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Organizations must have a strategy to improve employee 
performance. One of the strategies is to provide training, evaluate the 
leadership style applied by the head of the field, and create a 
comfortable work environment, which can be a solution to improve 
employee performance. This research is a quantitative data collection 
tool questionnaire with a sample of 99 employees using the partial 
least square analysis tool. The results of this study indicate that 
leadership style training and the work environment have a positive 
effect on work motivation. Training, leadership style, work 
environment, and motivation have a positive effect on employee 
performance. Work motivation mediates the relationship between 
training and employee performance. Work motivation mediates the 
relationship between leadership style and employee performance. 
Work motivation mediates the relationship between the work 
environment and employee performance. 
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1. Introduction 

The success of the company depends on the performance of the employees. Employees 
must have two things, they must want to do the job and be able to do the assigned work 
(Bintoro & Daryanto, 2017). Siagan (2002) studies show several triggers for employees to 
perform well, including skills, motivation, leadership, and work environment. To improve 
employee performance, organizations conduct training through skills courses and adequate 
education to employees to improve performance. 

Training is essential in building employee capacity and knowledge (Sarkis et al., 2010). 
Improving employee performance requires understanding motivation within and from the 
environment (Paais & Patiruhu, 2020). Organizational goals influence perception and 
employee performance; organizations can achieve their goals if employees perform well 
(Girdwichai & Sriviboon, 2020). Performance is measured by several factors, one of which is 
skill. Training is specific, practical, and immediate; generally, training improves mastery of 
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various work skills relatively quickly. Training is a way to train and deepen skills that help 
individuals or groups carry out their duties properly and minimize work accidents. In this 
context, there is scope for research on improving skills such as training and increasing 
employee performance. Research (Kuruppu et al., 2021) proves that training affects employee 
performance. 

Not only employee performance is influenced by training. Other factors by training, 
namely work motivation. Motivation is an urge in humans that causes them to do something 
and try to fulfil their needs (Maslow, 2010). In other words, motivation is a behaviour that 
occurs in humans that does not happen by itself, but some things can encourage the creation 
of motivation in humans. Ozkeser (2019) revealed a positive influence between training and 
motivation. Leadership style in an organization has an essential role in encouraging or 
inhibiting employee performance (Amstrong, 2004). Employee performance also depends on 
the leader by building systems and creating safe and harmonious relationships. The extra 
effort of the followers is how much the leader can motivate them (Bass, 1985). This 
motivation's role is to change employees' drive from low to high because motivation can 
provide positive energy and improve performance. Tolu et al. (2021) revealed that leadership 
style has a positive influence on performance and motivation. 

One of the external factors that can affect employee performance is the work 
environment. The work environment is one of the factors that can indirectly affect employee 
performance (Nabawi, 2019). Several aspects affect work motivation: a sense of security, a 
fair salary, a pleasant work environment, and an appreciation of achievement (Rivai, 2004). 
One of the studies that examined the relationship between work environment and employee 
performance was conducted by Baribin & Saputri (2020), which showed that the work 
environment affects work motivation. 

Tolu et al. (2021) state that the work environment affects performance. Besides 
training, leadership style, and work environment, work motivation is the next factor 
influencing performance significantly. People with high work motivation tend to quickly 
complete their work, positively affecting the employee's performance (Tolu et al., 2021). 
Previous research revealed that work motivation positively affects performance (Guterresa et 
al., 2020). 

CV. Cokro Bersatu is a private company in the food industry and bread sales. The 
phenomenon that occurs is the implementation of training that is only given to new 
employees, while old employees are not all parts given training and only certain parts. To 
achieve the goals of the company, quality human resources must be needed because the 
purpose of this company is product-oriented profit, so human resources must have skills and 
be able to meet these targets by providing training so that the skills of employees become 
more improved and then evaluating the leadership style of the head of the field, paying 
attention to the work environment of employees and generating motivation in employees. 
Employees who can have good performance will make the company get satisfying results. 

The difference in gaps in previous research is that inconsistent results lie in training on 
work motivation, training on performance, and work environment on performance. Another 
reason is that the motivation variable in previous studies emphasized intrinsic motivation, 
while extrinsic motivation was rarely studied, and researchers added work environment 
variables. This research can provide additional insight, examining intrinsic, and extrinsic 
aspects. 
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2. Literature Review and Hypothesis Development 
2.1. Literature Review 

2.1.1. Training 
Training means providing new or existing employees with the skills needed to do 

their jobs (Dessler, 2015). As defined by Snell & Bohlander (2013), training is an effort 
of a company that is used as a tool in learning employees who are focused on short-
term performance and to expand the ability of individuals to hold a responsibility in the 
work training of any form and any level leads to changes in employee behaviour 
individually and in groups. According to Snell & Bohlander (2013), training indicators 
include assessment, design, implementation, and evaluation. 
 

2.1.2. Leadership Style 
Luthnas (2002) defines leadership style as how leaders influence their members 

in many ways so that their subordinates want to do what they want to achieve 
organizational goals. The situational leadership style requires a leader to invite his 
subordinates to want to participate and will slowly make their motivation develop 
ideally. A leadership style that can adapt to employees with certain situations and 
conditions (Hersey & Blanchard, 2015). According to Hersey & Blanchard (2015), 
indicators of leadership style include telling, selling, participating, and delegating. 

 
2.1.3. Work Environment 

The work environment refers to institutions and forces outside the organization 
that potentially affect performance (Robbins & Judge, 2013). The work environment is 
designed to create a working relationship that can bind work with its environment. 
Argues that the work environment is a condition related to the characteristics that exist 
in the workplace on the behaviour and attitudes of employees (Schultz & Schultz, 
2006). It is associated with psychological changes due to things experienced by 
employees at work or in certain circumstances. According to Robbins & Judge (2013), 
the work environment's indicators include physical and non-physical work 
environments. 

 
2.1.4. Work Motivation 

The opinion expressed by Robbins & Coulter (2010) is that motivation refers to 
the process by which a person's efforts are energized, directed, and sustained toward 
achieving a goal. States that motivation encourages a person to carry out work to meet 
needs (Herzberg, 1966). Cameron & Green (2019) argue that inner strength is a factor 
in providing energy to an individual to achieve organizational and personal goals. 
Therefore, motivation is often referred to as the process that contributes to and 
maintains goal-directed performance. Herzberg (1966) suggests that motivation 
indicators include intrinsic, extrinsic, and extrinsic motivation. 

