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ABSTRACT
Training is a short-term educational process that uses systematic and organized
methods and procedures. The trainees will learn practical knowledge and skills for specific
purposes. In carrying out their duties and obligations, teachers and employees need a work
environment that is conducive and meets standards. The work environment for teachers and
employees can be defined as a scope or area in developing competence and knowledge, as
well as the insights possessed to assist the implementation of work activities that lead to
improving the performance of teachers and employees. In addition to training and work
environment, motivation also plays an important role in encouraging employee morale to
achieve organizational goals. Respondents in this study were teachers and employees at SMK
Negeri 2 Bangli. The number of respondents in this study were 82 respondents using a
technique using the Slovin formula. This research uses Structural Equation Modeling (SEM)
analysis of SmartPls 3.2.8 program. The results of this study indicate that: 1) Job
trainingpositive and significant effect onwork motivation, 2) Job trainingpositive and
significant effect onemployee performance, 3) Environment no workaffectwork motivation,
4) Environment no worktake effectemployee performance, 5) Work motivationpositive and
significant effect onemployee performance.
Keywords: Job Training,Environment Work,Work Motivation, And Employee Performance.
I. INTRODUCTION
Education is a program that contains a goal component, a teaching and learning
process between students and teachers that aims to improve human resources (HR) for the
better. A developed country is a country that pays more attention to the education of its nation
because education is an investment in the development of a nation. With education, a person
can prepare himself with various knowledge and skills for his future. Human resources cannot
have high skills without a touch of education. Therefore, education designed for the nation's
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children must be of quality and quality in accordance with the 1945 Constitution that Article
31 Paragraph 1 of the amendment "Every citizen has the right to education". In educational
institutions such as schools, The human resources owned are vice principals/staff,
teachers/educators, employees/educational staff. In addition, as a supporting component is the
school committee, which has a significant contribution to school management, especially
human resources.
The educational process is a system consisting of input, process and output. Input is
students who will carry out learning activities, the process is an activity of teaching and
learning while the output is the result of the process carried out. From the implementation of
the educational process, it is expected to produce quality and highly competitive human
resources to face competition in the era of globalization.
In addition to the role of teachers as educators, the role of employees or education
personnel in a school organization is very important. However, human resources will be
optimal if managed properly. Principals have a central role in managing personnel in schools,
so it is very important for schools to understand and implement personnel management
properly (Depdikbud, 2017). Employees are the most important element for an operational
success. services to be performed by a group of individuals in an institution that employs them
and all activities related to them are aimed at facilitating the learning/teaching process.
The work environment for teachers and employees can be defined as a scope or area
in developing competence and knowledge, as well as the insights possessed to assist the
implementation of work activities that lead to improving the performance of teachers and
employees. Therefore, a good work environment participates in helping the achievement of
school goals that are expected in accordance with the vision and mission that have been
established. In other words, the more fulfilled the teacher's needs in carrying out learning
activities, the higher the teacher's desire to improve their performance, especially in carrying
out their duties and obligations in educational institutions. A work environment that meets
decent standards of needs will contribute to the comfort of employees in carrying out their
work, friendly attitude of employees, mutual respect when different opinions, harmonious
relationship between employees and leaders which is a mandatory requirement to be fostered
so that the quality of thinking of employees can ultimately improve performance
continuously. This statement is in line with the results of previous research by Chandra &
Setiawan (2018) which shows that the work environment has a positive effect on employee
morale. The same thing was also stated by Pratama & Wismar'ein (2018) and Putri (2019)
that the work environment has a positive and significant effect on employee performance.
However, different research results are shown by Mamangkey, et al (2015) that the work
environment has no effect on employee performance. harmonious relationship between
employees and leaders which is a mandatory requirement to be fostered so that the quality of
employee thinking can ultimately improve performance continuously. This statement is in
line with the results of previous research by Chandra & Setiawan (2018) which shows that
the work environment has a positive effect on employee morale. The same thing was also
stated by Pratama & Wismar'ein (2018) and Putri (2019) that the work environment has a
positive and significant effect on employee performance. However, different research results
are shown by Mamangkey, et al (2015) that the work environment has no effect on employee
performance. harmonious relationship between employees and leaders which is a mandatory
requirement to be fostered so that the quality of employee thinking can ultimately improve
performance continuously. This statement is in line with the results of previous research by
Chandra & Setiawan (2018) which shows that the work environment has a positive effect on
employee morale. The same thing was also stated by Pratama & Wismar'ein (2018) and Putri
(2019) that the work environment has a positive and significant effect on employee
performance. However, different research results are shown by Mamangkey, et al (2015) that
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the work environment has no effect on employee performance. Setiawan (2018) shows that
the work environment has a positive effect on employee morale. The same thing was also
stated by Pratama & Wismar'ein (2018) and Putri (2019) that the work environment has a
positive and significant effect on employee performance. However, different research results
are shown by Mamangkey, et al (2015) that the work environment has no effect on employee
performance. Setiawan (2018) shows that the work environment has a positive effect on
employee morale. The same thing was also stated by Pratama & Wismar'ein (2018) and Putri
(2019) that the work environment has a positive and significant effect on employee
performance. However, different research results are shown by Mamangkey, et al (2015) that
the work environment has no effect on employee performance.
In addition to training and work environment, motivation also plays an important role
in encouraging employee morale to achieve organizational goals. Teacher motivation can be
described as the desires in a teacher to carry out his work as well as possible. Teachers work
because they want to be more prosperous, want to excel, develop, improve their careers, and
so on. If these desires are achieved and produce changes, the teacher will have high work
motivation. In his research Firmawati (2016) said that there was a significant influence
between work motivation on teacher performance. Work motivation on teachers will affect
teacher activities in schools to achieve maximum teacher performance.
Based on the description above, and the initial field study, the most worrying problem
that occurs at SMK Negeri 2 Bangli at this time is the low level of training programs and
teacher work motivation and the work environment which leads to the quality of individual
work. One of the cases that occurs is that there is a gap between expectations and reality. The
low interest of employees and teachers to take part in training held by government agencies
and other private institutions so that all of this has a big influence on the quality of work.
Based on the problems above, the researcher considers it necessary to find a solution as a way
to solve the problems that occur in SMK Negeri 2 Bangli as described above by conducting a
study to further improve the quality of work of teachers and employees.
II. LITERATURE REVIEW
Grand theory
Attribution theory or attribution theory provides an explanation of the process of how
we determine the causes or motives of a person's behavior (Ardiansah, 2003). This theory
refers to how someone explains the causes of the behavior of others or oneself which is
determined whether from internal or external and its influence will be seen in individual
behavior, dispositional attributions and situational attributions or internal and external causes
(Ardiansah, 2003). Dispositional attributions something refers to in a person. Meanwhile,
situational attributions refer to the environment that influences behavior. Determination of the
attribution of causes whether an individual or a situation is influenced by three factors
(Ardiansah, 2003):
1. Consensus is the behavior shown if everyone facing a similar situation responds in
the same way.
2. Distinctiveness is the behavior shown by different individuals in different situations
3. Consistency is the same behavior in a person's actions from time to time.
According to Fritz (1958) attribution theory is a framework for understanding how
individuals interpret their own behavior and the behavior of others. Attribution theory
emphasizes how individuals interpret events and how this relates to their thinking and
behavior. Attribution theory developed by Fritz Heider explains that there are two reasons for
a person's actions, namely reasons from within a person and reasons that come from outside
the person. Internal reasons for a person come from within in an action, for example, self75

