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Abstract: This study was conducted to test and analyze the influence of organizational culture, work environment 

and compensation on employee performance at PT Marinatama Gemanusa. The population in this study were all 

employees of PT Marinatama Gemanusa, totality 46 people. The sampling technique with non-probability 

sampling using saturated sampling technique, where the total population is made entirely into research samples, 

namely 46 respondents. The research uses a quantitative approach using primary and secondary data. Researchers 

process data using statistical software. The analysis used in this study is multiple linear regression and partial 

hypothesis testing (t test). The results showed that partially organizational culture has a significant effect on 

employee performance; work environment and compensation partially have no significant effect on employee 

performance. 
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1. Introduction 

 

The rapid progress of industry today cannot be separated from the importance of quality human 

resource elements, organizational culture and a good work environment are very important for 

the success of an organization in achieving company goals. Human resources can be said to be 

the main factor of existence for a company. The achievement of company goals is strongly 

influenced by the performance of individuals and groups of employees in order to achieve 

organizational goals (Nelly & Erdiansyah, 2022). Digital technology disruption and the world 

of VUCA (Volatility, Uncertainty, Complexity, and Ambiguity) are also strong reasons for 

organizations to quickly adapt in an increasingly competitive business environment. 

Organizational culture plays a very important role in the progress and expansion of the 

company. Organizational culture becomes a differentiating aspect, becomes a value and 

identity for the organization itself (Safira & Rozak, 2020). The company environment greatly 

affects employee productivity, including in completing the responsibilities assigned to him and 

can affect overall performance. A comfortable and safe work environment can create 

harmonious relationships that bind between people in the environment (Tambunan, 2022). 

Compensation is thought to have an effect on a person's motivation and performance. This 

means that the better the compensation provided by the organization, the better the performance 

output; because in compensation there is an incentive system that links compensation to 

performance (Musran et al, 2019). A company leader also has an important role and can control 

favoritism and try to be professional in the division of labor (Asriandi et al, 2018). 

PT. Marina was established based on Notarial Deed No. 70, dated September 27, 1990 to 

conduct business in the field of National Shipping for the transportation of passengers by ship 

within the country based on the Sea Transportation Company Business License (SIUPAL) 
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Number BXXV-1136/AL58. On February 24, 1994, PT Marina changed its name to PT 

Marinatama Gemanusa which is now domiciled at Jl. Pembangunan Komplek Ruko Citra Mas 

Blok A No. 6-7 Baloi, Batam City, Riau Islands Province, Indonesia in accordance with 

Notarial Deed No. 49. PT Marinatama Gemanusa began to open a shipyard workshop in the 

Tanjung Uncang area precisely on Jl. Brigadier General Katamso KM. 6 Batu Aji District. PT 

Marinatama Gemanusa is a shipyard company that focuses on shipbuilding and repair with 

proven experience in building ships such as ferries, patrol boats, fishing boats, barges and 

various other types of ships made of fiber and aluminum. In accordance with the company's 

vision to become one of the most trusted shipyards in Indonesia by excelling in quality, service, 

performance and efficiency. Of course, in its application must be supported by experienced 

human resources, adequate facilities and good organizational culture; as contained in ISO 

45001:2018 (Occupational Health & Safety Management System); ISO 9001:2015 (Quality 

Management System); and ISO 14001:2015 (Environmental Management System). However, 

in practice, there is still no realization of a good work culture such as the implementation of 

toolbox meetings before starting work, a work environment that cares about K3 (Occupational 

Safety and Health) and needs a recap of total employee man hours to see productivity and a 

recap of work accidents (K3 statistics) which will have implications for the performance of PT 

Marinatama Gemanusa employees. 

Employee performance is the result of work that can be achieved by a person or group of people 

in an organization within the company in accordance with their respective responsibilities. 

Good performance where the responsibilities in the work performed by employees meet the 

criteria and procedures set by the company. Meanwhile, poor performance is where employee 

performance does not match company expectations and expectations (Gunawan & Sutrisna, 

2022). Because with the increase in employee performance, the company's performance will 

automatically increase. The better a person's performance in the company, the profits and 

profits that the company will receive will also automatically increase (Jufrizen & Rahmadhani, 

2020). If the manager or boss is unable to manage the performance of his employees, he will 

experience failure in the organization itself, and if all of that happens, a company will not run 

optimally or well. But all of that can be better if performance management within the company 

is well controlled (Munandar et al, 2020). 