 
2.1.5. Employee Performance 

Performance results from employee work in quality and quantity in carrying out 
their duties by the responsibilities given to employees. Quality is the poor level of 
results obtained, while the portion includes the results or the amount received from 
employees' work (Mangkunegara, 2017). Performance is evaluating how well 
employees do their jobs by comparing with predetermined standards and then 
communicating with employees (Mathis & Jackson, 2016). According to Mathis & 
Jackson (2016), indicators of employee performance include quantity, quality, accuracy, 
attendance, and ability to work. 
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2.2. Hypothesis Development 
2.2.1. Positive Effect of Training on Work Motivation  

Research conducted by Niati et al. (2021) proves empirical evidence that 
providing training to employees has a positive effect on motivation. Sweis et al. (2019) 
said that training will influence this motivation because knowledge will increase after 
training. Researched the relationship between training and work motivation; this study 
found a connection between training and motivation positively (Ozkeser, 2019). From 
various analyses, motivation is a behaviour that occurs in humans that does not happen 
by itself, but some things can encourage the creation of motivation in humans. 
Employees who are training will better understand and be confident in their work. With 
that, the employee will also feel the encouragement from the training that makes 
employees feel motivated to do an excellent job without any mistakes. 
H1: Training Has a Positive Effect On Work Motivation 

 
2.2.2. Positive Effect of Leadership Style on Work Motivation  

In previous research conducted by Guterresa et al. (2020), the leader has a 
motivational impact on employees; therefore, there is a significant relationship 
between leadership style and work motivation. Ouakouak et al. (2020) revealed that the 
leader's style would make a natural process in influencing the motivation of his 
subordinates because the leader's behaviour can inspire and develop employees. The 
results obtained show that leadership is proven to work motivation. Researchers state 
that leadership style positively affects work motivation because leaders can be seen 
from their personalities who have an interest in the activities carried out by employees; 
this affects employee motivation (Paais & Patiruhu, 2020). The existence of a leadership 
style can influence work motivation if the leader can influence his subordinates to be 
able to establish good communication and can always motivate employees to work. 
H2: Leadership Style Has a Positive Effect On Work Motivation 

 
2.2.3. Positive Effect of Work Environment on Work Motivation  

Previous research conducted by Baribin & Saputri (2020) showed that the work 
environment in a company can provide comfort and safety for employees in carrying 
out all work activities, and most employees will be motivated to work by showing their 
expertise in their respective fields. Research conducted by Sutanto et al. (2018) shows 
that the work environment includes aspects directly related to employees physically 
and non-physically, which can affect employees, especially employee motivation. Porter 
et al. (2016) state that a positive work environment will make employees' perceptions 
of the company good; therefore, employee motivation also depends on the work 
environment. It is what makes the work environment positively affect work motivation. 
A bad work environment will also impact employee health, and employees will be easily 
stressed, have difficulty concentrating, and can reduce work productivity. 
H3: Work Environment Has a Positive Effect on Work Motivation 

 
2.2.4. Positive Effect of Work Motivation on Employee Performance  

Research conducted by Guterresa et al. (2020) shows unequivocally that 
motivation positively impacts employee performance. Beliefs, attitudes, and values 
exceeding employee expectations will increase employee work productivity. Girdwichai 
& Sriviboon (2020) shows that the work environment contains work stress and 
workload. Therefore, the work environment must be better to reduce employee work 
stress. An inadequate work environment will make employees sick; employee work 
productivity will decrease and cause psychological disorders. People with high work 

http://dx.doi.org/10.12928/fokus.v10i2.2184


Jurnal Fokus Manajemen Bisnis 
Volume 13, Number 2, September 2023, Page 197-214 

Putri & Hartono (Training, leadership style, and work environment on employee performance … )    201 

 

motivation will efficiently complete their work. Therefore, work motivation can impact 
employee performance (Paais & Pattiruhu, 2020). Work motivation can come from 
encouragement from within and outside employees. Motivation is an essential point for 
ongoing employee productivity.  
H4: Work Motivation Has a Positive Effect on Employee Performance 

 
2.2.5. Positive Effect of Training on Employee Performance  

Training is the best way to improve performance in various industrial sectors 
(Kuruppu et al., 2021). Turay et al. (2019) show a reasonably strong relationship that 
says training methods are needed to improve employee performance. Sandora & 
Permadani (2021) reveal that companies that conduct training correctly and according 
to employee needs will increase employee skills, making performance high. It reveals 
that training is a way to train and deepen skills that help individuals or groups carry out 
their duties properly and minimize work accidents. In this context, there is scope for 
research on improving skills such as training and increasing employee performance. 
H5: Training Has a Positive Effect on Employee Performance 

 
2.2.6. Positive Effect of Leadership Style on Employee Performance  

The research results show that the leadership style in managing an organization 
can affect employee performance in carrying out their duties or working (Turay et al., 
2019). Tolu et al. (2021) show that leadership style has a positive impetus on employee 
performance; this happens because a leader's style in leading employees impacts the 
condition of employees in carrying out their duties. Research on the relationship 
between the influence of training on performance (Paais & Pattiruhu, 2020) states that 
leaders with authority when leading can affect performance because leaders will make 
rules or authority that their subordinates will follow by mutual agreement. Employee 
performance also depends on the leader building a system and creating a safe and 
harmonious relationship. 
H6: Leadership Style Has a Positive Effect on Employee Performance 

 
2.2.7. Positive Effect of Work Environment on Employee Performance  

Research that discusses the effect of the work environment on performance 
conducted by Parashakti et al. (2020) found that employees with a conducive work 
environment will increase employee work productivity. Research by Jayaweera (2015) 
revealed that work environment conditions, namely humidity, light, temperature, noise, 
dust, and light factors, will affect employee work productivity; this identifies that the 
work environment contributes to improving employee performance. Research states 
that a healthy and positive work environment can improve employee performance; a 
noisy environment will be dangerous and reduce employee work productivity 
(Girdwichai & Sriviboon, 2020). One of the external factors that can affect employee 
performance is the work environment.  
H7: Work Environment Has a Positive Effect on Employee Performance 

