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Abstract: This study aims to determine the effect of work environment, communication, and 

workload on employee performance at PT. Setia Kawan Abadi. Work environment, 

communication, and workload are independent variables, during employee performance is a 

dependent variable. The population of this study was employees at PT. Setia Kawan Abadi. The 

type of research used is quantitative; the data used in this study is primary data from respondents' 

answers to the questionnaire and processed using SPSS software version 28. Furthermore, the 

sampling technique used is census or total sampling with the number of respondents obtained by 

55 employees of PT. Setia Kawan Abdi.  The study’s results based on the t-test (Partial) 

prove that the work environment on employee performance has a positive and insignificant 

effect. At the same time, communication and workload significantly positively impact employee 

performance. The variables of work environment, communication, and workload simultaneously 

affect employee performance. 

Keywords: Work Environment, Communication, Work Load, and Employee Performance 

 

 

1. Introduction  

 As the business world develops, companies must be able to manage human resources well. 

According to (Agustina & Salmah, 2021), The role of human resources is essential because it is 

one of the drivers of all company activities or activities in achieving its goals, both for-profit and 

for maintaining the company's survival in the hope that the company's goals will be achieved 

properly. 

 The work environment is a factor that indirectly affects employee performance. A conducive 

work environment provides security and allows employees to work optimally. The work 
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environment directly influences employees in completing the responsibilities of the tasks 

assigned to employees. 

 Communication plays a vital role in a company. Every time you work with fellow 

employees requires effective communication to understand what is conveyed by fellow 

employees. According to (Sari, 2019), Communication is essential in establishing a relationship, 

both physical and individual or organization.  

 Employee workload is one factor influencing employee satisfaction because an appropriate 

workload can be one of the potentials that need to be maintained according to the stages of 

employee compensation. In the world of work, employees will get tasks that will be done by 

what is done to employees and must be completed within that period. The volume of work 

results or records of work results can show the volume produced by several employees in a 

particular section. 

 A production process will run smoothly if the company can comfort its employees. This 

research was conducted at the company PT Setia Kawan Abadi. Is it a company engaged in the 

production of traditional medicines? Which started operations in September 2007 and focuses on 

the production of medicines, supplements as well as natural health food and drinks using 

traditional ingredients 

 

2. Method 

 This research was conducted from March 2022 – June 2022 at PT Setia Kawan Abadi 

Jakarta. The research method used quantitative methods with purposive sampling with 55 

respondents. Data analysis in this study used SPSS version 28.0. The analysis used in this 

research is the Validity Test, Reliability Test, Multicollinearity Test, Heteroscedasticity Test, 

Multiple Linear Analysis, T-Test, F Test, and Coefficient of Determination (R2). 

 

3. Results and Discussion 

The framework of the research conducted is as follows: 
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Figure 1 Thinking Framework 

 

In this framework, we want to see whether the influence partially, either by Work 

Environment (X1), Communication (X2), or Work Load (X3), affects Employee Performance (Y) 

or whether this influence is carried out simultaneously by (X1, X2, and X3) on Y. 

 

3.1  Hypothesis 

The hypothesis is a temporary conclusion of research that still has to be verified through 

research and data analysis.  

 

H1: Work environment influences employee performance 

The condition of the work environment itself is a source of performance and some of the 

essential elements that satisfy work, namely the work environment that gives status. The 

conditions of the work environment provided by employees can affect performance. If the work 

environment conditions are felt to be by the abilities and desires of the employees concerned, 

they will feel satisfied; it can affect their performance. 

 

H2: Communication affects employee performance 

Communication is essential in doing work; it will also affect employees' performance in carrying 

out their duties; if communication is not paid attention to, it will cause problems or a very 

significant influence between employees or teams. Moreover, this will affect employee 

performance. 

 

H3: Workload affects employee performance 
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The workload is a factor in the work experienced by every employee and will affect employee 

performance; in this case, the workload can be a factor in decreasing performance. Moreover, 

employees must get used to the work given and be done correctly and responsibly. 

 

H4: Work environment, communication, and workload together affect employee performance 

Work environment, communication, and workload affect employee performance in producing 

traditional medicines. Suppose one of the conditions or factors above cannot support or fulfill the 

requirements in food production. In that case, it will affect employee performance and the results 

of the production of these traditional medicines. 

 

3.2  Validity test 

From the results of filling out questionnaires to 55 respondents in this study, the following 

data were obtained: the majority of respondents aged between <30 years were 21 respondents 

(38.2%) (Table 1), with education graduating from high school/high school a total of 44 (80%) 

(Table 2), with working division from production as 40 respondents (72.7 %) (Table 3). 