competence, while external strength is an encouragement from outside a person to act, for
example the work environment and organizational culture in a job.
There are many types of attribution theory such as Heider's theory, correspondence
inference theory and Kelly's theory of causal attribution. A systematic analysis of how people
interpret the causes of other people's behavior was originally carried out by Heider Heider
suggests that each of us in our daily interactions with other people will behave like a scientist.
Then, the correspondence inference theory proposed by Edward Jones and colleagues studied
the effect of environmental tendencies and forces on causality. They analyze the conditions
that lead to dispositional attribution, or what they call communication reasoning. He
determined that the particular predisposition (permanent stimulus) was the actor's behavior or
a rational explanation for that behavior. Then Kellley's theory of causal attribution, It focuses
on a person's behavior caused by internal or external factors. To answer this question, we need
to consider several aspects such as consensus, consistency, and wisdom.
This research was conducted to ensure that through training and the work environment
can affect the performance of teachers and employees at SMK Negeri 2 Bangli. This research
can also see the role of motivation in improving employee performance as a stimulus in
improving the performance. Teacher and employee performance is the result of work achieved
by a person in carrying out the tasks assigned to him to achieve work targets. The performance
of a person including teachers and employees can work well if they have high performance
so that they can provide good results for the company. Increasing or decreasing employee
performance in a company is strongly influenced by various factors, both internal and external
factors that arise within a company.
The low interest of teachers and employees of SMK Negeri 2 Bangli in participating
in training programs held by government agencies and private institutions. This indicates a
lack of enthusiasm for the work of teachers and employees of SMK Negeri 2 Bangli to achieve
organizational goals. Reviewing the previous review, Supardi (2016: 54) argues that
performance is a function of the interaction between identical abilities and basic abilities
supported by motivation. The theory can be interpreted that people who have high basic
abilities but have low motivation will produce low performance, as well as people who have
high motivation but low abilities will produce low performance. In carrying out their duties
and obligations, teachers and employees need a work environment that is conducive and meets
standards.
Hypothesis
Based on the problem formulation and theoretical review described above,
conclusions can be drawn from an alleged relationship between two or more variables that
will be tested for truth.
The framework proposed for this research is based on the results of the theoretical
study as described previously. The framework of thought will make it easier to understand in
observing the direction or path of discussion in this study, which is accompanied by a research
paradigm to provide a more detailed and clear picture of the relationship between the research
variables used. This framework is also prepared based on the results of theoretical studies and
the results of research that has been done previously by other researchers.
Effect of training on work motivation
Training relates to the skills and abilities of teachers and employees to carry out their
current work. Teachers and employees who often attend training and the knowledge they gain
is applied in their work will increase their work motivation, this statement was conveyed by
previous research researched by Yuyun (2017) which concluded that training has a positive
and significant effect on employee work motivation. The more often the training is carried
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out, the employee's motivation is also expected to increase. Training has a positive and
significant effect on employee performance.
H1:There is a positive effect and significant training on the work motivation of teachers and
employees at SMK Negeri 2 Bangli
The influence of the work environment on work motivation
The work environment also affects the emotions of teachers and employees. If teachers
and employees like the work environment in which they work, then teachers and employees
will be positively motivated to do their jobs, and vice versa. According to Caksana (2019),
the work environment has a positive and significant effect on work motivation with a p value
of 0.000 which is smaller than = 0.05 and a beta coefficient of 0.494. These results can explain
that teachers are motivated to work if the work environment is good and able to support the
activities carried out by teachers and employees.
H2: There is a positive effect and the significant work environment on the work motivation
of teachers and employees at SMK Negeri 2 Bangli
Effect of training on performance
Teaching performance will increase if every teacher who has attended the training is