 
2.2.8. Work Motivation Mediates Relationship of Training to Employee Performance  

Saefulloh & Ekowati (2021) state that motivation is a psychological process that 
exists within and by several factors; factors that can affect motivation arise within and 
outside the person. Girdwichai & Sriviboon (2020) concluded that training mediated by 
work motivation is essential for the core business run by the company. Research 
belongs to Sari (2023), which states that employee performance depends on work 
motivation and employee training. Training and work motivation are the main things 
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needed so that employees work well and can reduce losses caused by declining 
employee performance. Employee capabilities are an essential part of the overall 
human resource system. These capabilities include computer skills, critical thinking, 
problem-solving, participation in meeting forums, and report writing. 
H8: Work Motivation Mediates Relationship Between Training And Employee 
Performance 

 
2.2.9. Work Motivation Mediates Relationship of Leadership Style to Employee 

Performance  
The most dominant factor in increasing work motivation is the leadership style in 

leading subordinates, which will have an impact on the motivation of employees and 
will maximize the performance of employees (Martha et al., 2020). This research aligns 
with research conducted by Mavhungu & Bussin (2017), which states that motivation 
significantly mediates the relationship between leadership style and performance; this 
happens because the leadership style is always felt directly by subordinates. Research 
by Mutiya et al. (2022) said that the mediation of work motivation would enable leaders 
to create a reasonably harmonious working relationship with their subordinates; this 
will make employees feel comfortable and experience increased performance because 
they have leaders who care about employees. Guterresa et al. (2020) show that a good 
leadership style and work motivation will improve employee performance; therefore, 
work motivation can mediate the relationship between leadership style and employee 
performance. Work motivation can also mediate the influence of leadership style on 
employee performance. The success of an organization by many things, including the 
leadership style that occurs within the organization. 
H9: Work Motivation Mediates Relationship Between Leadership Style And 
Employee Performance 

 
2.2.10. Work Motivation Mediates Relationship of Work Environment to Employee 

Performance  
Research conducted by Jayaweera (2015) shows that a good leadership style and 

work motivation will improve employee performance; therefore, work motivation can 
mediate the relationship between leadership style and employee performance. The 
study found that a better work environment will result in higher work motivation, 
improving employee performance (Tolu et al., 2021). Research by Iis et al. (2022) 
reveals that a comfortable work environment in any aspect, including facilities, will 
positively impact employee motivation; employees can also establish cooperation 
between coworkers to achieve agency goals. Work motivation can also mediate the 
influence of the work environment on employee performance. If someone is more 
enthusiastic about their performance, their work needs motivation. 
H10: Work Motivation Mediates Relationship Between Work Environment And 
Employee Performance 
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2.3. Research Framework 
 

 
 

Figure 1. Research Framework 
 

Figure 1 above, which explains the conceptual framework, shows that all hypotheses 
in this study have a positive influence. This study examines the role of work motivation as 
a mediator on the influence of training, leadership style, and work environment on 
employee performance.  

 
3. Research Methods 

3.1. Population and Sampling Method 
The population of this study was 397 employees who worked at CV. Cokro Bersatu. 

The sample in this study used the cluster sampling method. According to, cluster sampling 
is a sampling technique that takes representatives from each region or group. The sample 
using the Slovin formula. The sample in this study used the cluster sampling method. 
According to Sekaran (2006), cluster sampling is a sampling technique that takes 
representatives from each region or group. The sample uses the Slovin formula by 
calculating the Slovin formula with a standard error of 10% with a result of 80 and a 
minimum number of respondents. Then, the samples obtained in this study were 99 
respondents. 

Data collection method using a questionnaire. Training (T) variables are measured 
using indicators of assessment, design, implementation, and evaluation sourced from Snell 
& Bohlander (2013). Leadership style (LS) using indicators of telling, selling, participating, 
and delegating sourced from Hersey & Blanchard (2015). Work environment (WE) using 
indicators of physical and non-physical work environment sourced from Robbins & Judge 
(2013). Work motivation (WM) variables using intrinsic and extrinsic indicators sourced 
from Herzberg (1966). Employee performance (EP) using indicators of quality, quantity, 
determination, presence and ability to work together sourced from Mathis & Jackson 
(2016). This study uses a Likert scale of 1-6. 
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3.2. Data Analysis Method 
3.2.1. Outer Model 

Testing using partial least square (PLS) begins with testing the measurement 
model to test the validity and reliability of the instrument (Abdillah & Jogiyanto, 2009). 
A validity test to measure the ability of a research instrument what should be 
measured. 

 
3.2.2. Inner Model 

The inner model describes the relationship between latent variables based on 
substantive theory. Structural model evaluation in PLS uses the coefficient of 
determination (R2) and path coefficient for constructs or endogenous latent variables to 
see the correlation between the constructs created (Abdillah & Jogiyanto, 2009). 

 
3.2.3. Structural Equation Model (SEM) 

A combination technique of path analysis and regression analysis allows 
researchers to simultaneously test a series of interrelated relationships between 
measured variables and latent constructs (Hair et al., 2013). The combination technique 
of path analysis and regression analysis allows researchers to simultaneously examine 
a series of interrelated relationships between measured variables and latent constructs 
(Hair et al., 2013). The hypothesis test using the bootstrapping method. The acceptance 
criterion is that if the p value < 0.05, the hypothesis is accepted. 

 
4. Results and Discussion 

4.1. Validity And Reliability Test 
Table 1. Validity Test Result 

Indicator Cross Loading Conclusion 
T 1 0.833 Proven Valid 
T 2 0.784 Proven Valid 
T 3 0.796 Proven Valid 
T 4 0.790 Proven Valid 
T 5 0.866 Proven Valid 
T 6 0.862 Proven Valid 
T 7 0.878 Proven Valid 
T 8 0.832 Proven Valid 
T 9 0.813 Proven Valid 

T 10 0.817 Proven Valid 
T 11 0.809 Proven Valid 
T 12 0.846 Proven Valid 
T 13 0.797 Proven Valid 
T 14 0.812 Proven Valid 
T 15 0.834 Proven Valid 
T 16 0.799 Proven Valid 
T 17 0.821 Proven Valid 
T 18 0.805 Proven Valid 
T 19 0.876 Proven Valid 
T 20 0.852 Proven Valid 
T 21 0.888 Proven Valid 
T 22 0.873 Proven Valid 
T 23 0.810 Proven Valid 
T 24 0.865 Proven Valid 
T 25 0.893 Proven Valid 
T 26 0.851 Proven Valid 
T 27 0.837 Proven Valid 
LS 1 0.823 Proven Valid 
LS 2 0.865 Proven Valid 
LS 3 0.856 Proven Valid 
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Indicator Cross Loading Conclusion 
LS 4 0.772 Proven Valid 
LS 5 0.894 Proven Valid 
LS 6 0.887 Proven Valid 
LS 7 0.882 Proven Valid 
LS 8 0.910 Proven Valid 
LS 9 0.871 Proven Valid 