 

Table 1 Age of Respondents 

 

 

 

 

 

 

 

 

 

 

 

Table 2 Respondents’ Education 
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Table 3 Working Division 

 

 

 

 

 

 

 

 

 

 

From the results of the analysis through SPSS on the validity of the data obtained valid data for 

Work Environment, Communication, Work Load and Employee Performance (Table 4) 

 

Table 4 Work Environment, Communication, Work Load and  

Employee Performance  Validity Test Results 
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3.3  Reliability Test 

A reliability test is a tool to measure a questionnaire which is an indicator of the variable. A 

questionnaire can be reliable if one's answers are consistent or stable over time. An instrument 

can be reliable if the Cronbach alpha value is > 0.60 (Pianda, 2018). The reliability test results of 

Work Environment, Communication, Work Load, and Employee Performance  (Table 5). 

 

Table 5 Work Environment, Communication, Work Load and  

Employee Performance  Reliability Test Results 

 

 
 

 

3.4  Classical Assumption Testing 

Classical assumption testing is carried out so that the processed sample data can genuinely 

represent the population as a whole. The classical assumption test aims to determine the 

condition of the data used in the study. This test is carried out through the Multicollinearity Test, 

Heteroscedasticity Test, and Normality Test. 

 

3.4.1 Multicollinearity Test 

The multicollinearity test was used to determine whether the regression model found a 

correlation between independent variables. A good regression model should not correlate with 

the independent variables. One way to determine whether multicollinearity exists in the 

regression model is by looking at the tolerance value and variance inflation factor (VIF). If 

multicollinearity occurs, the tolerance value is < 0.10 or equal to the VIF value > 10. If 

multicollinearity does not occur, the tolerance value is > 0.10 or equal to the VIF value < 10 

(Perdana, 2016, p. 46)  

The results of the analysis show that there is no multicollinearity (Table 6). 

 

 

 

 

 

Table 6 Multicollinearity Test Results 
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3.4.2 Heteroscedasticity Test 

The heteroscedasticity test was carried out to test whether there is an inequality of variance 

in the regression model from the residuals of one observation to another. A good model has 

homoscedasticity or does not have heteroscedasticity. Measurements use the Glejser test; if the t 

count value ≤ from the t table and a significant value ≥ 0.05, then it is not significant ≤ 0.05, then 

heteroscedasticity occurs (Raharjo, 2019, accessed 05 May 2022). Table 7 shows the results of 

the heteroscedasticity test data processing with a sig level of 0.05: 

 

Table 7. Heteroscedasticity Test Results 

 
 

3.4.3 Normality test 

The normality test aims to test whether the regression model is usually distributed. Testing 

the normality of the data in this study using the Kolmogorov-Smirnov method/application to the 

Kolmogorov-Smirnov test is that if it is significant below 0.05, it means that the data to be tested 

has a significant difference from the average, meaning that the data is not standard (Hidayat, 

2012). May 05, 2022). 
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Table 8. Normality Test Results 

 

Based on the normality test results in Table 8, it can be seen that the Asymp. Sig results 

obtained a value of 0.200. This result, when compared with the value of Sig. 0.05, the 

Asymp.The Sig value is more significant, so it can be concluded that the research data is usually 

distributed. Figure 4. shows the P-plot image. 

 
Figure 2. P-Plot image 

 

3.5  Multiple Linear Regression Analysis Model 

A multiple linear regression analysis models is the development of a simple regression 

analysis. Its purpose is to predict the value of the dependent variable (Y) if the independent 

variables are at least two or more. Multiple linear regression analysis can be calculated using a 
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computer with the SPSS program, and some using a calculator or manually. From Table 9, the 

multiple regression coefficient formulae are 

 Y = a + b1X1 + b2X2 + e  

 Y = 10.240 + 0,-014X1 + 0,238X2 + 0,235X3 + e  

Description: Employee Performance (Y), Work Environment (X1), Communication (X2), Work 

Load (X3), Regression Coefficient (b1, b2), Error (e) 

 

Table 9 Multiple Linear Regression Test Re 

 

 

 

 

 

 

 

 

 

 

 

 

 

From the results of multiple regression analysis using SPSS version 28 (Table 9), it can be 

interpreted as follows: 

1. The constant value is 10,240, meaning that the work environment (X1), communication (X2), 

and workload (X3) have the same value as 0, so employee performance (Y) has a value of 

10,240 or 10,240% 

2. The value of the work environment regression coefficient (b1) is -0.014, meaning that the 

work environment variable has the opposite direction; this is because several work 

environments are inadequate or according to procedures, and this will reduce employee 

performance 

3. The value of the regression coefficient of the communication variable (b2) is 0.238. This 

means that if the communication variable increases, communication with employees can 

improve employee performance, assuming the other independent variables remain constant 

4. The regression coefficient value of the workload variable (b3) is 0.235. This means that if the 

workload variable increases, it can increase the company's output results, and employee 

performance must increase, assuming the other independent variables remain constant. 

