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Abstract:
The performance of the Yapen Island Regency's Agriculture and Food Security Agency, as the
responsible local government agency in developing the local agriculture sector, is still far from
optimal, as seen from the decrease in its budget absorption. This study aims to determine and
analyze the influences of work motivation, leadership, and work environment on employee
performance at the mentioned local government agency. This quantitative research used a
survey employing a questionnaire as a research instrument. Of 108 public officers became the
sample. Multiple regression tests analyzed data with the help of SPSS software. The results
showed that 1) there was a significant influence of motivation on employee performance, 2)
there was a significant effect of leadership on employee performance, 3) there was a significant
effect of the work environment on employee performance, and 4) motivation was the most
dominant factor in affecting employee performance at the observed local government agency.
Keywords: work motivation; leadership; work environment; employee performance

I. Introduction
An organization requires human resources (HR) as the primary driving force of
activities related to the company (Chadwick & Dabu, 2009). HR is the most critical factor of
the company because it helps the company achieve its targeted outcome and goals (Wirtenberg
et al., 2007). Therefore, every organization, including government organizations, always tries to
improve the performance of its employees, namely the state civil apparatus, to improve the
performance of these government organizations (Fernandez & Moldogaziev, 2013).
The primary tasks of government officials as state civil apparatus and civil servants are
to administer the government offices and provide services to the community, which serve as
the benchmarks for their performance (Tarandung, 2016). The service performance of the
Yapen Islands Regency's Agriculture and Food Security Agency can be seen from several
indicators, one of which is the budget and expenditure realization. The budget and
expenditure realization of the observed local government agency presented in Table 1 marks a
decreasing trend in the percentage of budget realization from 2013 to 2017. The percentage
experienced a jump in 2015, only to drop again in 2016 and 2017.
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Table 1. Budget and Budget Realization for 2013-2017
Year
2013
2014
2015
2016
2017

Budget
Rp1.351.718.000
Rp1.923.320.000
Rp17.875.347.000
Rp21.786.528.000
Rp24.931.147.857

Realization
Rp1.351.718.000
Rp1.890.779.164
Rp17.574.592.000
Rp21.254.967.000
Rp24.092.966.147