LS 10 0.872 Proven Valid 
LS 11 0.845 Proven Valid 
LS 12 0.911 Proven Valid 
LS 13 0.940 Proven Valid 
LS 14 0.921 Proven Valid 
LS 15 0.901 Proven Valid 
WE 1 0.846 Proven Valid 
WE 2 0.782 Proven Valid 
WE 3 0.792 Proven Valid 
WE 4 0.845 Proven Valid 
WE 5 0.865 Proven Valid 
WE 6 0.869 Proven Valid 
WE 7 0.902 Proven Valid 
WE 8 0.870 Proven Valid 
WE 9 0.815 Proven Valid 

WE 10 0.884 Proven Valid 
WM 1 0.879 Proven Valid 
WM 2 0.877 Proven Valid 
WM 3 0.880 Proven Valid 
WM 4 0.882 Proven Valid 
WM 5 0.904 Proven Valid 
WM 6 0.916 Proven Valid 
WM 7 0.856 Proven Valid 
WM 8 0.890 Proven Valid 
WM 9 0.908 Proven Valid 

WM 10 0.880 Proven Valid 
WM 11 0.883 Proven Valid 
WM 12 0.895 Proven Valid 
WM 13 0.883 Proven Valid 
WM 14 0.909 Proven Valid 

EP 1 0.891 Proven Valid 
EP 2 0.884 Proven Valid 
EP 3 0.865 Proven Valid 
EP 4 0.893 Proven Valid 
EP 5 0.901 Proven Valid 
EP 6 0.844 Proven Valid 
EP 7 0.882 Proven Valid 
EP 8 0.896 Proven Valid 
EP 9 0.887 Proven Valid 

EP 10 0.905 Proven Valid 
EP 11 0.898 Proven Valid 
EP 12 0.873 Proven Valid 
EP 13 0.908 Proven Valid 
EP 14 0.869 Proven Valid 
EP 15 0.916 Proven Valid 

Source: Primary Data Processed (2023) 

The validity results in Table 1 show that all indicators of the variables training, 
leadership style, work environment, work motivation, and employee performance are 
valid. The cross-loading value is above 0.7 on each item. 
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Table 2. Reliability Test Result 

Variable Composite Reliability Conclusion 
Training 0.982 Reliable 

Leadership Style 0.975 Reliable 
Work Environment 0.957 Reliable 

Work Motivation 0.980 Reliable 
Employee Performance 0.976 Reliable 

Source: Primary Data Processed (2023) 

The reliability results in Table 2 show that all variables, including training, 
leadership style, work environment, work motivation, and employee performance are 
reliable. The composite reliability value has a value of above 0.7 so that it can proceed to 
test the structural model. 

 

 
Figure 2. Modelling Results 

Source: Primary Data Processed (2023) 

 
Convergent validity is measured using the parameter outer loading factor. The ideal 

loading factor is > 0,7. It can be seen that all loading factors > 0,7 so that all indicators on 
the variable meet convergent validity. 

 
4.2. Hypothesis Test 

Based on Table 2 below, the hypothesis test proves that the first hypothesis has a 
positive original sample value of 0.301 with a p value of 0.000 < 0.05. Thus, the first 
hypothesis is accepted. The second hypothesis has a positive original sample value of 
0.233 with a p value of 0.005 < 0.05. Thus, the second hypothesis is accepted. The third 
hypothesis has a positive original sample value of 0.410 with a p value of 0.000 < 0.05. 
Thus, the third hypothesis is accepted. The fourth hypothesis has a positive original 
sample value of 0.475 with a p value of 0.000 < 0.05. Thus, the fourth hypothesis is 
accepted. The fifth hypothesis has a positive original sample value of 0.152 with a p value 
of 0.036 < 0.05. Thus, the fifth hypothesis is accepted. 
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The sixth hypothesis has a positive original sample value of 0.160 with a p value of 
0.007 < 0.05. Thus, the sixth hypothesis is accepted. The seventh hypothesis has a positive 
original sample value of 0.210 with a p value of 0.029 < 0.05. Thus, the seventh hypothesis 
is accepted. The eighth hypothesis has a positive original sample value of 0.143 with a p 
value of 0.001 < 0.05. Thus, the eighth hypothesis is accepted. The ninth hypothesis has a 
positive original sample value of 0.111 with a p value of 0.009 < 0.05. Thus, the ninth 
hypothesis is accepted. The tenth hypothesis has a positive original sample value of 0.195 
with a p value of 0.000 < 0.05. Thus, the tenth hypothesis is accepted. 

 
Table 2. Hypothesis Test Result 

Hypothesis Original 
Sample 

(O) 

T Statistic 
(|O/STDEV|) 

P Value Conclusion 

Training → Work Motivation 0.301 3.582 0.000 Accepted  
Leadership Style → Work Motivation 0.233 2.812 0.005 Accepted  
Work Environment → Work Motivation 0.410 3.926 0.000 Accepted  
Work Motivation → Employee Performance 0.475 7.623 0.000 Accepted  
Training → Employee Performance 0.152 2.097 0.036 Accepted  
Leadership Style → Employee Performance 0.160 2.709 0.007 Accepted  
Work Environment → Employee 
Performance 

0.210 2.192 0.029 Accepted  

Training → Work Motivation → Employee 
Performance 

0.143 3.341 0.001 Accepted  

Leadership Style → Work Motivation → 
Employee Performance 

0.111 2.606 0.000 Accepted  

Work Environment → Work Motivation → 
Employee Performance 

0.195 3.576 0.009 Accepted  

Source: Primary Data Processed (2023) 

 
4.3. Discussion 

4.3.1. Training Has a Positive Effect on Work Motivation 
Based on the result of the study, training has a positive impact on motivation. 

Training is measured using four proprietary indicators: assessment, design, 
implementation, and evaluation (Snell & Bohlander, 2013). Training provided by the 
company can motivate employees because employees can better master the material, 
skills, and knowledge and can change employee attitudes. Sweis et al. (2019) research 
reveals that training is essential because employees may have greater autonomy. The 
provision of training will also enable employees to face unexpected challenges and will 
make employee motivation levels high. This study's results align with previous 
researchers' results (Ozkeser, 2019; Sweis et al., 2019; Niati et al., 2021), which reveal 
that training has a positive effect on work motivation. 

