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 This study aims to analyze the role of leadership and motivation in mediating the influence 

of the work environment on the performance of employees of PT. Bank Mandiri Sorong 

branch during the covid 19 pandemic. The population in this study were all employees of 

Bank Madiri Sorong branch with saturated sampling technique. The method of analysis in 

this research is Structural Equation Modeling (SEM) based on Variance Based or known as 

Partial Least Square (PLS-SEM) using Smart PLS v3.3.3 software. Findings. The results 

showed that the work environment did not directly affect the performance of the employees 

of Bank Mandiri Sorong Branch. Leadership and motivation can mediate the influence of 

the work environment on the performance of employees of Bank Mandiri Sorong Branch. 

The results of this study can be information for the manager of the Sorong branch of Bank 

Mandiri that to improve the performance of their employees during the covid-19 pandemic, 

they cannot rely on the work environment alone, but must also be supported by respectful 

leadership and motivation in the form of health insurance. 
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INTRODUCTION 

Some things that may affect employee productivity include the work environment, equipment, 

standard operating procedures, rewards from systems that are categorized as good or bad, feedback on 

performance, performance expectations, and skills, knowledge, and attitudes (Okasheh & AL-Omari, 

2017).The hottest and trending topic this year is the covid-19 Pandemic, where this Pandemic has an 

impact and frightens the world, including Indonesia. Many studies examine several factors during the 

covid-19 pandemic such as performance, job satisfaction, leadership, employee safety and 

organizational productivity (Bartsch et al., 2020; Grigore, 2020; Kamar et al., 2020; Obrenovic et al., 

2020; Zhang et al., 2020). 

During the covid-19 Pandemic, it was felt in the work environment in the form of government 

regulations regarding health protocols in the implementation of banking services, in the form of 3M, 

namely wearing masks, diligently washing hands, and maintaining social distance (Kominfo, 2020). 

Several banks in the city of Sorong were affected by the covid-19 pandemic, there were 3 (three) 

banks whose employees were first affected by covid-19 (Kompas.Com, 2020). Bank Mandiri Sorong 

Branch, which is one of the three banks where a number of employees have been affected by Covid-19 

(Media Indonesia, 2020). Due to the presence of employees affected by Covid-19, the Bank Mandiri 

Sorong Branch was forced to close the bank's operations for 5 (five) days (Radar Sorong, 2020). 

According to the author, this of course will disrupt employee performance and also have an impact on 

organizational performance. 
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Table 1  Presentation of Employee Performance Assessment 

Aspek Yang Di Nilai Tahun 2018 Tahun 2019 Tahun 2020 

 Kinerja 45% 50% 45% 

 Kompetensi 50% 45% 50% 

 Pembinaan SDM 5% 5% 5% 

 Total 100% 100% 100% 

Source: Primary data of PT. Bank Mandiri Sorong Branch (2021) 

 In addition, the authors also obtained primary data on banking performance from 2018 to 2020 

which showed a decline in banking performance in the form of targets achieved in 2020 which were 

still below the target of the previous year. As for the employee performance data in Table 1 received 

from the head of the general area of the Bank Mandiri Sorong Branch, primary data was obtained which 

showed a decrease in employee performance appraisals in 2020 from the previous year (in 2019), by 

5% where in 2019 the employee performance value based on data sources Key Performance Indicator 

(KPI) Bank Mandiri Sorong Branch by 50% and in 2020 by 45%. 

 The variable of employee performance as a research variable has been widely carried out by 

researchers and is associated with various variables. The studies conducted by Gao et al., (2020); 

Bartsch et al., (2020); Smith et al., (2020); Vieira et al., (2020), obtained about leadership has a positive 

influence on employee performance. However, research conducted by Panagopoulos & Ogilvie, (2015); 

Bayu Saputro and Hotlan (2017) and research by Marjaya and Pasaribu (2019) found that leadership 

has no significant effect on employee performance. Likewise with the research of Wuryani et al. (2021) 

who found that leadership has not been able to contribute to improving performance. 