Budget Realization
Percentage
100,00%
96,47%
98,31%
97,56%
96,64%

Source: The Yapen Islands Regency's Agriculture and Food Security Agency (2019)
The budget realization of the observed local government agency for 2013-2017
indicated an efficient use of budget allocation because no budget realization exceeds the
predetermined budget amount. However, at the same time, the budget realization also denoted
a declining trend in budget absorption. Inefficient budget absorption implies problems in
budget management, such as poor program and activity planning, poor coordination between
planning units and activity implementation units, and poorly implemented programs
(Fahrianta & Carolina, 2016). The decrease in the absorption capacity of the annual budget
also indicates the low performance of the observed local government agency. The allocated
budget should be best utilized to improve performance. The performance of its public officers
also determines the performance of the observed local government agency.
Many factors contribute to employee performance. There have been countless
researches on Indonesia public officers' performance. These researches found that the
following factors can affect government agencies' performance, especially those related to the
observed local government agency. These factors are competence (Syamsir & Ramlawati,
2019), motivation (Syamsir & Ramlawati, 2019; Sulaeman, 2018; Indrawati, 2019),
organizational culture (Indrawati, 2019), leadership (Syamsir & Ramlawati, 2019; Sakti et al.,
2018), work environment (Tandoapu et al., 2020), job satisfaction (Tandoapu et al., 2020),
employee discipline in the workplace (Sulaeman, 2018; Sakti et al., 2018), and compensation
(Sakti et al., 2018; Saleleng & Soegoto, 2015).
This research used the factors found to affect the employee performance at the
observed local government agency by the prior studies as a reference for conducting an initial
survey. The initial survey was undertaken by distributing questionnaires to 33 employees at the
studied organization to determine the influential factors that affected employee performance.
The results of the initial survey showed three factors that were mostly selected by
respondents, namely motivation (90.1%), leadership (84.85%), and work environment
(75.76%). Based on the initial survey, this study focused on examining the extent of these
three factors affecting employee performance at the observed local government agency.
Many theories have proven how motivation can improve employee performance
(Kuranchie-Mensah & Amponsah-Tawiah, 2016). According to Maduka and Okafor (2014),
motivation refers to the willingness of an individual to put more significant efforts to attain
particular goals. Knowing what employees need can help companies motivate these
employees, thereby improving their performance (Uzonna, 2013; Warokka et al., 2012). Efendi
et al. (2019) added that work motivation is the impetus for companies to improve the
performance of their employees.
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Field observations denoted that employees of the observed local government
organization were low motivated, as indicated by the high percentage of employee lateness to
show up for work or tardiness in completing their job according to the predetermined
schedule. Low motivation can impact the low performance of employees (Wolf & Smith,
1995). Therefore, this study aims to analyze motivational factors as the main factor that affects
employee performance. Employee performance is inseparable from the leadership qualities in
an organization (Alfanny, 2018). Sharma and Jain (2013) defined leadership as a process
whereby an individual influences others to accomplish an objective and directs them in a way
that makes them more cohesive and coherent. Successful leaders can move their subordinates
to achieve high performance (Guterresa et al., 2020). Furthermore, the work environment is
another essential factor affecting employee performance (Imran et al., 2012). According to
Fatihudin (2018), the work environment is everything that surrounds an employee at work and
has an impact on the employee.
The main problem in the work environment of the studied local government
organization is inadequate facilities and infrastructure even though facilities and infrastructure
are an essential part of carrying out activities at the observed organization. The data from the
Strategic Plan of the observed local government organization for 2019-2020 recorded several
damaged facilities and infrastructure. Of the 16 buildings, seven buildings were damaged,
namely the BPP Indanda office, a greenhouse, an extension post building, the regional level
officer's (Mantri Tani) house, a Warari cattle park, a Kamanap livestock park, and a farmhouse
in Ambaidiru. In addition to the ruined buildings, there are also damaged two-wheeled
plantation vehicles, speed boats, and slide-projector. The damage to some of these facilities
and infrastructure can result in poor employee performance.
Various empirical studies revealed mixed findings, which led to research gaps. Some
researchers found that motivation positively affects employee performance (Guterresa et al.,
2020; Kuswati, 2020), but other studies stated the opposite (Muchtar, 2016). Some researchers
also denoted a positive effect of leadership on employee performance (Guterresa et al., 2020),
but other studies could not prove the positive effect (Darojat et al., 2019). Likewise, with the
results of research on the effect of the work environment on employee performance. Some
researchers found a positive and significant effect (Muchtar, 2016), while other researchers did
not significantly affect (Akbar, 2017). These inconsistent findings created a research gap to be
further reviewed in this study using a different model. Given the above description, the
researchers aim to examine the motivational factors, leadership style, and work environment
that affect the observed local government agency's public officers to improve their service
performance.

II. Review of Literatures
2.1. Employee Performance
Human resources in the 21st century are considered vital assets for any company in
achieving its goals (Hafiza et al., 2011). Munawaroh et al. (2013) added that human resources
having good performance are assets for organizations because they impact improving the
quality of organizations, especially government organizations that prioritize service aspects. At
the government level, human resources, commonly referred to as state civil apparatus (ASN –
Aparatur Sipil Negara), can administer government and community services, which are used as
benchmarks for assessing their work performance (Tarandung, 2016). Chunghtai (2008)
further added that one of the potentials to be taken into account and the main factor in
ensuring the government's objective in developing the country is the performance of the state
civil apparatus.

