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Abstract

This research endeavors to ascertain how employee performance at PT. Prima Medan Lestari is influenced by work motivation, work
discipline, and the work environment. All the workers at PT. Prima Medan Lestari constitute the focus of this research. The year this
investigation took place was 2025. Using a saturated sampling approach, the study included a sample and population of 40 respondents.
The data were processed utilizing SPSS version 24. Classical assumption tests and multiple linear regression ana lysis were among the data
analysis strategies used. According to the research findings, the t-test for the work motivation variable (X1) reveals a t-value of 7.722,
which is greater than the t-table value of 2.028, and a significance value of 0.000, which is less than 0.05, suggesting that, in part, work
motivation has a favorable and noteworthy impact on how well employees perform. The t-test result for the work discipline variable (X2)
indicates a t-value of 2.727, which exceeds the t-table value of 2.028, alongside a significance value of 0.008, which is less than 0.05,
implying that work discipline, in isolation, exerts a beneficial and substantial influence on employee performance. Regarding the work
environment variable (X3), the t-test yields a t-value of 2.213, which is greater than the t-table value of 2.028, and a significance value of
0.033, which is less than 0.05, thereby signifying that the work environment, in part, positively and significantly affects employee
performance.. The outcome of the F-test reveals that the computed F-statistic of 27.099 surpasses the F-critical value of 2.641,
accompanied by a noteworthy significance level of 0.000, which is less than the threshold of 0.05. The R- squared value, which measures
the proportion of variance explained, stands at 0.668, or 66.8%, signifying the extent to which the predictor variables, namely work
motivation (X1), work discipline (X2), and work environment (X3), account for the variation observed in the employee performance

variable (Y).
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Introduction

Amid heightened competitive pressures within the industrial
sector, enterprises must consistently elevate their managerial
effectiveness to thrive and evolve alongside the fluctuating dynamics
of the commercial landscape. One of the main factors determining
organizational success is effective and sustainable human resource
management, as human resources play a central role in carrying out

all organizational activities, ranging from planning and
implementation to supervision. Without competent human
resources, company strategies cannot be optimally realized.

Therefore, improving employee performance is a crucial aspect in
achieving organizational goals (Hasibuan, 2021). Employee
performance refers to the work results achieved by an individual,
both in terms of quality and quantity, in accordance with the
responsibilities  assigned  (Mangkunegara, 2021). Optimal
performance has a direct impact on increasing productivity,
achieving operational targets, and enhancing organizational
competitiveness. Performance also reflects the level of individual
success in completing tasks and is influenced not only by personal
characteristics but also by the work outcomes that have been
achieved and will be achieved (As’ad, 2015). Consequently,
companies need to pay attention to factors that influence employee
performance, including work motivation, work discipline, and the
work environment (Kasmir, 2019). PT. Prima Medan Lestari is one
of the largest electronic distributors in North Sumatra and plays an
important role in supporting the availability of electronic products
in the regional market.
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distributors in North Sumatra and plays an important role in
supporting the availability of electronic products in the regional
market. However, based on production efficiency target data from
2022 to 2024, although efficiency has increased annually, the
achieved results have not yet met the targets set by the company.
The company's operating effectiveness appears to be less than
perfect based on this circumstance. The preliminary employee
performance survey suggests that most employees have fallen short
of achieving desired production goals, struggle with precision in
their duties, frequently miss deadlines, demonstrate poor
attendance, and find it challenging to collaborate successfully with
their colleagues. The diminished levels of employee performance
observed in this scenario are thought to stem from insufficient
motivation, a lack of self- control, and a work setting that does not
promote success.

Work motivation is a driving force that encourages employees to
work enthusiastically and strive to achieve optimal results.
Motivation is defined as a condition or energy that moves and
directs employee behavior toward achieving organizational goals
(Mangkunegara, 2021). There is a close relationship between
motivation and performance, where stronger motivation leads to
higher performance. This is supported by the findings of Rasyid and
Tanjung (2020), which show that better work motivation
significantly improves employee performance.