 Various information that has been described previously indicates that during the covid-19 

pandemic, the Sorong branch of Bank Mandiri experienced several problems in employee performance, 

leadership, motivation and work environment. The results of studies on various articles on performance 

related to leadership, motivation and work environment found inconsistent results. The problems with 

the Sorong branch of Bank Mandiri and the inconsistency of the research results are interesting to be 

studied more deeply in a study. 

 In Hartini's dissertation (2018) Performance is something that is very important in achieving the 

goals of a company. Performance is a final result or stage of achievement of a person as a whole within 

a certain period of time in running a business, activity or business he does in various possibilities such 

as goals or targets, quality of work or standardization, quantity of work results and so on that have 

previously been determined. negotiate together in an agreement. 

 Contingency Theory, the theory assumes that leadership does not come from the nature or 

behavior, but comes from other factors that surround the situation and the process of leadership, as well 

as the presence of followers or members to be led. This theory considers the situation as a determinant 

of success in leading (Yukl, 2016; Tahir, 2014; Stephen P. Robbins & Judge, 2017). 

 Motivation is one of the main issues in behavioral science and is based on the crucial position 

and important role of human resources in achieving organizational goals (Barzoki et al., 2008 in 

Chatzopoulou et al., (2015).Highly motivated employees seem to develop attitudes and behaviors 

positive work-related behaviors such as: they show a higher level of organizational commitment. 

McClelland's theory of motivational needs is closely related to learning theory, because he believes that 

needs are learned or acquired by the types of events that people experience in their environment and 

culture (Sobirin, 2018; Stephen P. Robbins & Judge, 2017). 

 The work environment can be said as everything that is around an employee or employee that 

can affect the way the employee or employee carries out their duties (Okasheh & AL-Omari, 2017). In 

this study, the authors argue that the dimensions of the work environment during the Covid-19 pandemic 

consist of 2 (two), namely 1). Work atmosphere; 2). Facilities and Employment Relations. And for 

indicators that are in accordance with the work environment during the Covid-19 Pandemic (W. Zhang 

et al., 2014; Samson et al., 2015; Hanaysha, 2016; Okasheh & AL-Omari, 2017; Blake et al., 2013; Tsai 
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et al., 2015; Mi et al., 2019) are: Lighting/Light, Temperature, Noise, Security, Cleanliness, Work 

Equipment, Interaction, Company Attention, Health Protocols, and Tools to prevent Covid-19. 

 From the explanation of the existing problem formulations and by reviewing previous research, 

it is found that there is a relationship that states the influence of leadership variables, motivation 

variables and work environment variables on performance variables. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

RESEARCH METHODS 

This research was conducted by survey method. Data was collected using a questionnaire which 

was filled out by respondents/employees of Bank Mandiri Sorong branch. The data obtained were 

analyzed by partial least squares (PLS). The descriptive approach serves to make a systematic and 

factual picture of the data collected from the field through various data collection methods and then 

process it in such a way with descriptive statistical methods and then presented in an easy-to-understand 

form, while the quantitative explanatory method serves to explain patterns. and the direction of the 

relationship of influence or mutual influence between research variables, both the independent variable 

Work Environment (X1), Leadership Intervening Variable (M1) and Motivation (M2), as well as the 

dependent variable Performance (Y1). The population in this study were all employees of Bank Madiri, 

Sorong Branch, which amounted to 72 people. The sampling technique used in this study is the saturated 

sample technique. Saturated sample can be interpreted as a census, where the total population is equal 

to the number of samples (Memon et al., 2020). 