 
4.3.2. Leadership Style Has a Positive Effect on Work Motivation 

The result of the study show that leadership style has a positive effect on work 
motivation. Leadership style is measured using the theory of telling, selling, and 
delegating (Hersey & Blanchard, 2015). A good leadership style reflects a caring 
attitude and can establish good communication with subordinates. This study's results 
align with Turay et al. (2019), which states that leaders can influence and motivate 
their subordinates by directing employees to task clarity, goal achievement, and work 
execution. Other researchers also said leaders can motivate and influence employee 
psychology (Ouakouak et al., 2020). One factor that has a significant influence is the 
head of the field, who assists, and employees will imitate the leader's behaviour. The 
results of this study are in line with previous research conducted by Turay et al. (2019), 
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Guterresa et al. (2020), Ouakouak et al. (2020), and Paais & Pattiruhu (2020), which 
shows that leadership style has a positive effect on work motivation. 

 
4.3.3. Work Environment Has a Positive Effect on Work Motivation 

The study result show that the work environment positively affect work 
motivation. The work environment is closely related to work motivation; both the 
physical work environment and the non-physical work environment have a strong 
influence on motivation. This finding is supported by Baribin & Saputri (2020) and 
Amalia (2021), which show that the work environment is closely related to motivation. 
The work environment and motivation have a harmonious relationship where the work 
environment can provide comfort and safety in carrying out work activities, and 
employees will be motivated to work to show their expertise in their respective fields. 
Setiyani et al. (2019) show that companies with a good and conducive work 
environment can increase motivation. It happens because employees who feel at home 
and comfortable are around the work environment. Respondent's answers to the 
physical environment indicator are quite dominating due to the workplace conditions 
that support employee work and can directly affect employees. This study's results 
align with previous research conducted by Porter et al. (2016), Sutanto et al. (2018), 
and Baribin & Saputri (2020), which shows that the work environment has a positive 
effect on work motivation. 

 
4.3.4. Work Motivation Has a Positive Effect on Employee Performance 

Based on the study result, work motivation has a positive effect on employee 
performance. It means that the presence of motivation in employees will impact 
employee performance. Work motivation is measured using the theory of Herzberg 
(1966), namely intrinsic and extrinsic motivation. Employee motivation is one of the 
triggers for satisfaction and quality of work, which has a significant psychological 
impact on company strategies in various businesses (Paais & Patiruhu, 2020). Research 
conducted by Aldiansyah & Lukito (2021) revealed that providing motivation is one 
way that employees can work according to directions and be responsible for company 
goals. The thing that makes employees often make mistakes is the need for more 
motivation in employees. In line with what was said by Girdwichai & Sriviboon (2020), 
Paais & Pattiruhu (2020), and Guterresa et al. (2020), employees who have 
demotivation tend to feel dissatisfied, often absent, and even leave work; this indicates 
that employees who are positively motivated will have high performance in the 
company. 

 
4.3.5. Training Has a Positive Effect on Employee Performance 

Based on the research result, training has a positive effect on employee 
performance. It means that training will provide additional knowledge and skills for 
employees to carry out their work and increase employee performance because they 
have training provisions. This research aligns with Sendawula et al. (2018) that training 
is one of the essential human resource management practices and positively affects the 
quality of skills knowledge and will result in high performance. Identifying employee's 
skills, attitudes, and knowledge before starting training is essential because it will make 
valuable training for employees. This is supported by Turay et al. (2019) and Kuruppu 
et al. (2021) training is the best way to improve performance. Andayani & Hirawati 
(2021) reveal that training that is not carried out thoroughly by employees but 
provided only to some employees in each division makes the training not optimal. 
Companies not good at analyzing employee needs will make training futile, and 
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employees will not get what they need. This aligns with previous research (Turay et al., 
2019; Kuruppu et al., 2021; Sandora & Permadani, 2021), which shows that training 
positively and significantly affects performance. The better the training provided and 
on target will positively impact employee performance. 

 
4.3.6. Leadership Style Has a Positive Effect on Employee Performance 

Leaders who can create a comfortable and carefree work environment by 
respecting their employees well. Researchers stated that the leadership style in 
managing an organization can affect employee performance at work (Turay et al., 
2019). This research is supported by Arifa & Muhsin (2018), Nugroho et al. (2020), 
Paais & Patiruhu (2020), and Tolu et al. (2021), which show that leadership style has a 
positive effect on performance. Leaders who have authority when leading can affect 
performance because leaders will make rules that their subordinates will follow by 
mutual agreement. Employees with a good field head in character, attitude, and 
personality in giving orders or getting will not cause excessive stress. Leaders who 
apply two-way communication patterns and exchange opinions make their 
subordinates follow their superiors happily. 

 
4.3.7. Work Environment Has a Positive Effect on Employee Performance 

Based on the study result, the work environment positively affect employee 
performance. The use of work environment theory measured using physical and non-
physical work environment indicators in research is appropriate. The data related to 
the work environment is quite supportive in improving performance. Work 
environment factors strongly influence employees to carry out and complete their 
work. In line with research from Jayaweera (2015) which show that employees with a 
conducive work environment would increase the level of employee productivity. This 
happens because the work environment has a significant influence on improving 
performance. Noise is an essential factor in the work environment that affects 
performance. It happens because employees who concentrate on doing work will be 
distracted when there is a disturbing sound. Research conducted by Nabawi (2019) 
showed that the work environment is one of the factors indirectly affecting 
performance, even though it is not significant on the work environment in the process 
of supporting smooth work. Employee comfort and safety must be in creating a 
conducive work atmosphere. This research aligns with research conducted (Jayaweera, 
2015; Girdwichai & Sriviboon, 2020; Parashakti et al., 2020), which states that the work 
environment affects performance positively. 