able to apply the results of the training that has been followed to learning activities so that it
will also have an effect on increasing learning outcomes. To improve their performance,
teachers must always try to be on time, use appropriate learning methods and strategies, attend
training and so on so as to improve the quality of learning. In research, Paramarta (2020)
found that job training has a positive and significant effect on employee performance. These
results indicate that the more job training is given, the more employee performance will be
H3:There is a positive effect and significant Training on the performance of teachers and
employees at SMK Negeri 2 Bangli
Effect of work environment on performance
A good, comfortable work environment that meets the standard of eligibility
requirements will affect teachers and employees in carrying out their duties. A conducive
work environment provides a sense of security so that teachers and employees will work more
optimally. Work carried out optimally will show good performance as well. In Nurmala's
research (2018), there is a significant positive relationship between the work environment and
teacher performance. The better the work environment, the better the teacher's performance.
H4: There is a positive influenceand significant work environment on the performance of
teachers and employees at SMK Negeri 2 Bangli
The effect of motivation on performance
Positive motivation is a reason for an employee to be able to continue to perform as
well as possible. Positive motivation is also a driving force to further increase enthusiasm in
doing work. In addition to positive motivation, sanctions given to employees who lack
discipline will provide lessons, thereby reducing the motivation of teachers and employees to
carry out their duties properly. This is often called negative motivation. Both of these
motivations, will affect the performance of teachers and employees. Irawati (2019), mentions
in her research that these results can be interpreted that an increase in a teacher's work
motivation will support an increase in teacher performance.
H5:There are positive and significant influence of motivation on the performance of teachers
and employees at SMK Negeri 2 Bangli.
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III. RESEARCH METHODS
Research Location and Time
The location used as the object of this research is at SMK Negeri 2 Bangli. SMK
Negeri 2 Bangli is a government agency, which was established in 2004 under the name SMK
Negeri 2 Bangli. Located on Jl. Raya Kayubihi Bangli. KM 9 Bangli phone (0366) 92779
operates from Monday-Friday at 07. 30 - 16.00 wita. The choice of SMK Negeri 2 Bangli as
the research location was due to the low interest of employees and teachers to participate in
training held by government agencies and private institutions, as well as the lack of cleanliness
of the environment at SMK Negeri 2 Bangli.
Population and Sample
The population in this study were all teachers and employees at SMK Negeri 2 Bangli
as many as 103 teachers and employees.
The researcher in determining the sample in this study used the slovin formula as a
tool to calculate the sample size because the number of known population was more than 100
respondents. The total population in this study were 103 teachers and employees, obtained
from the data provided by SMK Negeri 2 Bangli and the results of calculations carried out by
researchers. For more details, the researcher uses the Slovin formula with an error rate of
10%, and this is stated by Sugiyono (2017).
Slovin formula ideally this formula is used in research provided that the sample is
minimal in a study where, not all of them are sampled in the population. Allowance for
inaccuracy due to sampling errors that can still be tolerated in this study. Based on the
explanation above, then by using the Slovin formula, the number (n) is 81.9085 teachers and
employees which are then rounded up to 82 teachers and employees to be used as research
samples. In the sample is the minimum amount that can be used in this study.
Identification of Research Variables
The variables of this study consist of the independent variable (independent) and the
dependent variable (dependent) and the mediating variable (intervening), each of which has a
cause-and-effect relationship.
Data analysis technique
The data of this study were analyzed by Partial Least Squere SEM. Partial Least
Squere SEM data analysis is an analysis used to develop or predict an existing theory. PLS
SEM is an alternative to using SEM analysis where the data are not normally distributed:
therefore SEM-PLS is known as a soft modeling technique with requirements that are not as
stringent as those of SEM, for example in terms of measurement scale, sample size and
residual distribution ( Sarwono & Narimawati (2015).
IV. RESULTS AND DISCUSSION
1. Hypothesis testing results
a. Test the direct influence hypothesis
The recapitulation of the Path coefficient validation test results for each path for the
direct effect can be presented in Table 1.
Table 1
Direct Effect Hypothesis Testing Results
No
1