The statistical model used in the analytical method in this study is Partial Least Square (PLS-

SEM). The reason for using the Partial Least Square Model (PLS-SEM) in this study is so that the 

results of the study can show the influence of each indicator in the variables, both indicators on 

independent variables, mediation and dependent variables. And the Partial Least Square (PLS) model 

can display an image of the research chart or construct of the relationship between each variable, both 

latent variables and manifest variables. The purpose of using (Partial Least Square) PLS-SEM is to 

make predictions and develop theories (Joseph F. Hair et al., 2019; Jonathan Sarwono & Umi Nariwati, 

2015; Benitez et al., 2020). 
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RESULTS AND DISCUSSIONS 

 In analyzing the research results, the author uses the Smart PLS v3.3.3 application with 2 (two) 

evaluations including evaluation of measurement model, namely to test validity and reliability which 

is categorized as the outer model analysis stage and evaluation of structural model, namely to test 

hypotheses which are categorized as phase inner model analysis (Joseph F. Hair et al., 2019; Hair et 

al., 2014; Joseph F. Hair et al., 2017; Russo & Stol, 2021). 

1. Evaluation of measurement model / outer model 
 In processing data in the Smart PLS v3.3.3 application before obtaining valid and reliable 

indicators, the PLS ALGORITHM is calculated 5 (five) times. With the first calculation up to the 

fourth calculation, it was found that indicators were not valid on convergent validity, as well as on 

Discriminant Validity for Fornell Lacker Criterion or HTMT that were not appropriate, so these 

indicators had to be discarded (Joseph F. Hair et al., 2017). 

Table 2 Construct Reliability and Validity Final 

Source: Primary data processed with Smart PLS v3.3.3 (2021), KIN=Performance, PI=Leadership, 

MO=Motivation 

 

 

 

 

 

 

 

 

 

 

    Figure 2 Outer Loading Final 

 From the table and figure above, Cronbach's Alpha > 0.7 ; Composite Reliability > 0.7 ; Average 

Variance Extracted (AVE) > 0.5 and Loading Factor > 0.7 (Joseph F. Hair et al., 2017) which indicates 

the instrument used to measure the variable is valid and reliable. 

 

Variables 
Cronbach's 

Alpha 
rho_A 

Composite 

Reliability 

Average 

Variance 

Extracted (AVE) 

Information 

KIN (Y1) 0,903 0,909 0,921 0,595 Valid and Realible 

LK (X1) 0,937 0,940 0,946 0,639 Valid and Realible 

MO (M2) 0,879 0,883 0,912 0,676 Valid and Realible 

PI (M1) 0,962 0,962 0,968 0,789 Valid and Realible 
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2. Evaluation of structural model / inner model 
 The criteria for evaluating the structural model or inner model are by analyzing Coefficient of 

determination (R2 or R Square), Effect Size (f2), Predictive Relevance (Q square or Q2) and Path 

coefficient (hypothesis testing). 

1) Coefficient of determination (R2 or R Square) 

 

Table 3 Coefficient of determination (R2 or R Square) 

Variables R Square 
R Square 

Adjusted 
Strength Rule of thumb 

KIN (Y1) 0,527 0,506 Moderat 
Strong (0.67), 

Moderate (0.33), 

Weak (0.19) 

MO (M2) 0,570 0,564 Moderat 

PI (M1) 0,636 0,631  Strong 

Source: Primary data processed with Smart PLS v3.3.3 (2021), KIN=Performance, 

PI=Leadership, MO=Motivation 

 

Can be explained as follows: 

➢ Performance (Y1) is influenced by the work environment (X1), Leadership (M1) and 

Motivation (M2) by 0.527 or 52.7% and the remaining 100% - 52.7% = 47.3% 

influenced by other factors. 

➢ Leadership (M1) is influenced by the work environment (X1) by 0.636 or 63.6% and 

the remaining 100% - 63.6% = 36.4% influenced by other factors. 

➢ Motivation (M2) is influenced by the work environment (X1) by 0.570 or 57% and the 

remaining 100% - 57% = 43% is influenced by other factors. 