-349-

According to Martono et al. (2018), performance indicates what the employees have
done. Meanwhile, employee performance denotes an individual's ability to perform and
complete a task to help the organization achieve its goals. For this reason, it is imperative to
conduct an objective performance assessment to assist the leader in improving the employee's
performance (Pananrangi et al., 2020).
2.2. Motivation
The word 'motivation' is derived from the Latin' movere,' which means to move
(Ramlall, 2008). Motivation is the key to the success of an organization to maintain efficient
work continuity and help the organization survive (Omolo, 2015). Jurkiewicz et al. (1998), in
their research, found that highly motivated employees will reduce the rate of work accidents,
the level of ethical problems, increase attendance, and reduce employee turnover rates.
Motivation is the process of giving motives, encouragement, or stimulation to subordinates so
that they want to work consciously and sincerely as well as have passion in the effort to
achieve organizational goals. To motivate employees or subordinates, the organization
leadership must know the motives and motivations desired by the employees. There are many
kinds of motivations such as giving proper and fair compensation, giving awards, and so on.
(Kuswati, Y. 2019)
According to Kuranchie-Mensah and Amponsah-Tawiah (2016), employee motivation
is a sensitive matter, so steps are needed to determine good motivation to assist employees in
achieving their performance. Several previous researchers have proven a positive and
significant effect of motivation on employee performance (Kuswati, 2020). Therefore, based
on previous empirical findings, this study proposes the first hypothesis as follows:
H1: Motivation significantly affects the employee performance
2.3. Leadership Style
Leadership in an organization is critical in creating a vision, mission, setting goals,
designing strategies, policies and methods used to achieve organizational goals effectively and
efficiently, and directing and coordinating organizational efforts and activities (Xu & Wang,
2008). Leaders must know which leadership styles can influence the employees and lead to
positive or negative impacts (Sethuraman & Suresh, 2014). Problem-solving and decisionmaking skills are the required qualities for a leader (Hersona and Sidharta, 2017). Combining
the appropriate leadership style will enable a leader to improve the innovative and creative
ability of employees, which in turn improves employee performance (Guterresa et al., 2020).
This finding is in line with previous empirical findings, which found a significant positive
relationship between leadership and employee performance (Hersona & Sidharta, 2017).
Therefore, based on the theory and previous empirical findings, this study proposes the
second hypothesis as follows:
H2: Leadership influences employee performance significantly
2.4. Work Environment
The work environment is a physical and behavioral component that can positively or
negatively impact employee behavior and performance (Olson & Borman, 1989). According
to Nasution (2013), the work environment is something around the organization that can
affect the activities and productivity of employees. Previous research has proven a positive
and significant effect of the work environment on employee performance (Muchtar, 2016;
Wahyudi et al., 2020). In addition, good workplace conditions will create a comfortable
working atmosphere for employees and boost work performance (Putra & Putri, 2020).
Therefore, referring to the previous empirical findings, this study proposes the third
hypothesis as follows:
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H3: The work environment affects employee performance
2.5. Analysis of the Power Size Effect
The organization's success is also highly dependent on the motivation of its employees
(Osabiya, 2015). Technically, the elements that enable employees to carry out their respective
responsibilities and activities are also influenced by work teams and groups, leadership, and
management (McMurray et al., 2012). Several previous researchers have examined the effect of
motivation, leadership, and work environment on employee performance (Darojat et al., 2019;
Muchtar, 2016), but there were only a few to examine the power size effect of each
independent variable on employee performance. Therefore, this study further develops the
previous research by examining the power size effect of work motivation variables and work
environment on employee performance with the following proposed propositions:
P1: There is a different power size effect of each variable (work motivation, leadership, and
work environment) on employee performance
Based on the theory mentioned above, which is supported by several relevant previous
studies, this study will analyze the influences of work motivation, leadership, and work
environment on employee performance at the studied local government agency. The
conceptual framework in this study can be described as follows.
Work Motivation
H1

Leadership

H2

Work Environment

Employee
Performance

H3

III. Research Methods
This research used a quantitative method and is classified as causality or explanatory
research. According to Creswell (2013), quantitative research tests a theory by studying the
relationship between variables. The causal study design was utilized to determine the causal
relationship of the variables in the study (Santoso & Tjiptono, 2002). The data were obtained
through a survey by distributing questionnaires as a compiled-research instrument with a 5point Likert scale.
The research population included all employees at the studied local government
organization, totaling 108 employees. Given the small size of the research population, this
study used a saturated sampling method by involving the entire population as the research
sample. SPSS statistical program was used to analyze the data. The data were then analyzed
with descriptive analysis. It applied validity and reliability testing, classical assumption test, and
regression analysis to determine the effect of independent variables (i.e., motivation,
leadership, and work environment) on the dependent variable, namely employee performance.
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IV. Results and Discussion
Respondents, who participated in a particular study, were asked to answer the
questions either through interviews or questionnaires (Saunders et al., 2011). The
characteristics of the respondents proceeded for further analysis related to the collected data.
In this study, the characteristics of the respondents were analyzed based on gender, age, length
of work, and education. The results of the descriptive analysis in Table 2 represents that most
of the respondents were male (56.50%), aged 41-50 years (45.40%), with an undergraduate
education level (76.90%), working in the studied local government agency for 6 -10 years
(62%).
Table 2. Descriptive Characteristics of Respondents
Category
Sex