The correlation between increasing employee productivity can be achieved through the creation 

of comfortable work environment conditions for employees, otherwise uncomfortable work 

environment conditions have the potential for work stress which can reduce performance 

(Fauzi et al, 2020). Compensation is also one of the factors that increase employees' desire to 

commit to the organization. Compensation does not function as a mere reward, but more than 

that, compensation can increase employees to remain in the organization and can be invited to 

jointly be responsible for the running of the organization. Fair compensation will create a sense 

of belonging to the organization, which ultimately has an impact on the high commitment and 

performance of employees to their organization (Siki, 2021). From the explanation described 

above, it is necessary to conduct research related to the problem of employee performance of 

PT Marinatama Gemanusa. Several independent variables include organizational culture, work 

environment, and compensation. 
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2. Literature Review 

 

Organizational Culture 

Crucial to the sociology and study of organizational culture is the idea of the organization as a 

social phenomenon that has its own characteristics that distinguish it from the environment on 

the one hand and from the individual desires and inclinations of its members on the other 

(Ouchi & Wilkins, 1985). Organizational culture has been described as shared values, 

principles, traditions, and ways of doing things that influence the way organizational members 

act. Culture implies three things. First, culture is a perception. Culture is not something that 

can be physically touched or seen, but employees perceive it based on what they experience 

within the organization. Second, organizational culture is descriptive. It is concerned with how 

members perceive the culture and describe it, not with whether they like it or dislike it. Lastly, 

although individuals may have different backgrounds or work at different levels of the 

organization, they tend to describe the organizational culture in the same way That is the shared 

aspect of the culture (Robbins & Coulter, 2012). Organizational culture is a shared system that 

includes the beliefs, values and behaviors of a group that distinguishes it from other 

organizations (Haryanti et al, 2024). 

 

Work Environment 

The work environment is everything that is around the workers and that can affect him in 

carrying out the tasks assigned. The work environment is very influential, especially for 

employees in carrying out activities within the company. Therefore, the planning of a good and 

satisfying work environment provided by company management must be properly prepared so 

that employees remain enthusiastic at work so that productivity can be increased, besides that 

it also supports employee performance in supporting the realization of maximum company 

goals (Haryanti et al, 2024). Environmental uncertainty caused by environmental changes 

affects the management process. What is best in a stable and predictable environment may be 

completely inappropriate in a rapidly changing and unpredictable environment (Robbins & 

Coulter, 2012). According to (Gunawan & Sutrisna, 2022) The work environment is the 

atmosphere and working conditions around the location of work activities. The work 

environment can be in the form of rooms, layouts, facilities and infrastructure, as well as 

working relationships between one worker and another. 

 

Compensation 

Compensation is all income in the form of money, direct or indirect goods received by 

employees in return for services provided to the company (Sirait & Apriatni, 2017). According 

to (Gunawan & Sutrisna, 2022) Compensation is a direct or indirect reward or reward, financial 

or non-financial, which is fair and appropriate for employees, in return or contribution or 

service to the achievement of organizational and company goals. The objectives of providing 

compensation to employees include: ensuring the source of livelihood of employees and their 

families, improving work performance, increasing the existence of employees, strengthening 

working relationships between employees, preventing employees from leaving the company, 

improving work discipline, efficiency of potential employees, companies can compete with 

labor in the market, making it easier for companies to achieve goals, implementing applicable 

laws and regulations and companies can provide new technology (Musran et al, 2019). Most 

of us expect to receive appropriate compensation from our employers. Developing an effective 

and appropriate compensation system is an important part of the HRM process. It can help 
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attract and retain competent and talented individuals who help the organization achieve its 

mission and goals. In addition, an organization's compensation system has been shown to have 

an impact on its strategic performance (Robbins & Coulter, 2012). From some of the above 

opinions, it can be concluded that compensation is any reward received by an employee in 

return for the contribution that has been made to the company. Compensation is broadly divided 

into two, namely financial compensation and non-financial compensation. Where financial 

compensation is measured through 1) direct compensation in the form of salaries, incentives 

and overtime pay; and 2) indirect compensation in the form of allowances and facilities. 