 

2)  Effect Size (f2) 

Table 4 Effect Size (f2) 

Variables Effect Size (f2)  Strength Rule of thumb 

LK (X1) → KIN (YI) 0,002 No effect 

No effect (<0.02) 

Small (0.02), Medium 

(0.15), Large (0.35) 

LK (X1) → PI (M1) 1,748 Large 

LK (X1) → MO (M2) 1,327 Large 

PI (M1) → KIN (YI) 0,096 Medium 

MO (M2) → KIN (YI) 0,073 Medium 

Source: Primary data processed with Smart PLS v3.3.3 (2021), KIN=Performance, PI=Leadership, 

MO=Motivation 

 

 Can be explained as follows, the magnitude of the influence of the work environment variable 

on employee performance is 0.002 with no effect category or the work environment has no effect 

on performance. The magnitude of the influence of the work environment variable on leadership 

is 1,748 with a large category or work environment having a major influence on leadership. The 

magnitude of the influence of the work environment variable on leadership is 1.327 with a large 

category or work environment having a major influence on motivation. The magnitude of the 

influence of the leadership variable on employee performance is 0.096 with the medium category 

or leadership having a medium or moderate influence on employee performance. The magnitude 

of the influence of the motivational variable on employee performance is 0.073 with the medium 

category or motivation having a medium or moderate influence on employee performance. 
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3)  Predictive Relevance (Q square or Q2) 

Predictive Relevance (Q2) value is obtained by: 

Q square = 1 – (1-R square1)(1-R suquare2)...(1-Rsquare n). 

Q square = 1 – (1-0.636)x(1-0.5700)x(1-0.527) 

Q square = 0.926 

From the value of Q2 greater than zero (> 0) indicates the model has predictive relevance whereas 

if the value is smaller than zero (< 0) then the model does not show predictive relevance (Joseph 

F. Hair et al., 2019). The limit of predictive relevance value is 0 < Q2 < 1. The magnitude of Q2 = 

0.926 also indicates that the model in the construct is fit (the closer to 1, the more fit the model). 

4)  Path coefficient (hypothesis testing) 

 The estimated path coefficient is the estimated value for the path relationship in the 

structural model obtained by the bootstrapping procedure. In this study, the limit used is a 

significance level of 5%, one tail test (temporary assumption there is a positive and significant 

effect) so that the t statistic is expected to be greater than 1.645 (Joseph F. Hair et al., 2019) in 

order to answer the hypothesis. 

Table 5 T-Values, P-Values Direct and Indirect Effect 

  Original Sample (O) T Statistics P Values Note 

Direct effect     

LK (X1) -> KIN (Y1) 0,048 0,352 0,362 No Sig. 

LK (X1) -> MO (M2) 0,755 11,864 0,000 Sig. 

LK (X1) -> PI (M1) 0,798 13,228 0,000 Sig. 

MO (M2) -> KIN (Y1) 0,322 1,85 0,032 Sig. 

PI (M1) -> KIN (Y1) 0,402 2,305 0,011 Sig. 

Indirect effect     

LK (X1) -> MO (M2) -> KIN (Y1) 0,243 1,794 0,036 Sig. 

LK (X1) -> PI (M1) -> KIN (Y1) 0,321 2,267 0,012 Sig. 

Source: Primary data processed with Smart PLS v3.3.3 (2021), KIN=Performance, PI=Leadership, 

MO=Motivation 

 

 

 

 

 

 

 

 

 

 

 

 

a) The influence of the work environment on employee performance, the results of this study 

indicate that the work environment that occurs can not improve performance. Which can also 

be interpreted that the theory of the influence of the work environment on employee 

performance directly cannot be proven. This research is not in line with the research conducted 

Figure 3 T Statistics / Direct and Indirect Hypothesis Test 

1,794 

2,267 
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by Bachtiar (2012); Loliyana (2021); Sembiring (2020); Alexandri, Pragiwani, and Panjaitan 

(2019). 

b) The influence of leadership on employee performance, The results of this study indicate that 

leadership that occurs can improve employee performance. According to respondents' 

responses, leadership is expected to start with respectful leadership (outer loading, ol=0.917), 

friendly (ol=0.908), innovative (ol=0.901), right on target (ol=0.895), harmonious, 

(ol=0.889), strategic (ol = 0.873), honest (ol = 0.862), and finally in the form of systematic 

leadership (ol = 0.861). This research is in line with research conducted by Marwansyah & 

