	0,954
	0,958
	0,961
	0,713

	Motivation
	0,964
	0,965
	0,970
	0,802



	All constructs have Cronbach's Alpha values above 0.70 (leadership style: 0.960; performance: 0.977; work environment: 0.954; motivation: 0.964), so it can be concluded that the constructs have high reliability. All constructs have Composite Reliability above 0.90 (leadership style: 0.966; performance: 0.979; work environment: 0.961; motivation: 0.970), so it can be concluded that all constructs have excellent reliability. All constructs have an AVE value above 0.50 (leadership style: 0.740; performance: 0.811; work environment: 0.713; motivation: 0.802), which indicates good convergent validity.
R-Square

Table 6. R Square
	 
	R Square
	R Square Adjusted

	Performance
	0,769
	0,766

	Motivation
	0,756
	0,753



	Performance R Square = 0.769 indicates that the independent constructs influencing the performance construct account for 76.9% of the variance, with other factors outside the model accounting for the remaining 23.1%. Motivation R Square = 0.756 indicates that the independent components influencing the motivation construct account for 75.6% of the variance in the motivation construct, with other factors outside the model accounting for the remaining 24.4%. R2 values for motivation (0.756) and performance (0.769) are categorized as considerable, meaning that the model can considerably explain the majority of the variance in the dependent component.
F-Square

Table 7. F Square
	
	Leadership Style
	Performance
	Work Environment
	Motivation

	Leadership Style
	 
	0,084
	 
	0,071

	Performance
	 
	 
	 
	 

	Work Environment
	 
	0,089
	 
	0,260

	Motivation
	 
	0,000
	 
	 



	Motivation is moderately impacted by the workplace (0.260). This suggests that the workplace is among the important elements that influence motivation. Meanwhile, motivation has no effect on performance (0.000). The remaining other variables only have a small effect on each other.
Q-Square
	
Table 8. Q Square
	 
	SSO
	SSE
	Q² (=1-SSE/SSO)

	Leadership Style
	2100,000
	712,018
	0,661

	Performance
	2310,000
	610,836
	0,736

	Work Environment
	2100,000
	800,580
	0,619

	Motivation
	1680,000
	488,137
	0,709



	All constructs have Q² values > 0.35, showing that all of the constructs (motivation, work environment, performance, and leadership style) can be accurately predicted by the model. With performance having the highest predictive value of 0.736, suggesting that this construct is highly predicted by the independent constructs, the predictive ability of this model is good for explaining the variance in each construct.
Hypothesis Test
	
Table 9. Test Results 
	 
	Original Sample (O)
	Sample Mean (M)
	Standard Deviation (STDEV)
	T Statistics (|O/STDEV|)
	P Values

	Leadership Style -> Performance
	0,334
	0,321
	0,116
	2,879
	0,004

	Leadership Style -> Motivation
	0,305
	0,328
	0,126
	2,429
	0,016

	Work Environment -> Performance
	0,373
	0,337
	0,100
	3,717
	0,000

	Work Environment -> Motivation
	0,584
	0,566
	0,116
	5,023
	0,000

	Motivation -> Performance
	0,209
	0,258
	0,165
	1,264
	0,208

	Leadership Style -> Motivation -> Performance
	0,064
	0,094
	0,078
	0,822
	0,412

	Work Environment -> Motivation -> Performance
	0,122
	0,141
	0,094
	1,299
	0,195



	T Statistic > 1.96 (significant at α = 0.05) while p values represent the probability that the relationship occurred by chance. P < 0.05 indicates a significant relationship. Original sample (O) is the actual path coefficient based on data with values between -1 and +1. The larger the absolute value, the stronger the relationship between constructs.