Meanwhile, non-financial compensation can be in the form of praise, appreciation, recognition, 

and leave (Putra et al, 2020). 

 

Employee Performance 

Employee performance is the quality and quantity of work achieved by an employee in carrying 

out his duties in accordance with the responsibilities given to him (Mangkunegara, 2011). 

Measuring the performance of each employee to identify where expectations are met and not 

met. This allows the organization to take corrective action, such as training, incentives, or 

discipline. Performance management can achieve its strategic objectives only when 

measurement is truly linked to organizational goals and when goals and feedback on 

performance are communicated to employees (Noe et al, 2016:301). However, all effective 

programs seem to have two things in common. First, they are designed to reward effective 

employee performance behaviors and increase employee satisfaction and commitment. In other 

words, an effective reward system will improve employee performance and retention (Luthans 

et al, 2021:86). 

 

Research Framework 

The framework is a description of the research paradigm which is the answer to the problem to 

be studied. The research framework in this study is as follows: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 1: Research Framework 

Source: Data processed by the author, 2024 
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Hypothesis Development: 

Hypothesis 1: Organizational Culture (OC) effects on Employee Performance (EP) 

Hypothesis 2: Work Environment (WE) effects on Employee Performance (EP) 

Hypothesis 3: Compensation (CP) effects on Employee Performance (EP) 

 

3. Method 

 

Research Approach and Technique 

This research is a quantitative research with a causality design and uses a data collection 

method, namely a questionnaire. According to Sugiyono (2013:7) quantitative methods are 

called positivistic methods because they are based on the philosophy of positivism. This 

method is called a quantitative method because the research data is in the form of numbers and 

analysis using statistics. The research technique used in this research is descriptive. The 

descriptive method is a research that describes, depicts, or explains the condition of the object 

being studied according to the situation and conditions at the time the research was conducted. 

 

Population and Sample 

Population is a collection of all distinguishable similar elements (units or individuals) that are 

the object of investigation or research. Units (individuals) that are the object of investigation 

and whose characteristics are to be known are called research units or elementary units 

(Wirawan, 2016:5). The total population at PT Marinatama Gemanusa, Batam is 46 people. 

The sample is part of the number and characteristics possessed by the population. Sampling 

technique with non-probability sampling with saturated samples, where the sampling technique 

when all members of the population are used as samples. Another term for saturated sample is 

census, where all members of the population are sampled (Sugiyono, 2013:85). So, the total 

sample in this study was 46 respondents. 

 

Data Source 

Primary data is data collected directly by researchers during research directly from the data 

source. Primary data is also referred to as original data or new data which has up to date 

properties. Secondary data is data obtained or collected by researchers from various existing 

sources. Secondary data can be obtained from hospitals, health centers, the Central Statistics 

Agency (BPS), reports and journals (Widodo et al., 2023:131). 

 

Data Collection 

To obtain data about the variables to be revealed in this study, a data collection tool is used in 

the form of a questionnaire. Questionnaires can use statements or questions, but in all cases the 

research subject determines the response by writing something for a specific purpose 

(Taniredja & Mustafidah, 2011:44). The questionnaire is a statement related to the variable 

under study given to respondents to be filled in with a weight of 1 to 5 or from strongly disagree 

to strongly agree (Maria & Chandra, 2023).  

 

Data Analysis 

In quantitative research, data analysis is an activity after data from all respondents or other data 

sources are collected. Data analysis techniques in quantitative research use statistics. 

Descriptive statistics are statistics used to analyze data by describing or describing the data that 

has been collected as it is without intending to make general conclusions or generalizations 
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(Sugiyono, 2013:147). Multiple regression as a tool to analyze the influence between the 

independent variable on the dependent variable (Maria & Chandra, 2023). In this study, the 

statistical tool used is the Statistical Package for the Social Sciences (SPSS) version 26 

software. 

 

4. Results and Discussion 

 

Instrument Feasibility Test Validity Test 

The validity test states or shows the degree of accuracy between the data that actually occurs 

on the object and the data collected by the researcher (Sugiyono, 2013:126). Usually, the 

minimum requirement to be considered eligible is if r count = 0.3. Or by comparing the value 

of r count with r table. In this study, the value of r table with a total sample of 46 people, a 

significance value of 5%, obtained the value of r table of 0.291. 