 
4.3.8. Work Motivation Mediates Effect of Training on Employee Performance 

The result showed that work motivation positively mediates the relationship 
between training and employee performance. Organization conduct training to 
motivate employees to fight harder in dealing with new problems that exist in the 
company that are unexpected or problems that arise suddenly. Research conducted by 
Saefulloh & Ekowati (2021) states that motivation is a mediating variable in the effect 
of job design on performance. So, if there is an increase in work motivation caused by 
an increase in the level of training conducted by the company, it will increase employee 
performance. Motivation is a psychological process within a person strongly influenced 
by several factors. This factor arises from the employee and from outside the employee. 
Research conducted by Girdwichai & Sriviboon (2020) says that the training will 
encourage employees to generate the latest and relevant ideas helpful in carrying out 
their duties and obligations. This will support the motivation of employees and increase 
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employee performance. Motivation is essential for the core business run by the 
company (Nurhalim & Fahmy, 2021). In other words, increased work motivation 
caused by good training will increase employee performance. This research aligns with 
previous research by Girdwichai & Sriviboon (2020), Saefulloh & Ekowati (2021), and 
Sari (2023), which states that work motivation can mediate the relationship between 
training and employee performance. The higher quality of the training and motivation 
obtained will increase employee performance. 

 
4.3.9. Work Motivation Mediates Effect of Leadership Style on Employee 

Performance 
The result showed that work motivation positively mediates the relationship 

between leadership style and employee performance. The most dominant factor in 
increasing work motivation is the leadership style of leading subordinates, which will 
increase employee performance. In addition, other research conducted by Guterresa et 
al. (2020) found that an effective leadership style encourages employees to be 
motivated so that employees can work optimally and improving employee 
performance. Good support can generate motivation in employees. So, if there is an 
increase in work motivation caused by a reasonable and appropriate leadership style, it 
will increase employee performance. The research conducted is in line with previous 
research by Mavhungu & Bussin (2017), Martha et al. (2020), Guterresa et al. (2020), 
and Mutiya et al. (2022), which proves empirical evidence that work motivation is 
indeed a mediating variable in the relationship between leadership style and employee 
performance. 

 
4.3.10. Work Motivation Mediates Effect of Work Environment on Employee 

Performance 
The result showed that the work environment mediates the positive relationship 

between the work environment and employee performance. A comfortable work 
environment can provide security and comfort for employees in carrying out their daily 
work. Research conducted by Purnamasari (2021) show that employee performance 
will increase if the work atmosphere and environment are comfortable, including 
adequate office facilities. It is in line with research conducted by Tolu et al. (2021) that 
a better work environment will result in higher motivation, leading to increased 
employee performance. So, if an increase in the work environment causes an increase in 
work motivation, it will increase employee performance. Jayaweera (2015) also states 
that companies that think about the work environment and continuously improve will 
increase employee motivation and performance. Therefore, this research, supported by 
previous research conducted by Jayaweera (2015), Tolu et al. (2021), and Iis et al. 
(2022), that motivation mediates the relationship between the work environment and 
employee performance. It means that the work environment in a company will motivate 
employees, which improves employee performance. 

 
5. Conclusion 

Based on the results and data above, training is proven to positively affect work 
motivation and employee performance. Similarly, leadership style positively affects work 
motivation and employee performance. Furthermore, the work environment positively affects 
work motivation and employee performance. Furthermore, work motivation has a positive 
effect on employee performance. Work motivation has a mediating role in the relationship 
between training and performance. Work motivation also has a mediating role in the 
relationship between leadership style and employee performance. Furthermore, work 
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motivation mediates the relationship between the work environment and employee 
performance. From the findings above, some things must be deep; first, this research only 
focuses on the variables of training, leadership style, work environment, and motivation to 
measure employee performance improvement. Subsequent research examines other 
variables that can affect employee performance, such as work-life balance and happiness at 
work (Bataineh, 2019). Secondly, research on types of companies engaged in other industrial 
sectors with a more significant number of samples such as hotels (Jayaweera, 2015) and 
banks (Chauhan, 2019). 

 
References 

 
Abdillah, W., & Jogiyanto. (2009). Partial Least Square (PLS) Alternatif SEM Dalam Penelitian 

Bisnis. Penerbit Andi. 
Aldiansyah, M., & Lukito, H. (2021). Pengaruh Gaya Kepemimpinan dan Motivasi terhadap 

Kinerja dengan Modal Psikologis sebagai Moderating. Jurnal Menara Ekonomi: Penelitian 
dan Kajian Ilmiah Bidang Ekonomi, 7(2). https://doi.org/10.31869/me.v7i2.2869 

Amalia, N. (2021). Pengaruh Lingkungan Kerja terhadap Motivasi Kerja Pegawai Badan 
Pendapatan Daerah Kabupaten Bulukumba (Doctoral dissertation, Universitas Negeri 
Makassar). 

Amstrong, M. (2004). Performance Management. Tugu Publisher. 
Andayani, T. B. N., & Hirawati, H. (2021). Pengaruh Pelatihan dan Pengembangan SDM terhadap 

Kinerja Karyawan PT Pos Indonesia Cabang Kota Magelang. Jurnal Ilmiah Manajemen 
Ubhara, 3(2), 11. 

Arifa, S. N., & Muhsin, M. (2018). Pengaruh Disiplin Kerja, Kepemimpinan, dan Lingkungan Kerja 
terhadap Kinerja melalui Motivasi Kerja. Economic Education Analysis Journal, 7(1), 374-
389. https://journal.unnes.ac.id/sju/index.php/eeaj/article/view/22888 

Baribin, D. P., & Saputri, C. B. (2020). Pengaruh Budaya Organisasi dan Lingkungan Kerja 
terhadap Motivasi Kerja Serta Dampaknya terhadap Kepuasan Kerja Karyawan. Jurnal 
Riset Manajemen Sains Indonesia, 11(1), 46-61. https://doi.org/10.21009/JRMSI.011.1.03 

Bass, B. M. (1985). Leadership and Performance Beyond Expectations. Free Press. 
Bataineh, K. A. (2019). Impact of Work-Life Balance, Happiness at Work, on Employee 

Performance. International Business Research, 12(2), 99–112. 
https://doi.org/10.5539/ibr.v12n2p99 

Bintoro, & Daryanto. (2017). Manajemen Penilaian Kinerja Karyawan. Gava Media. 
Cameron, E., & Green. (2019). Making Sense of Change Management: A Complete Guide to The 

Models, Tools and Techniques of Organization Change. Kogan Page Publisher. 
Chauhan, P. (2019). Impact Of Training and Development Programs on Motivation of Employees 

in "A" Graded Commercial Bank of Nepal. International Journal of Research and Analytical 
Reviews, 6(3), 850–857. 