Oemar, (2015). 

c) The effect of motivation on employee performance, There is a significant influence between 

motivation on employee performance, it can be seen from the results of data processing in the 

table that the T-count value is 1.850 with a significant P-Values value of 0.032 which is 

smaller than 0.005. According to respondents' responses, the expected motivation is in the 

form of health insurance (ol=0.869), target (ol=0.855), self-actualization (ol= 0.830), 

promotion (ol= 0.807), and achievement (ol= 0.743). This research is in line with research 

conducted by Marwansyah & Oemar, (2015); Rachmawati, (2017); R. Sari et al., (2012); 

Alexandri et al., (2019) and Abusharbeh & Nazzal, (2018). 

d) The influence of the work environment on leadership, the results of this study indicate that a 

good work environment will improve one's leadership. According to respondents' responses, 

the work environment that is prioritized and is expected to be a tool to prevent Covid-19 with 

a statement in the form of "workplace facilities adapted to health protocols, to prevent 

transmission of the Covid-19 virus" (ol = 0.868) will affect leadership attitudes to be more 

respectful (ol = 0.868). 0.917), and friendly (ol=0.908). This study is in line with the research 

conducted by Zhang et al., (2014). 

e) The influence of the work environment on motivation, the results of this study indicate that a 

good work environment will increase the work motivation of an employee. According to 

respondents' responses, the work environment that is prioritized and is expected to be a tool 

to prevent Covid-19 with a statement in the form of "workplace facilities adapted to health 

protocols, to prevent transmission of the Covid-19 virus" (ol = 0.868) will affect motivation 

in the form of health insurance (ol = 0.869 ). This study is in line with research conducted by 

Wiryawan et al., (2020) and Tsai et al., (2015). 

f) The influence of the work environment on employee performance through leadership, the 

results of this study indicate that a work environment mediated by leadership will improve the 

performance of an employee. The existence of leadership mediation is also interpreted as full 

mediation, because if you do not use mediation, then the work environment will not affect 

employee performance. By looking at the outer loading or loading factor in the work 

environment on employee performance through leadership, there is a common thread that can 

be drawn, in the form of a respectful leadership role (ol = 0.917) in mediating a work 

environment that implements health care and virus prevention facilities (ol = 0.868) will 

improve employee performance, especially on adaptive performance (ol=0.853) and 

consistent performance (ol=0.791). 

g) The influence of the work environment on employee performance through motivation, the 

results of this study indicate that the work environment mediated by motivation will improve 

the performance of an employee. The existence of this motivational mediation is also 

interpreted as full mediation. According to respondents' responses, the prioritized and 

expected work environment is a tool to prevent Covid-19 with a statement in the form of 

"workplace facilities adapted to health protocols, to prevent transmission of the Covid-19 

virus" (ol = 0.868) accompanied by motivation in the form of health insurance (ol = 0.869 ) 

will improve employee performance to be more adaptive with the statement "I can adjust to 

every new decision, both from the company and superiors" (ol = 0.853), and employees will 

be more consistent (ol = 0.791). This research is in line with research conducted by Rahim et 

al., (2017), FP Sari & Aziz, (2019), Audrey Josephine & Dhyah Harjanti SE, (2017), Moulana 

et al., (2017), Aktarina, (2015). ), Prakoso, (2014), Bana, (2013). 
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CONCLUSIONS 

The results of research on employee performance during the covid-19 pandemic from direct 

work environment factors have no effect, but through more respectful leadership and motivation in the 

form of health insurance, the work environment will have a positive and significant influence on 

employee performance, especially in the environment. work that has the facilities and means to prevent 

the transmission of covid-19, as well as a work environment that implements health protocols. 

The results of this study can be used as material for consideration and evaluation of the 

appropriate banking work environment during the covid-19 pandemic in order to be able to improve 

employee performance. 