DISCUSSION
Effect of Work Environment on Performance
	The path coefficient of 0.373 indicates a positive relationship between work environment and performance. The t-statistic = 3.717 (> 1.96) and p-value = 0.000 (< 0.05) indicate that this relationship is highly significant (H1 accepted). A conducive work environment contributes significantly to improved performance.
Effect of Leadership Style on Performance
	The path coefficient of 0.334 indicates a positive relationship between leadership style and performance. The t-statistic = 2.879 (> 1.96) and p-value = 0.004 (< 0.05) indicate that this relationship is significant (H2 accepted). A good leadership style contributes significantly to improved performance.
Effect of Work Environment on Motivation
	The path coefficient of 0.584 indicates a strong positive relationship between work environment and motivation. The t-statistic = 5.023 (> 1.96) and p-value = 0.000 (< 0.05) indicate that this relationship is highly significant (H3 accepted). A supportive work environment is a major factor in increasing employee motivation.
Effect of Leadership Style on Motivation
	The path coefficient of 0.305 indicates a positive relationship between leadership style and motivation. The t-statistic = 2.429 (> 1.96) and p-value = 0.016 (< 0.05) indicate that this relationship is significant (H4 accepted). An effective leadership style can significantly increase employee motivation.
Effect of Motivation on Performance
	The path coefficient of 0.209 indicates a positive relationship between motivation and performance. However, the t-statistic = 1.264 (< 1.96) and p-value = 0.208 (> 0.05) indicate that this relationship is not significant (H5 is rejected). Motivation has not been shown to significantly influence performance in this study



Effect of Work Environment on Performance Through Motivation
	The indirect path coefficient (O) is 0.122 (positive) but the t-statistics (1.299 < 1.96) are not significant and the p-values (0.195 > 0.05) are not significant (H6 is rejected). Motivation does not play a significant role as a mediator in the relationship between work environment and performance. Thus, the effect of work environment on performance occurs more directly than through motivation.
Effect of Leadership Style on Performance Through Motivation
	The indirect path coefficient (O) is 0.064 (positive) but the t-statistics (0.822 < 1.96) are not significant and the p-values (0.412 > 0.05) are not significant (H7 is rejected). Motivation does not play a significant role as a mediator in the relationship between leadership style and performance, meaning that the effect of leadership style on performance occurs more directly than through motivation.

CONCLUSIONS AND RECOMMENDATIONS
Conclusion
1. A conducive work environment makes a significant contribution to improving performance.
2. A good leadership style contributes significantly to improving performance.
3. A supportive work environment is a major factor in increasing employee motivation
4. Effective leadership style is able to significantly increase employee motivation
5. Motivation has not been shown to significantly affect performance in this study
6. Motivation does not play a significant role as a mediator in the relationship between work environment and performance. Thus, the effect of work environment on performance occurs more directly than through motivation.
7. Motivation does not play a significant role as a mediator in the relationship between leadership style and performance, meaning that the effect of leadership style on performance occurs more directly than through motivation
Recommendation 
	In the work environment variable, the lowest indicator is x1.3 with a score of 4.09, the statement "I feel my work environment is safe from the risk of accidents". To increase employees' sense of security, companies must identify and evaluate risks, provide education and training on k3 and provide the provision of safe tools and infrastructure.
	In the leadership style variable, the lowest indicator is x2.4 with a score of 4.09, the statement "Managers understand my condition before giving work instructions". To overcome this, managers must communicate conditions clearly, explain priorities and build open and trusting relationships.
	In the motivation variable, the lowest indicator is z6 with a score of 4.09, the statement "My work achievements are rewarded both internally and externally". To improve this, companies can increase the transparency and objectivity of awards, create a comprehensive reward system and provide consistent and timely recognition.
	In the performance variable, the lowest indicator is y8 with a score of 4.02, the statement "I rarely need additional explanation to understand the tasks assigned". What employees need to do to overcome this is ask for clarification from the start, record detailed instructions and practice being proactive in communication

FURTHER STUDY
1. Sample Limitations
	Sample Limited to One Company : This research was only conducted at PT Permodalan Nasional Madani, which means that the results obtained may not be fully generalizable to other companies, especially those that differ in size, industry, or organizational culture. Sample Size : The number of respondents used in this study is limited, namely 210 employees. A small or unrepresentative sample size can affect the accuracy of the research results.
2. Variable Measurement
	Research Instruments: This study uses a questionnaire to measure variables such as work environment, leadership style, motivation, and employee performance. the use of questionnaires can be affected by the subjectivity of respondents and the influence of external factors such as mood or perception that changes at the time of filling out the questionnaire. Other Variables that Affect Performance : This study did not consider many other external or internal factors that could also affect employee performance, such as personal factors, workload, or other organizational policies.
3. Research Time Limitations
	This research was conducted over a period of time, which may affect the results due to dynamic factors in the work environment, such as changes in company policy or changes in economic conditions that can affect employee perceptions of the work environment and leadership style.
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