Dessler, G. (2015). Manajemen Sumber Daya Manusia. Salemba Empat. 
Girdwichai, L., & Sriviboon, C. (2020). Employee Motivation and Performance: Do The Work 

Environment and The Training Matter?. Journal of Security & Sustainability Issues, 9.  
Guterresa, L. F. D. C., Armanu, A., & Rofiaty, R. (2020). The Role of Work Motivation as A Mediator 

on The Influence of Education-Training and Leadership Style on Employee Performance. 
Management Science Letters, 10(7), 1497–1504. 
https://doi.org/10.5267/j.msl.2019.12.017 

Hair, J. F., Sarstedt, M., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2013). A Primer on Partial Least 
Squares Structural Equation Modeling (PLS-SEM) 1st Edition. SAGE Publications. 

Hersey, P., & Blanchard, K. (2015). Management of the organization. Erlangga. 
Herzberg, F. (1966). Work And The Nature of Man. World Publishing Company. 

https://doi.org/10.31869/me.v7i2.2869
https://journal.unnes.ac.id/sju/index.php/eeaj/article/view/22888
https://doi.org/10.21009/JRMSI.011.1.03
https://doi.org/10.5539/ibr.v12n2p99
https://doi.org/10.5267/j.msl.2019.12.017


Jurnal Fokus Manajemen Bisnis 
Volume 13, Number 2, September 2023, Page 197-214 

 

212                                                                                                                                         10.12928/fokus.v13i2.8889 

 

Iis, E. Y., Wahyuddin, W., Thoyib, A., Ilham, R. N., & Sinta, I. (2022). The Effect of Career 
Development and Work Environment on Employee Performance with Work Motivation as 
Intervening Variable at The Office of Agriculture and Livestock In Aceh. International 
Journal of Economic, Business, Accounting, Agriculture Management and Sharia 
Administration, 2(2), 227-236. https://doi.org/10.54443/ijebas.v2i2.191 

Jayaweera, T. (2015). Impact of Work Environmental Factors on Job Performance, Mediating 
Role of Work Motivation: A Study of Hotel Sector in England. International Journal of 
Business and Management, 10(3), 271–278. https://doi.org/10.5539/ijbm.v10n3p271 

Kuruppu, C. L., Kavirathne, C. S., & Karunarathna, N. (2021). The Impact of Training on Employee 
Performance In A Selected Apparel Sector Organization In Sri Lanka. Global Journal Of 
Management and Business Research: A Administration and Management, 21(2), 5-12. 
https://doi.org/10.34257/GJMBRAVOL21IS2PG13 

Luthnas, F. (2002). Organization Behavior. McGraw Hill Inc. 
Mangkunegara, A. P. (2017). Manajemen Sumber Daya Manusia Perusahaan. Remaja Rosdakarya. 
Martha, A. R., Rahardjo, K., & Prasetya, A. (2020). Pengaruh Gaya Kepemimpinan 

Transformasional terhadap Kinerja Karyawan dengan Motivasi Kerja sebagai Variabel 
Mediasi. Profit: Jurnal Administrasi Bisnis, 1-13. 

Maslow, A. (2010). Motivation and Personality. Rajawali. 
Mathis, R. L., & Jackson, H. (2016). Human Resource Management, 15 Edition. Cengage Learning. 
Mavhungu, D., & Bussin, M. H. (2017). The Mediation Role of Motivation between Leadership and 

Public Sector Performance. Journal Of Human Resource Management, 15(1), 1-11. 
https://doi.org/10.4102/sajhrm.v15i0.840 

Mutiya, M., Machasin, M., & Chairilsyah, D. (2022). Pengaruh Pelatihan dan Kepemimpinan 
terhadap Kinerja Karyawan dengan Motivasi sebagai Variabel Intervening Pada PT. 
Telkom Pekanbaru. Jurnal Daya Saing, 8(3), 432–442. 
https://doi.org/10.35446/dayasaing.v8i3.982 

Nabawi, R. (2019). Pengaruh Lingkungan Kerja, Kepuasan Kerja, dan Beban Kerja terhadap 
Kinerja Pegawai. Maneggio: Jurnal Ilmiah Magister Manajemen, 2(2), 170–183. 
https://doi.org/10.30596/maneggio.v2i2.3667 

Niati, D. R., Siregar, Z. M. E., & Prayoga, Y. (2021). The Effect of Training on Work Performance 
and Career Development: The Role of Motivation as Intervening Variable. Budapest 
International Research and Critics Institute: Humanities and Social Sciences, 4(2), 2385–
2393. https://doi.org/10.33258/birci.v4i2.1940 

Nugroho, Y. A., Asbari, M., Purwanto, A., Basuki, S., Sudiyono, R. N., Fikri, M. A. A., ... & Xavir, Y. 
(2020). Transformational Leadership And Employees' Performances: The Mediating Role 
of Motivation and Work Environment. Journal of Education Psychology and Counseling, 
2(1), 438-460. 

Nurhalim, M., & Fahmy, R. (2021). Peran Motivasi sebagai Variabel Mediasi dalam Pengaruh 
Pelatihan terhadap Kinerja Karyawan dalam Kondisi Pandemi Covid-19 Pada PT Jasa 
Raharja Cabang Sumatera Barat. Ekonomis: Journal of Economics and Business, 5(2), 457. 
https://doi.org/10.33087/ekonomis.v5i2.365 

Ouakouak, M. L., Zaitouni, M. G., & Arya, B. (2020). Ethical Leadership, Emotional Leadership, and 
Quitting Intentions In Public Organizations: Does Employee Motivation Play A Role? 
Leadership & Organization Development Journal, 41(2), 257–279. 
https://doi.org/10.1108/LODJ-05-2019-0206 

Ozkeser, B. (2019). Impact of Training on Employee Motivation In Human Resources 
Management. Procedia Computer Science, 158, 802–810. 
https://doi.org/10.1016/j.procs.2019.09.117 

http://dx.doi.org/10.12928/fokus.v10i2.2184
https://doi.org/10.54443/ijebas.v2i2.191
https://doi.org/10.5539/ijbm.v10n3p271
https://doi.org/10.34257/GJMBRAVOL21IS2PG13
https://doi.org/10.4102/sajhrm.v15i0.840
https://doi.org/10.35446/dayasaing.v8i3.982
https://doi.org/10.30596/maneggio.v2i2.3667
https://doi.org/10.33258/birci.v4i2.1940
https://doi.org/10.33087/ekonomis.v5i2.365
https://doi.org/10.1108/LODJ-05-2019-0206
https://doi.org/10.1016/j.procs.2019.09.117


Jurnal Fokus Manajemen Bisnis 
Volume 13, Number 2, September 2023, Page 197-214 

Putri & Hartono (Training, leadership style, and work environment on employee performance … )    213 