Age

Period of Service

Educational
Background

Alternative Answer
Male
Female
20 – 30 year old
31 – 40 year old
41 – 50 year old
> 50 yeard old
<5 years
6 -10 years
>10 years
High School
Diploma 3
Bachelor Degree
Master Degree

Number of Respondents
61

Percentage (%)
56,50%

47
8
17
49
34

43,50%
7,40%
15,70%
45,40%
31,50%

18
67
23
4
6
83
15

16,70%
62,00%
21,30%
3,70%
5,60%
76,90%
13,90%

The respondents' responses related to motivation, leadership, work environment and
employee performance were classified with an interval scale ranging from the highest to the
lowest score divided by five, thus obtaining an interval of 0.80. With an interval of 0.80, the
categorization system is as follows: 1.00-1.80 (very low); 1.81-2.60 (low); 2.61-3.40 (moderate);
3,41-4.20 (high); and 4.21-5.00 (very high). From the average of respondents' responses (Table
3), the mean scores of the motivation, leadership, work environment, and employee
performance variables are 3.93, 4.15, 4.03, and 4.04, which are in the high category. These
results indicate that the studied local government agency's motivation, leadership style, and
work environment are good and are expected to affect employee performance significantly.
Table 3. Distribution of Respondents' Responses
Items
X1.1
X1.2

X1.3

Alternative Responses
STS TS CS S SS
1
2
3
4
5

Highly competitive and always
3
strives for high achievement
Hardworking and always learns
something know for better
0
achievement and get promotion
(career advancement)
Highly considers the need for
establishing social relation
0
with colleagues as a top
priority

Number Average
Score

Category

17

9

57

22

108

3,72

High

10

7

74

17

108

3,91

High

0

5

64

39

108

4,31

Very High
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X1.4

X1.5

X1.6
X2.1
X2.2

X2.3

X2.4
X2.5
X3.1

X3.2
X3.3
X3.4
X3.5

X3.6

Y.1

Highly considers the need for
mutual openness and good
communication with
0
coworkers, relations, and
managers as a top priority
Maintaining high performance
by expecting recognition from
3
colleagues and managers to
inspire others at work
Responsible and eager for
0
having a competitive challenge
Average
Leaders are able to serve as
0
role models for employees
Leaders have extensive
knowledge in completing tasks
and can help employees by
0
providing guidelines on work
completion work to enable a
clear target achievement.
Leaders direct employees to
achieve organizational goals
0
through predetermined targets
in the work program
Leaders direct and develop
employees to stimulate new
0
ideas and opinions
Leaders know and understand
0
the needs of their employees
Average
The workplace has adequate
lighting to provide safe
0
working environment for
smooth workflow
The workplace has a good air
circulation to provide
0
adequate fresh air
The work environment is noisefree to enable smooth workflow 0
without any disruption
The safety of the work
environment is guaranteed to
0
allow workers to work at ease
The work environment is very
pleasant and the colleagues
0
and managers establish a very
harmonious relationship
The work environment is very
pleasant because it is supported
by adequate facilities and
0
infrastructure to support
employee performance
Average
Have a high performance and
0
provide a good and

0

7

68

33

108

3,24

Moderate

11

27

57

10

108

3,56

High

12

10

68

18

108

3,85

High

3,93

High

0

17

42

49

108

4,30

Very High

0

24

46

38

108

4,13

High

7

22

42

37

108

4,01

High

5

13

47

43

108

4,19

High

3

17

52

36

108

4,12

High

4,15

High

6

14

64

24

108

3,98

High

2

15

61

30

108

4,10

High

10

18

69

11

108

3,75

High

2

8

62

36

108

4,22

Very High

1

12

78

17

108

4,03

High

2

23

44

39

108

4,11

High

4,03

High

4,54

Very High

0
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5

40

63

108

Y.2
Y.3
Y.4
Y.5
Y.6

appropriate result
Carry out a large number of
jobs appropriately based on
the predetermined timeline
Carry out jobs appropriately
according to schedule.
Carry out jobs effectively
Carry out jobs quickly and
appropriately without any
supervision from managers
Able to work well in team
with coworkers