 

Table 1. The Instrument Validity of Results Test 

Variable Statement r count Position r table interpretation 

Organizational 

Culture (OC) 

X1.1 0,705 > 0,291 Valid 

X1.2 0,701 > 0,291 Valid 

X1.3 0,371 > 0,291 Valid 

X1.4 0,343 > 0,291 Valid 

X1.5 0,544 > 0,291 Valid 

X1.6 0,360 > 0,291 Valid 

X1.7 0,448 > 0,291 Valid 

X1.8 0,413 > 0,291 Valid 

X1.9 0,413 > 0,291 Valid 

X1.10 0,547 > 0,291 Valid 

X1.11 0,515 > 0,291 Valid 

X1.12 0,513 > 0,291 Valid 

Work 

Environment (WE) 

X2.1 0,669 > 0,291 Valid 

X2.2 0,800 > 0,291 Valid 

X2.3 0,821 > 0,291 Valid 

X2.4 0,867 > 0,291 Valid 

X2.5 0,682 > 0,291 Valid 

X2.6 0,717 > 0,291 Valid 

X2.7 0,801 > 0,291 Valid 

X2.8 0,750 > 0,291 Valid 

X2.9 0,481 > 0,291 Valid 

X2.10 0,466 > 0,291 Valid 

Compensation (CP) 

X3.1 0,723 > 0,291 Valid 

X3.2 0,810 > 0,291 Valid 

X3.3 0,812 > 0,291 Valid 

X3.4 0,782 > 0,291 Valid 

X3.5 0,862 > 0,291 Valid 

X3.6 0,745 > 0,291 Valid 

X3.7 0,652 > 0,291 Valid 

X3.8 0,774 > 0,291 Valid 
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Variable Statement r count Position r table interpretation 

Employee  

Performance (EP) 

Y.1 0,389 > 0,291 Valid 

Y.2 0,369 > 0,291 Valid 

Y.3 0,627 > 0,291 Valid 

Y.4 0,688 > 0,291 Valid 

Y.5 0,718 > 0,291 Valid 

Y.6 0,626 > 0,291 Valid 

Y.7 0,614 > 0,291 Valid 

Y.8 0,508 > 0,291 Valid 

Source: Data processed by the author, 2024 

 

From the validity test results, all indicators of the Organizational Culture (OC), Work 

Environment (WE) and Compensation (CP) variable instruments on Employee Performance 

(EP) are declared valid. 

 

Reliability Test 

Reliability is the degree of consistency/constancy of data within a certain time interval. 

Reliable if there is consistency in someone's answer to a statement or stable over time. The 

research instrument is said to be reliable if the Cronbach's alpha value is> 0.60 (Ghozali, 

2018:46). 

Therefore, the decision-making criteria in the reliability test are if the Cronbach's alpha value> 

0.60 is reliable. If the Cronbach's alpha value <0.60, it is not reliable. 

 

Table 2. The Instrument Reliability of Results Test 

Variable Cronbach 

Alpha 

Position r alpha Interpretation 

Organizational Culture (OC) 0,708 > 0,6 Reliable 

Work Environment (WE) 0,885 > 0,6 Reliable 

Compensation (CP) 0,900 > 0,6 Reliable 

Employee Performance (EP) 0,700 > 0,6 Reliable 

Source: Data processed by the author, 2024 

 

Classical Assumption Test (Data Feasibility Test) 

The classic assumption test is used to determine whether the regression model has residual 

normality, multicollinearity, linearity, autocorrelation and heteroscedasticity. A linear 

regression model can be called a good model if it fulfills several classical assumptions, namely 

that the residual data is normally distributed, there is no multicollinearity, autocorrelation and 

heteroscedasticity (Maria & Chandra, 2023). 

 

Normality Test 

The normality test is used to determine whether the residual or confounding variables have a 

normal distribution in the regression model. This can be done in two ways, namely by using 

statistical tests and graphical analysis (Tirtayasa, 2019). In this study, the test was carried out 

using a probability plot. The probability plot graph can be seen in the following figure: 
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Figure 2: Normality Test 

Source: Data processed by the author, 2024 
 

Based on Figure 2 above, it can be concluded that the data is normally distributed because the 

remaining data distribution follows the direction of the diagonal line. Because the data is 

normally distributed, the regression model fulfills the assumption of normality. 