However, the pre-survey results reveal that most employees at
PT. Prima Medan Lestari perceive their wages as inadequate, receive
insufficient social security benefits, lack recognition and support for
their performance, rarely obtain bonuses or incentives, and have
limited opportunities for training and self- development. These
conditions may reduce employee motivation and negatively affect
performance. In addition to motivation, work discipline is another
important factor influencing employee performance. Work discipline
is a managerial tool used to encourage employees’ awareness and
willingness to comply with company regulations and prevailing
social norms (Zainal, 2019). Good discipline accelerates the
achievement of organizational goals, while poor discipline hinders
productivity and work effectiveness. Research conducted by
Harahap and Tirtayasa (2020) concludes that work discipline has a
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significant effect on employee performance. Nevertheless, the pre-
survey results show that many employees at PT. Prima Medan
Lestari do not consistently comply with company regulations, arrive
late to work, and are insufficiently careful in using work equipment.

Furthermore, the work environment also plays a significant role
in determining employee performance. The work environment
refers to all conditions surrounding employees that may influence
the execution of their tasks (Sunyoto, 2018). It also includes work
equipment, workplace conditions, working methods, and work
arrangements, both individually and in groups (Sedarmayanti,
2019). Research by Yusnandar (2019) indicates that the work
environment has a significant effect on employee performance.
However, pre-survey findings reveal that relationships between
employees and supervisors are not yet harmonious, compliance with
the use of personal protective equipment is still low, and some
employees do not feel safe in the workplace. This indicates that the
work environment at PT. Prima Medan Lestari has not been fully
conducive to supporting optimal performance.

Method

This investigation utilizes both quantitative and associative
research approaches. The purpose of associative research is to
explore the relationships or connections between variables, and
whether one variable is affected by others. The selection of
associative research as the methodology is due to its effectiveness in
studying data that includes the effect of multiple variables on each
other (Sugiyono, 2021). The participants in this study include all the
full-time staff members of PT. Prima Medan Lestari, who number 40
people. In this study, the researcher included all members of the
group, adding up to 40 people, meaning a saturated sampling
method, also called a census, was used.

The statistical software helped analyze the data using linear
regression. This analysis helps understand how independent
variables impact the dependent one. To make sure the regression
model is accurate, classical assumption tests are performed. These
tests check for things like if the data is normally distributed,
multicollinearity, and heteroscedasticity. T-tests and F-tests are used
to test the hypotheses, and the coefficient of determination
measures how much the independent variables contribute to the
dependent variable..

Results and Discussion

Normality Test

According to Manullang and Pakpahan (2014:182), the

assessment for normality is done to check if the variables, both
those being predicted and those doing the predicting, follow a
typical bell curve pattern within a regression setup. The test for
normality assesses whether the predictor variables, the outcome
variable, or possibly both conform to a standard normal pattern. An
appropriate regression setup is characterized by having its data
spread in a way that reflects a normal curve or comes very close to
it. A regression model is deemed to satisfy the criteria for normality
if the points of data closely cluster around the diagonal line and
exhibit movement that corresponds with the orientation of the
diagonal line. Conversely, if the data points are scattered
significantly away from the diagonal line, or if they do not align with
its trajectory, then the regression model fails to adhere to the

assumption of normality.
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Figure 1. The results of the normality test results
Source: Processed by the author (2025)

Based on Figure 1, the Normal P-P Plot shows that the
histogram displays a balanced bell-shaped curve in the center, and
the P-P Plot points follow the diagonal line. Therefore, the data are
declared to be normally distributed.

Multicollinearity Test

Table 1. Results of the Multicollinearity
Test Coefficients?

a. Dependent Variable: Kinerja Karyawan
Source: Processed by the author (2025)

Based on Table 1, the results of the multicollinearity test show
that the variables of work motivation, work discipline, and work
environment have tolerance values greater than 0.10 and Variance
Inflation Factor (VIF) values less than 10. Therefore, this study is
declared to be free from multicollinearity problems.

Heteroscedasticity Test
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Figure 2. The results of the Heteroscedasticity Test
Source: Processed by the author (2025)

Based on Figure 2, the scatterplot shows that the data points do
not form a specific pattern and are not excessively spread.
Therefore, the data are declared to be free from heteroscedasticity
problems.

Multiple Linear Regression Results

Table 2. Results of Multiple Linear Regression

Coefficients?