0

2

34

59

13

108

3,77

High

0

5

14

57

32

108

4,07

High

0

3

0

83

22

108

4,15

High

5

14

22

50

17

108

3,56

High

0

0

8

78

22

108

4,13

High

4,04

High

Average

Notes: STS = Very Disagree; TS = Disagree; CS = Fairly Agree; S = Agree; SS = Very Agree,
X1 = Motivation; X2 = Leadership; X3 =Work Environment; Y = Employee Performance.
Before testing the hypothesis, the data were firstly tested for the level of validity and
reliability. Validity testing was undertaken to determine whether the research instrument used
was following the research object under study. Meanwhile, reliability testing was done to
measure the consistency of the research instrument. The validity test results indicate that all
statements (items) in all research variables have a statistical r-value greater than the r-table,
namely 0.1591. Therefore, all statements are declared valid. The value of Cronbach's Alpha
indicated the results of reliability testing. Based on Table 4, all variables, namely work
motivation, leadership, work environment, and employee performance, have Cronbach's
Alpha values of > 0.70. Therefore, all statements on the variables are declared reliable and can
be used to examine data under the same conditions and trustworthy.
Table 4. Validity and Reliability Test Results
Items
X1.1
X1.2
X1.3
X1.4
X1.5
X1.6
X2.1
X2.2
X2.3
X2.4
X2.5
X3.1
X3.2
X3.3
X3.4
X3.5
X3.6
Y.1
Y.2
Y.3
Y.4
Y.5
Y.6

R Statistic
0,806
0,763
0,583
0,497
0,703
0,725
0,843
0,799
0,853
0,763
0,796
0,709
0,773
0,579
0,769
0,661
0,718
0,706
0,612
0,663
0,750
0,494
0,703

Cronbach’s Alpha

0,772

0,868

0,787

0,701
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Afterwards, the researchers tested the classical assumption by conducting a normality
test, multicollinearity test, and heteroscedasticity test. Researchers conducted a normality test
to find out whether the data obtained were normally distributed or not. Normality test was
carried out using the Kolmogorov Smirnov test. The results of the normality test (Table 5)
indicate that the Asymp value. Sig of 0.058 is more significant than 0.05. This result means
that the data is normally distributed.
The steps continued with a multicollinearity test to determine whether the regression
model is correlated with the independent variables. A correlation indicates a multicollinearity
problem. The test results (Table 5) showed that the independent variables, namely work for
motivation, leadership, and work environment, have tolerance values greater than 0.10 and
VIF values less than 10. Thus, it can be concluded that there is no multicollinearity in the
regression model.
The last stage of the classic assumption test was the heteroscedasticity test to
determine whether there is an error or inequality of variance from the residual of observation
to another observation in the regression model. Researchers used the Glejser test to find out
the results. It showed that the significant value of the three variables used was more than 0.05.
This result means that there is no heteroscedasticity problem in the regression model used by
the researcher.
Table 5. Classical Assumption Test Results
Normality Test
Kolmogorov
Smirnov
0,084

Multicollinearity Test

Asymp.
Sig
0,058

Heteroscedasticity
Test

Variable

Tolerance

VIF

Sig Score

X1

0,802

1,247

0,383

Sig
Limit
0,05

X2

0,713

1,402

0,080

0,05

X3

0,681

1,468

0,074

0,05

Table 6. Results of Multiple Regression Analysis and Hypothesis Testing
Model
1
(Constant)
Work Motivation
Leadership Style
Work Environment
R Square

Unstandardized Coefficients
B
Std. Error
9,284
3,514
0,213
0,073
0,213
0,079
0,227
0,088
0,351