 

Heteroscedasticity Test 

The heteroscedasticity test aims to test whether in the regression model there is an inequality 

of variance from the residuals of one observation to another. There are several ways that can 

be done to test heteroscedasticity, namely the plot graph test, park test, glejser test and white 

test. The test in this study uses a Plot Graph between the predicted value of the dependent 

variable, ZPRED, and its residual SRESID. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 3: Heteroscedasticity of Results Test 

Source: Data processed by the author, 2024 
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From the picture above there are no symptoms of heteroscedasticity, because the dots spread 

above and below the number 0 on the Y axis (Ghozali, 2018:139). 

 

Multicollinearity Test 

Aims to test whether the regression model found a correlation between independent variables. 

A good regression model should not have a correlation between the independent variables. 

Multicollinearity is when the tolerance value is ≤0.10 or equal to the Variance Inflation Factor 

(VIF) value ≥10. For example, a tolerance value of 0.10 is equal to a collonierity level of 0.95 

(Ghozali, 2018:108). 

 

Table 3. The Multicollinearity Results Test 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

Collinearity 

Statistics 

B 

Std. 

Error Beta   

Tolera

nce VIF 

1 (Constant) 22.591 5.253  4.301 .000   

X1 .233 .112 .314 2.084 .043 .935 1.069 

X2 .016 .082 .035 .198 .844 .664 1.506 

X3 .013 .103 .023 .126 .900 .664 1.505 

a. Dependent Variable: Y 

  Source: Data processed by the author, 2024 

 

From the table above, there is no multicollinearity; tolerance value ≤0.10 or Variance Inflation 

Factor (VIF) value ≥10. 

 

Autocorrelation Test  

Autocorrelation Test Aims to test whether in the linear regression model there is a correlation 

between confounding errors in period t and confounding errors in period t -1 (previous). If there 

is a correlation, it is called an autocorrelation problem (Ghozali, 2018:108). In this study, to 

test whether there are symptoms of autocorrelation using the Durbin-Watson test (DW test). 

 

Table 4. Autocorrelation of Results Test 

Model Summaryb 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

Durbin-

Watson 

1 .331a .109 .046 3.11353 1.671 

a. Predictors: (Constant), X3, X1, X2 

b. Dependent Variable: Y 

               Source: Data processed by the author, 2024 

 

The autocorrelation test results show a Durbin-Watson (DW) value of 1.671 while the number 

of independent variables in this study is 3 (K = 3). The research sample was 46 respondents; 

so the dU value = 1.667. So that the results of the dU value < DW value < 4-dU (1.667 < 1.671 

< 2.333) indicate that the data used in this study do not experience autocorrelation symptoms. 
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Correlation and Determination Coefficient Test 

The correlation coefficient is a statistic that calculates the pair of numbers between X and Y 

that describe the relationship between members of the pair (Maria & Chandra, 2023). One such 

analysis is Pearson correlation analysis to test the level of relationship from weak to strong 

between two variables that have normal data distribution (Purnomo in Maria & Chandra, 2023). 

The coefficient of determination (R2) essentially measures how far the model's ability to 

explain variations in the dependent variable. The coefficient of determination is between zero 

and one. A small R2 value means that the ability of the independent variables to explain the 

variation in the dependent variable is very limited. 

 

Table 5. Test Results of the Coefficient of Determination Test 

Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .331a .109 .046 3.11353 

a. Predictors: (Constant), X3, X1, X2 

 Source: Data processed by the author, 2024 

 

Table 6. The Standard Interpretation of Correlation Coefficient 

r value Interpretation 

0.81-1.00 Very high 

0.61-0.80 High 

0.41-0.60 Medium 

0.21-0.40 Low 

0.00-0.20 Very low 

Source: Widodo et al, 2023 

 

From the results of the SPSS output in the table above, the r value or Model Summary 

correlation is 0.331, meaning that there is a weak correlation coefficient relationship between 

organizational culture, work environment and compensation on employee performance. From 

the model summary table, the R Square value is 0.331. So, the magnitude of the contribution 

of the influence of the independent variables is 33.10%, while the remaining 66.90% is 

influenced by other factors not examined in this study. 