 

REFERENCES 

Alexandri, M. B., Pragiwani, M., & Panjaitan, E. N. (2019). Kinerja Karyawan: Gaya Kepemimpinan, 

Motivasi, Dan Lingkungan Kerja Di Bank. Responsive, 1(3), 97. 

https://doi.org/10.24198/responsive.v1i3.20745 

Bachtiar, D. (2012). Pengaruh Motivasi dan Lingkungan Kerja Terhadap Kinerja Karyawan. 

Management Analysis, 1(1), 120–128. https://journal.unnes.ac.id/sju/index.php/maj 

Bartsch, S., Weber, E., Büttgen, M., & Huber, A. (2020). Leadership matters in crisis-induced digital 

transformation: how to lead service employees effectively during the COVID-19 pandemic. 

Journal of Service Management, 32(1), 71–85. https://doi.org/10.1108/JOSM-05-2020-0160 

Benitez, J., Henseler, J., Castillo, A., & Schuberth, F. (2020). How to perform and report an impactful 

analysis using partial least squares: Guidelines for confirmatory and explanatory IS research. 

Information and Management, 57(2), 103168. https://doi.org/10.1016/j.im.2019.05.003 

Grigore, O. M. (2020). Factors Contributing to Work-Related Absenteeism during the COVID-19 

Pandemic. Sciendo, 8(22), 401–418. https://doi.org/10.2478/mdke-2020-0026 

Hair, J. F., Sarstedt, M., Hopkins, L., & Kuppelwieser, V. G. (2014). Partial least squares structural 

equation modeling (PLS-SEM): An emerging tool in business research. European Business 

Review, 26(2), 106–121. https://doi.org/10.1108/EBR-10-2013-0128 

Jonathan Sarwono, & Umi Nariwati. (2015). Membuat Skripsi, Tesis, dan Disertasi dengan Partial Least 

Square SEM (PLS-SEM). In Arie Prabawati (Ed.), Andi Yogyakarta (1st ed., Vol. 1). Andi 

Yogyakarta. http://online.anyflip.com/pfnd/rnjb/mobile/index.html 

Joseph F. Hair, J., Black., W. C., Babin., B. J., & Anderson., R. E. (2019). Multivariate Data Analysis, 

Eight Edition. In Pearson Education Limited. Pearson Education Limited. 

https://doi.org/10.4324/9781351269360 

Joseph F. Hair, J., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2017). A Primer on Partial Least 

Squares Structural Equation Modeling (PLS-SEM) (L. Fargotstein (ed.); 2nd ed.). SAGE 

Publications, Inc. 

Kamar, K., Novitasari, D., Asbari, M., Winanti, W., & Goestjahjanti, F. S. (2020). Enhancing Employee 

Performance During the Covid-19 Pandemic: the Role of Readiness for Change Mentality. Jurnal 

Dinamika Manajemen, 11(2), 154–166. https://doi.org/10.15294/jdm.v11i2.25279 

Kominfo, B. (2020, October 19). 3M dan 3T, Jurus Pemerintah Tangani Covid-19. Kementerian 

Komunikasi Dan Informatika. https://www.kominfo.go.id/content/detail/30277/3m-dan-3t-jurus-

pemerintah-tangani-covid-19/0/berita_satker 

Kompas.Com. (2020, September 25). 3 Bank di Sorong Ada Puluhan Pegawainya Positif Covid-19 - 

Kompas.com. Kompas.Com. https://amp.kompas.com/regional/read/2020/09/25/16084661/3-

bank-di-sorong-ada-puluhan-pegawainya-positif-covid-19 

Loliyana, R. (2021). Pengaruh Gaya Kepemimpinan, Motivasi Kerja Dan Lingkungan Kerja Terhadap 

Kinerja Pegawai PT. Asuransi Jiwasraya di Bandar Lampung. Jurnal Manajemen Fakultas 



Yunior Pasagi, Rita Yuni Mulyanti, Herningsih (2022).   
Fair Value : Jurnal Ilmiah Akuntansi dan Keuangan. Vol. 4 No. 10 Mei 2022 

P-ISSN: 2622-2191 E-ISSN : 2622-2205 
 

4378 
 

Ekonomi Dan Bisnis Universitas Bung Hatta, 16(1), 6. 

https://ejurnal.bunghatta.ac.id/index.php/JMN/article/view/18330 

Marwansyah, & Oemar, Yy. (2015). Pengaruh Kepemimpinana dan Kompetensi Terhadap Motivasi 

Serta Dampaknya Terhadap Kinerja Karyawan PT. Bank OCBC NISP Tbk Cabang Pekanbaru. 