Standardized
Coefficients
Beta
0,256
0,252
0,247

t
4,574
2,899
2,693
2,583

Sig.
0,000
0,005
0,008
0,011

a. Dependent Variable: Employee Performance
Based on the multiple linear regression test, it is proven that work motivation has a
significant effect on employee performance and supports the first hypothesis. This finding can
be seen from the t-statistical value of 2.899 and a significance of 0.005 <0.05. These results
mean that the better the employee's motivation, the higher the employee's performance. The
findings of this study are in line with previous research, which found a positive and significant
relationship between motivation and employee performance (Guterresa et al., 2020; Kuswati,
2020).
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Employees at the observed local government organization are motivated mainly by the
need for affiliation. Based on McClelland's (1961) work motivation theory, the need for
affiliation is the need for a warm, friendly, and loving relationship. Employees feel that
establishing social ties with co-workers and other people and being open to each other, and
establishing good communication between co-workers and managers is very important. When
the needs of these affiliates are met, they will be motivated to work better, which ultimately
improves their performance.
Subsequent hypothesis testing shows that leadership has a positive and significant
effect on employee performance and supports the second hypothesis. These results can be
proven from the t-statistical value of 2.693 and a significance value of 0.008 <0.05. The better
the leadership applied at the studied local government agency, the better the employee
performance will be. This finding is in line with previous researchers who also found a
positive and significant impact of leadership on employee performance (Guterresa et al., 2020).
Leaders in the studied local government organization are ideal figures who provide
expected guidance by serving as role models for their employees. In addition, leaders can also
provide intellectual stimulation to spark employee ideas and opinions required for solving
problems. The results of this study support the leadership theory proposed by Bass and
Avolio (1994), who suggested four dimensions of leadership: leaders who provide ideal
influence, inspirational leaders, intellectually stimulating leaders, and leaders who pay personal
attention to each employee.
The results of the third hypothesis testing obtained a statistical t value of 2.583 and a
significance value of 0.011 <0.05, which means that there is a positive and significant effect of
the work environment on employee performance. Thus, this study supports the third
hypothesis. These results align with previous researchers who also found a positive and
significant effect of the work environment on employee performance (Muchtar, 2016;
Wahyudi et al., 2020). The better and more conducive the work environment at the studied
local government agency, the better the performance of the employees there. The work
environment at the observed local government organization is proven to affect employee
performance. Employees can improve their performance because they are supported by a safe
work environment and adequate facilities and infrastructure to work at ease.
Based on the standardized coefficients beta values resulted from the multiple linear
regression analysis, it can be seen that the work motivation variable has the most considerable
coefficient value of 0.256. It means that motivation is the most influencing factor on
employee performance compared to the standardized coefficients beta value of leadership and
work environment variables. Thus, it can be concluded that motivation is the most dominant
factor influencing employee performance at the studied local government agency. Thus, the
proposition of this study, "There is a different power size effect of each variable (i.e., work
motivation, leadership, and work environment) on employee performance at the examined
local government agency," is proven. Work motivation enables the employees to have a high
work enthusiasm and helps them achieve specific goals (Saleleng & Soegoto, 2015).
Finally, the researchers conducted the R² test (coefficient of determination) to measure
motivation, leadership style, and work environment in explaining the performance of
employees at the observed local government agency. The results of the calculation of the
coefficient of determination obtained the value of R² = 0.351, which means that 35.1% of
employee performance can be explained by the variables of motivation, leadership, and work
environment. In comparison, the remaining 64.9% is influenced or explained by other variables
not included in this study.
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V. Conclusion
Based on the results of research on the effect of work motivation, leadership, and
work environment on employee performance at the Yapen Islands Regency's Agriculture and
Food Security Agency, the following conclusions can be drawn: (1) Work motivation affect
employee performance; (2) Leadership affect employee performance; (3) Work environment
affect the performance of employees. This finding means that the higher the work motivation,
leadership, and environment of employees, the better the performance of employees. In
addition, motivation is the most dominant factor to influence employee performance.
However, this study has several limitations. First, the data obtained in this study were
only derived from questionnaire distribution. This study was very dependent on the
respondents' interpretation in answering the questionnaire, which might lead to bias. Second,
the variables studied in this study were only a few and were deemed insufficient to measure
the overall performance of employees at the studied local government agency. Third, the
number of samples was considered small so that the research results are not necessarily
relevant to the object of research with a larger population.
Based on the results of the study's discussion, conclusions, and limitations, the
researcher provides suggestions for leaders at the Yapen Islands Regency's Agriculture and
Food Security Agency to pay attention to the needs that motivate employees to improve their
performance. Leaders can provide sufficient space for employees to interact with co-workers,
involve them in teamwork, and provide recognition, appreciation, and promotion
opportunities for employees.
In terms of leadership, leaders in the studied local government agency should motivate
and guide their employees to achieve the predetermined targets and goals. They also should
improve the quality of leadership to become good role models for employees, encourage
employees to propose creative and innovative ideas/opinion, and pay more personal attention
and care to the needs of employees. In terms of the work environment, leaders at the
examined local government organization must overcome the noise problem in the workplace
by finding noise sources and applying sound suppression technology or improving the spatial
layout and good room dividers. It is also suggested that further researchers add mediating and
moderating variables because direct influence research has been widely studied. Then, further
researchers can also use supporting data, such as interviews, to obtain the result with better
accuracy by avoiding bias tendency.
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