 

Multiple Linear Regression Test 

To determine the effect of the independent variables of organizational culture, work 

environment and compensation on the dependent variable (employee performance). The author 

uses data analysis using SPSS version 26. Linear regression is calculated using the formula: 

Y = a +𝒃𝟏𝟏 𝒙𝟏+ 𝒃𝟐 𝒙𝟐+𝒃𝟑 𝒙𝟑 + 𝒆 
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Table 7. Multiple Linear Regression test Results 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

Collinearity 

Statistics 

B 

Std. 

Error Beta 

Tolera

nce VIF 

1 (Constant) 22.591 5.253  4.301 .000   

X1 .233 .112 .314 2.084 .043 .935 1.069 

X2 .016 .082 .035 .198 .844 .664 1.506 

X3 .013 .103 .023 .126 .900 .664 1.505 

a. Dependent Variable: Y 

Source: Data processed by the author, 2024 

 

Y=22,591+0,233X1+0,016X2+0,013X3+e 

The interpretation of the regression model above is: 

a = 22,591. If the organizational culture, work environment and compensation are equal 

to 0 (zero) or constant (no increase or decrease) then the employee performance 

obtained is 22.591. 

X1 = 0,233. If the organizational culture increases by 1 (one unit) while the work 

environment and compensation remain, employee performance will increase by 

0.233. 

X2 = 0,016. If the work environment increases by 1 (one unit) while the organizational 

culture and compensation remain, employee performance will increase by 0.016. 

X3 = 0,013. If compensation increases by 1 (one unit) while organizational culture and 

work environment remain, employee performance will increase by 0.013. 

 

Hypothesis Test 

Partial Test (t test) 

The purpose of the partial test is to determine how far the influence of the independent variable 

(X) on the dependent variable (Y) is partially. Hypothesis testing is carried out using a 

significance level of 0.05 (α = 5%). 

Table 8. Partial test Results (t) 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 22.591 5.253  4.301 .000 

X1 .233 .112 .314 2.084 .043 

X2 .016 .082 .035 .198 .844 

X3 .013 .103 .023 .126 .900 

a. Dependent Variable: Y 

         Source: Data processed by the author, 2024 

 

1. Partial test of organizational culture on employee performance 

Based on the results of the SPSS analysis above, it shows that the t value for the 

organizational culture variable (OC) is 2.084 and t table 2.018; t count> t table (2.084> 

2.018) then organizational culture has a significant effect on employee performance. 
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2. Partial test of work environment on employee performance 

Based on the results of the SPSS analysis above, it shows that the t value for the work 

environment variable (WE) is 0.198 and t table 2.018; t count < t table (0.198 < 2.018) 

then the work environment has no significant effect on employee performance. 

3. Partial test of compensation on employee performance 

Based on the results of the SPSS analysis above, it shows that the t value for the 

compensation variable (CP) is 0.126 and t table 2.018; t count < t table (0.126 < 2.018) 

then compensation has no significant effect on employee performance. 

 

5. Conclusion 

 

Based on the results of testing and analysis partially (t test) organizational culture has a 

significant effect on employee performance; the results of this analysis are supported by 

research (Oktavia & Fernos 2023), (Fathoni et al 2021), (Damayanti & Ismiyati 2020). The 

work environment has no significant effect on employee performance in accordance with the 

results of research (Warongan et al, 2022). Compensation has no significant effect on employee 

performance; the results of this analysis are supported by research (Rianda & Winarno 2022). 

Limitations in this study: (1) The research was only conducted in shipyard companies 

(shipyard) in the future it can be done in manufacturing companies or types of fabrication 

companies in the oil and gas sector; (2) the number of samples in this study is small; (3) the 

independent variables are only three while there are many other factors that can be studied to 

determine the improvement of employee performance, for example, adding mediation and 

moderation variables in future research. 

Some suggestions from researchers: (a) a good organizational culture such as toolbox meetings 

must be cultivated in the company in order to increase synergy between employees in the 

organization; (b) a safe work environment should be of particular concern because employees 

work in dangerous area locations; (c) compensation the results are not significant therefore for 

the company, this variable should be considered so that employees who work can be more 

active and create a conducive and competitive work atmosphere in the company. 
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