Jurnal Tepak Manajemen Bisnis, VII(2), 207–222. 

https://jtmb.ejournal.unri.ac.id/index.php/JTMB/article/view/2854 

Media Indonesia. (2020, September 27). Sejumlah Pegawai Bank di Sorong, Positif Covid-19. Media 

Indonesia. https://m.mediaindonesia.com/nusantara/348302/sejumlah-pegawai-bank-di-sorong-

positif-covid-19 

Memon, M. A., Ting, H., Cheah, J.-H., Thurasamy, R., Chuah, F., & Cham, T. H. (2020). Sample Size 

for Survey Research: Review and Recommendations. Journal of Applied Structural Equation 

Modeling, 4(2), i–xx. https://doi.org/10.47263/jasem.4(2)01 

Obrenovic, B., Du, J., Godinic, D., & Tsoy, D. (2020). Sustaining Enterprise Operations and 

Productivity during the COVID-19 Pandemic: “Enterprise Effectiveness and Sustainability 

Model.” Sustainability, 1–28. https://doi.org/10.3390/su12155981 

Okasheh, H., & AL-Omari, K. (2017). The Influence of Work Environment on Job Performance: A 

Case Study of Engineering Company in Jordan. International Journal of Applied Engineering 

Research, 12(24), 15544–15550. 

https://www.researchgate.net/publication/329683671_The_influence_of_work_environment_on

_job_performance_A_case_study_of_engineering_company_in_Jordan 

Radar Sorong. (2020, September 29). Bank Mandiri Basuki Rahmat Tutup Sementara. Radar Sorong. 

https://www.radarsorongnews.com/bank-mandiri-basuki-rahmat-tutup-sementara/ 

Robbins, S. P., & Judge, T. A. (2017). Organizational Behavior, Seventeenth Edition, Global Edition 

(S. Wall (ed.); 17th ed.). Pearson. 

Russo, D., & Stol, K.-J. (2021). PLS-SEM for Software Engineering Research: An Introduction and 

Survey. In ACM Computing Surveys (Vol. 54, Issue 4). https://doi.org/10.1145/3447580 

Sembiring, H. (2020). Pengaruh motivasi dan lingkungan kerja terhadap kinerja karyawan pada Bank 

Sinarmas Medan. Jurnal Akuntansi Dan Manajemen, 13(1), 10–23. 

http://jurakunman.stiesuryanusantara.ac.id/index.php/jur1/article/view/37 

Sobirin, A. (2018). EKMA5101 – Perilaku Organisasi (Edisi 2) – Perpustakaan UT. In Universitas 

Terbuka (3rd ed.). Universitas Terbuka. https://www.pustaka.ut.ac.id/lib/ekma5101-perilaku-

organisasi-edisi-2/ 

Tahir, A. (2014). Perilaku Organisasi. In S. Salim (Ed.), Deeplish. CV Budi Utama. 

https://elibrary.bsi.ac.id/readbook/211782/perilaku-organisasi-buku-ajar 

Yukl, G. (2016). Leadership in organizations (S. Yagan (ed.); 8th ed.). Pearson. 

Zhang, J., Xie, C., Wang, J., Morrison, A. M., & Coca-Stefaniak, J. A. (2020). Responding to a major 

global crisis: the effects of hotel safety leadership on employee safety behavior during COVID-

19. International Journal of Contemporary Hospitality Management, 32(11), 3365–3389. 

https://doi.org/10.1108/IJCHM-04-2020-0335 

 