 

Paais, M., & Patiruhu, J. R. (2020). Effect of Motivation, Leadership, and Organizational Culture on 
Satisfaction and Employee Performance. The Journal of Asian Finance, Economics and 
Business, 7(8), 577–588. https://doi.org/10.13106/jafeb.2020.vol7.no8.577 

Parashakti, R. D., Fahlevi, M., Ekhsan, M., & Hadinata, A. (2020). The Influence of Work 
Environment and Competence on Motivation and Its Impact on Employee Performance in 
Health Sector. In Proceedings of the 3rd Asia Pacific International Conference of 
Management and Business Science (AICMBS 2019), 259–267. 
https://doi.org/10.2991/aebmr.k.200410.040 

Porter, T. H., Riesenmy, K. D., & Fields, D. (2016). Work Environment and Employee Motivation 
to Lead: Moderating Effects of Personal Characteristics. American Journal of Business, 
31(2), 66–84. https://doi.org/10.1108/AJB-05-2015-0017 

Purnamasari, I. (2021). Budaya Organisasi, Gaya Kepemimpinan, dan Lingkungan Kerja terhadap 
Kinerja Pegawai melalui Motivasi sebagai Variabel Mediasi. Manajemen & Bisnis Jurnal, 
7(1), 1–13. https://doi.org/10.37303/embeji.v7i1.123 

Rivai, V. (2004). Manajemen Sumber Daya Manusia Untuk Perusahaan. 
Robbins, S. P., & Coulter, C. (2010). Manajemen Edisi Kesepuluh. Salemba Empat. 
Robbins, S. P., & Judge, A. T. (2013). Organization Behavior Edition 16. Salemba Empat. 
Saefulloh, A., & Ekowati, S. (2021). Pengaruh Pelatihan terhadap Kinerja Karyawan dengan 

Motivasi sebagai Variabel Intervening pada Usaha Konveksi Adiguna Kota Bengkulu. Jurnal 
Entrepreneur dan Manajemen Sains, 2(1), 87–98. 
https://doi.org/10.36085/jems.v2i1.1380 

Sandora, M., & Permadani, V. A. (2021). Pengaruh Pelatihan dan Lingkungan Kerja terhadap 
Kinerja Karyawan pada PT. XYZ Rokan Hulu Provinsi Riau. Eko dan Bisnis: Riau Economic 
and Business Review, 12(4), 454-467. 

Sari, Y. W. (2023). Pengaruh Pendidikan dan Pelatihan Kerja terhadap Kinerja Karyawan melalui 
Motivasi sebagai Variabel Intervening (Studi pada Karawan Apparelsae Konveksi 
Indonesia). Sang Pencerah: Jurnal Ilmiah Universitas Muhammadiyah Buton, 9(2), 456–465. 
https://doi.org/10.35326/pencerah.v9i2.3129 

Sarkis, J., Gonzalez-Torre, P., & Adenso-Diaz, B. (2010). Stakeholder Pressure and The Adoption 
of Environmental Practices: The Mediating Effect of Training. Journal of Operations 
Management, 28(2), 163–176. https://doi.org/10.1016/j.jom.2009.10.001 

Schultz, D., & Schultz, S. E. (2006). Psychology and Work Today. Pearson Edition, Inc. 
Sekaran, U. (2006). Research Method for Business, A Skill Building Approach Second Edition. John 

Willey & Sons, Inc. 
Sendawula, K., Nakyejwe Kimuli, S., Bananuka, J., & Najjemba Muganga, G. (2018). Training, 

Employee Engagement, And Employee Performance: Evidence From Uganda’s Health 
Sector. Cogent Business & Management, 5(1), 1470891. 
https://doi.org/10.1080/23311975.2018.1470891 

Setiyani, A., Djumarno, D., Riyanto, S., & Nawangsari, L. C. (2019). The Effect of Work 
Environment on Flexible Working Hours, Employee Engagement and Employee 
Motivation. International Review of Management and Marketing, 9(3), 112–116. 
https://www.econjournals.com/index.php/irmm/article/view/8114 

Siagan, S. P. (2002). Kiat Meningkatkan Produktivitas Kerja. Bumi Aksara. 
Snell, & Bohlander. (2013). Managing Human Resources. College Pub. 
Sutanto, E. M., Scheller-Sampson, J., & Mulyono, F. (2018). Organizational Justice, Work 

Environment, and Motivation (Doctoral dissertation, Petra Christian University). 
Sweis, R. J., Ghalion, R., Mashaleh, M. E., Amayreh, I., Niveen, A.-S., & Balkhi, W. A. (2019). The 

Effects of Training and Motivating Employees on Improving Performance of Construction 
Companies: The Case of Jordan. International Journal of Information, Business and 
Management, 11(2), 179–211. 

https://doi.org/10.13106/jafeb.2020.vol7.no8.577
https://doi.org/10.2991/aebmr.k.200410.040
https://doi.org/10.1108/AJB-05-2015-0017
https://doi.org/10.37303/embeji.v7i1.123
https://doi.org/10.36085/jems.v2i1.1380
https://doi.org/10.35326/pencerah.v9i2.3129
https://doi.org/10.1016/j.jom.2009.10.001
https://doi.org/10.1080/23311975.2018.1470891
https://www.econjournals.com/index.php/irmm/article/view/8114


Jurnal Fokus Manajemen Bisnis 
Volume 13, Number 2, September 2023, Page 197-214 

 

214                                                                                                                                         10.12928/fokus.v13i2.8889 

 

Tolu, A., Mamentu, M., & Rumawas, W. (2021). Pengaruh Gaya Kepemimpinan, Lingkungan Kerja, 
dan Motivasi Kerja terhadap Kinerja Pegawai. Jurnal Administrasi Bisnis, 11(1), 7–13. 
https://doi.org/10.35797/jab.v11.i1.7-13 

Turay, A. K., Salamah, S., & Riani, A. L. (2019). The Effect of Leadership Style, Self-Efficacy, and 
Employee Training on Employee Performance at the Sierra Leone Airport Authority. 
International Journal of Multicultural and Multireligious Understanding, 6(2), 760. 
https://doi.org/10.18415/ijmmu.v6i2.766 

 

http://dx.doi.org/10.12928/fokus.v10i2.2184
https://doi.org/10.35797/jab.v11.i1.7-13
https://doi.org/10.18415/ijmmu.v6i2.766