 

3.6 Individual Parameter Test (t-Test) 

This t-statistical test determines whether the independent variable partially affects the 

dependent variable. The basis for decision-making in the t-test is based on the statistical value of 
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the SPSS output results; if the significant value is <0.05, the independent variable has a 

significant effect on the dependent variable (Raharjo, 2019, accessed 05 May 2022). If the 

significant value is > 0.05, the independent variable has no significant effect on the dependent 

variable. Based on the value of count, if count > from the table, there is an influence of variable x 

on variable y, and vice versa. Table 10 shows the new results of the t-test with a significance of 

0.05 or 5% 

 

Table 10 T-Test Results 

 

 

It can be explained based on the results of the (partial) t-test with SPSS software. 

1. Based on the results of 4.11 above, it shows that H1 is rejected; it is known that the work 

environment variable has a Sig of 0.848, which means it is more significant than 0.05, and 

based on the thing value the value is -0.193 which means it is smaller than the table value = 

2.00758. Thus the work environment variable has no significant effect on employee 

performance. 

2. The results showed that H1 was accepted; based on table 4.11, the communication variable 

obtained count = 2.162, a significant value of 0.035 compared to table 2.00758, so count > 

table and sig value <0.05. This shows that the communication variable has a significant effect 

on employee performance. 

3. The results of the H3 study show the workload variable obtained count = 2.249 and a sig 

value of 0.029. This shows that the count > table and the sig—value < 0.05. Thus the 

workload variable affects employee performance. 

 

3.7 Simultaneous Effect Test (F) 

The F statistic test is used to show whether all the independent variables included in the 

model have a simultaneous effect on the dependent variable. The basis for decision-making in 

the F test is based on the significant value and the Fcount value of the SPSS output results; if the 

significant value is <0.05, if the Fcount value is more significant than Ftable, then the 

independent variables simultaneously (simultaneously) affect the dependent variable. Below are 

the results of the F test (simultaneous) with a significant level of 0.05 or 5%. 
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Table 11 F Test Results 

From the results of the F test in Table 11, the calculated F value is 5.443, and the sig. 0.003. 

Compared with Ftable 2.786, Fcount > Ftable and Sig value <0.05. Thus indicating that the 

variables of work environment, communication and workload simultaneously affect employee 

performance. 

 

3.8 Coefficient of Determination Analysis (R2) 

The analysis of the coefficient of determination (R2) can test the model's ability to explain 

the variation of the independent variable (independent variable). In this study, the coefficient of 

determination (R2) analysis was tested to determine how to work discipline and work 

environment affect employee performance. The coefficient of determination (R2) range is 0-1. A 

small coefficient of determination indicates that the independent variable (independent variable) 

cannot explain the dependent variable (the dependent variable). On the other hand, if the 

coefficient of determination (R2) is significant and close to 1, it indicates that the independent 

variable (independent variable) provides almost all the information needed to predict changes in 

the dependent variable (dependent variable). Table 15 analyzes the coefficient of determination 

through data processing using the SPSS 26 application. The coefficient of determination 

measures how far the model can explain the variation of the dependent variable. The coefficient 

of determination is between 0 and 1. A value close to one means that the independent variable 

provides almost all the information needed to predict the dependent variable. Table  12 shows the 

results of the coefficient of determination test (R2): 

 

Table 12 Analysis of the Coefficient of Determination 
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The data processing results for the value of Adjusted R Square (R2) in Table 12 obtained the 

number 0.198 or 19.8%. 19.8% of employee performance can be explained by the work 

environment, communication and workload. At the same time, 80.2% of employee performance 

is explained by other variables that are not included in the study. 

 

4. Conclusion 

Based on the results of the analysis that has been carried out in research and discussion, 

there is an influence of work environment, communication, and workload on employee 

performance; there is no influence of the work environment on employee performance; there is 

an influence of work environment, communication, workload, and work environment 

simultaneously or together on employee performance at PT Setia Kawan Abadi Jakarta. Of 

course, other factors not discussed in this study will affect employee performance, such as 

leadership style, career, individual abilities, facilities, and bonuses. For companies, it is 

recommended to have a work environment, maintain effective communication and a balanced 

workload to increase the value of company productivity, and provide a comfortable work 

environment for employees and their leaders so that they can do their jobs well and comfortably. 
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