Model Unstandardized Standardized
Coefficients Coefficients
B Std. Beta
Error
1 (Constant) 8.190 2.344
Motivasi .622 .081 .760
Simultaneous F-Test
Table 3. Results of Simultaneous F-Test ANOVAa
Sum of Mean
Model Squares df Square F Sig.
1 [Regression{123.300 3 41.100 [27.099 [.000b
Residual [54.600 (36 [1.517
Total 177.900 (39

a. Dependent Variable: Kinerja Karyawan

b. Predictors: (Constant), Lingkungan Kerja, Disiplin
Kerja, Motivasi Kerja

Source: Processed by the author (2025)
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Based on Table 3, the results of the statistical F-test show that
the calculated F-value is 27.099, which is greater than the F- table
value of 2.641, with degrees of freedom (n - k - 1) = 35. In addition,
the significance value is 0.000, which is less than 0.05. Therefore, Ha
is accepted and Ho is rejected. This indicates that work motivation,
work discipline, and work environment simultaneously have a
significant effect on employee performance. Thus, the fourth
hypothesis (H4) is accepted.

Partial t-Test

Table 4. Results of Partial t-Test

Model t Sig.
(Constant) 3.495 (001
1
Motivasi Kerja 7.722 000
Disiplin Kerja 2.827 008
Lingkungan Kerja [2.213 [033

a. Dependent Variable: Kinerja Karyawan
Source: Processed by the author (2025)

The t-value for work motivations is 7.722, which is greater
than the t-table value of 2.028 with degrees of freedom (n - k) = 36
at a significance level of 0.05. The significance value is 0.000, which
is less than 0.05; therefore, Ha is accepted and Ho is rejected. This
indicates that work motivation partially has a positive and
significant effect on employee performance. The t- value for work
discipline is 2.827, which is greater than the t- table value of 2.028
with degrees of freedom (n - k) = 36 at a significances level of 0.05.
The significance value is 0.008, which is less than 0.05; therefore, Ha
is accepted and Ho is rejected. This indicates that work discipline
partially has a positive and significant effect on employee
performance. The t-value for the work environment is 2.213, which
is greater than the, t-table value of 2.028 with degrees of freedom (n
- k) = 36 at a significance level of 0.05. The significance value is
0.033, which is less than 0.05; therefore, Ha is accepted and Ho is
rejected. This indicates that the work environment partially has a
positive and significant effect on employee performance.

R-Squared (R?) Test
Table 5. Results of R-Squared (R*) Test Model Summaryb

R IAdjusted RiStd. Error of the
Square Estimate
Model R Square
1 .833a 693 .668 1.23152

a. Predictors: (Constant), Lingkungan Kerja, Disiplin Kerja,
Motivasi Kerja

b. Dependent Variable: Kinerja Karyawan
Source: Processed by the author (2025)

Based on Table 5, the statistical test results show that the
Adjusted R-squared value is 0.668, which represents the coefficient
of determination. This indicates that 0.668 (66.8%) of employee
performance can be explained by the variables of work motivation,
work discipline, and work environment, while the remaining 33.2%
is explained by other variables outside the model that were not
examined in this study.

Disscussion

The Influence of Work Motivation on Employee Performance
The results of the study indicate that work motivation has a
positive and significant effect on employee performance at PT. Prima

Medan Lestari. This is evident from the t-value ork motivation
which is 7.722 > 2.028 (n - k=40 - 4 =36 a Gressdvia
0.05), with a significance value of 0.000 < eref6re; Ha"is
accepted and Ho is rejected, indicating that work motivation
positively and significantly affects employee performance.
Motivation is always associated with an individual's performance.
Motivation arises from within a person as a drive resulting from
the presence of certain goals. These goals are related to needs, and it
can be said that motivation will not exist if a need is not perceived.
Motivation serves as a driving force within a person that can generate,
direct, and organize behavior. By understanding the important role of
human resources involved in an organization and how to motivate
them appropriately, a company can create employees who are more
enthusiastic and perform at a higher level. This finding is in line with
the studies by Malini, Firmansyah, & Robain (2024) and Ningsih &
Robain (2024), which indicate that the better the motivation provided
to employees, the higher the level of performance achieved.

The Influence of Work Discipline on Employee Performance

The results of the study indicate that work discipline has a positive
and significant effect on employee performance at PT. Prima Medan
Lestari. This is evident from the t-value for work discipline, which is
2.827 > 2.028 (n - k=40 - 4 = 36 at a significance level of 0.05), with a
significance value of 0.008 < 0.05. Therefore, Ha is accepted and Ho is
rejected, indicating that work discipline positively and significantly
affects employee performance. Discipline is considered the sixth
operational function of human resource management. The better the
discipline of employees, the higher their potential work performance.
Without good employee discipline, it is difficult for an organization to
achieve optimal results. According to Fathoni (2015), good work
discipline reflects the extent of an individual's responsibility for the
tasks assigned to them. It fosters work enthusiasm, motivation, and the
realization of organizational and employee goals. Therefore, discipline
is a key factor that strongly influences organizational performance. If
all employees can carry out their responsibilities according to the
targeted time, they are demonstrating discipline, which is a critical
factor in achieving the company’s objectives. This finding is consistent
with previous studies conducted by Astuti & Safitri (2017); Nasution &
Lestari (2022); Farisi, Irnawati, & Fahmi (2020); Azhar et al. (2020);
and Bahri (2020), which concluded that work discipline has a positive
and significant effect on employee performance.

The Influence of Work Environment on Employee Performance

The results of the study indicate that the work environment has a
positive and significant effect on employee performance at PT. Prima
Medan Lestari. This is evident from the t-value for the work
environment, which is 2.213 > 2.028 (n - k = 40 - 4 = 36 at a
significance level of 0.05), with a significance value of 0.033 < 0.05.
Therefore, Ha is accepted and Ho is rejected, indicating that the work
environment positively and significantly affects employee
performance. According to Afandi (2018), the work environment
includes everything around the employee that can influence their
ability to carry out assigned tasks, such as cleanliness, comfort, and
relationships among coworkers. Poor working conditions can make it
difficult for employees to concentrate, disrupt their focus, and reduce
work productivity. For instance, an uncomfortable workspace,
overcrowded rooms, unclean conditions, or poor coworker
relationships can significantly affect employee comfort and
performance. A supportive work environment can foster strong
interpersonal relationships among employees. Company management
should encourage initiative and creativity, creating conditions that
generate enthusiasm and cohesion within the organization, ultimately
enhancing employee performance. This finding is supported by
previous studies conducted by Astuti & Iverizkinawati (2018);
Yusnandar (2019); Elizar & Tanjung (2018); and Siagian & Khair
(2018), which concluded that the work environment plays a significant
role in influencing employee performance.

The Influence of Work Motivation, Work Discipline. And Work
Environment on Employee Performance

The results of the study indicate that work motivation, work
discipline, and work environment simultaneously have a positive and
significant effect on employee performance at PT. Prima Medan
Lestari. This is evident from the F-test, which shows a calculated F-
value of 27.099 > F-table value of 2.641 (n - k - 1 = 35). Therefore, Ha
is accepted and Ho is rejected, indicating that work motivation, work
discipline, and work environment collectively influence employee
performance.



Conclusions and Recommendations

Based on the results of the research and the discussion
presented earlier, the conclusions of the study regarding the analysis
of work motivation, work discipline, and work environment on
employee performance at PT. Prima Medan Lestari are as follows
work motivation partially has a positive and significant effect on
employee performance at PT. Prima Medan Lestari. Work discipline
partially has a positive and significant effect on employee
performance at PT. Prima Medan Lestari. The work environment
partially has a positive and significant effect on employee
performance at PT. Prima Medan Lestari. Work motivation, work
discipline, and the work environment simultaneously have a positive
and significant effect on employee performance at PT. Prima Medan
Lestari. PT. Prima Medan Lestari needs to conduct a comprehensive
evaluation of its existing production processes, particularly
regarding factors that hinder the achievement of efficiency targets.
The company is advised to set more realistic targets, enhance
operational supervision, and utilize more effective technologies and
work methods to ensure that improvements in production efficiency
can fully meet the established goals.

Suggesttions

PT Prima Medan Lestari needs to conduct a comprehensive
evaluation of its existing production processes, particularly focusing
on factors that hinder the achievement of efficiency targets. The
company is advised to set more realistic targets, enhance
operational supervision, and utilize more effective technologies and
work methods so that improvements in production efficiency can
truly meet the established targets. To improve employee work
motivation, the company should review its compensation, reward,
and career development support systems. Providing fair,
transparent, and performance-based incentives, accompanied by
clear promotion opportunities and training programs, is expected to
increase employee satisfaktion and loyalty to the company. The
company is advised to strengthen the implementation of work
regulations by establishing firm and consistent sanctions and
rewards. Regular socialization of work rules and increased
supervisory roles of managers in enforcing discipline are also
necessary to minimize employee indiscipline. PT Prima Medan
Lestari needs to enhance the quality of working relationships among
employees and between employees and management through more
open communication and effective teamwork. In addition, the

company is encouraged to strengthen occupational safety and
security standards, provide adequate supporting facilities, and
create a safe and comfortable working environment to support
employee productivity
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