Relationship between Variables
Job training (X1) -> Motivation (Y1)

Path
TStatistic
Coefficien
s
t
0.807
5,921

Information
H1 Accepted
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2
3
4
5

Work environment (X2) -> Motivation (Y1)
Job training (X1) -> Performance (Y2)
Work environment (X2) -> performance (Y2)
Motivation (Y1) -> Performance (Y2)

0.056
0.410
-0.114
0.630

0.370
2.090
1,300
3,820

H2 rejected
H3 accepted
H4 rejected
H5 accepted

Source: 2022 data, processed
Table 1 shows the results of hypothesis testing which are described in the following
description:
1) Job training (X1) proved to have a positive and significant effect on work motivation (Y1).
This result is indicated by a positive path coefficient of 0.807 with T-statistic = 5.921 (Tstatistic > 1.96), so that hypothesis 1 (H1): Job training has a positive effect on work
motivation. From the results obtained, it can be stated that the better job training, the work
motivation will increase.
2) Work environment (X2) no proven to have a positive and significant effect on work
motivation (Y1). This result is indicated by a positive path coefficient of 0.056 with Tstatistic = 0.370 (T-statistic <1.96), so hypothesis 2 (H2): Job training has a positive effect
on work motivation cannot be proven.
3) Job training (X1) has been shown to have a positive and significant effect on employee
performance (Y2). This result is indicated by a positive path coefficient of 0.410 with Tstatistic = 2.090 (T-statistic > 1.96), so hypothesis 3 (H3): Job training has a positive effect
on employee performance can be proven. From the results obtained, it can be stated that
the better job training, the employee performance will increase.
4) Work environment (X2) no proven to have a positive and significant effect on employee
performance (Y2). This result is indicated by the positive path coefficient of -0.114 with Tstatistic = 1.300 (T-statistic <1.96), so hypothesis 4 (H4): Job training has a positive effect
on employee performance cannot be proven.
5) Work motivation (Y1) has been proven to have a positive and significant effect on
employee performance (Y2). This result is indicated by a positive path coefficient of 0.630
with T-statistic = 3.820 (T-statistic > 1.96), so that hypothesis 5 (H5): Work motivation has
a positive effect on employee performance. From the results obtained, it can be stated that
the more work motivation increases, the employee's performance will increase.
b. Indirect test results through mediating variables
In testing the following hypothesis, the mediating role of Work Motivation (Y1)
variable on the indirect effect of Job Training (X1), Work Environment (X2) on Employee
Performance (Y2) will be examined. The indirect effect hypothesis testing in this study is
presented in Table 2.
Table 2
Recapitulation of Mediation Variable Test Results
No
1

2

Variable Mediation
Job Training -> Work
Motivation ->
Employee
Performance
Work Environment ->
Work Motivation ->
Employee
Performance

(a)

(b)

(c)

(d)

Note:

0.410
(Sig)

0.860
(Sig)

0807
(Sig)

0.630
Partial
(Sig) Mediation

-0.114
(N.Sig)

0.627
(Sig)

0.056
(N.Sig)

0.630 Unproven
(Sig) Mediation

Source: 2022 data, processed
Information:Significant
(Sig) = T statistic > 1.96 at = 5%,
NotSignificant (N.Sig) = T statistic < 1.96 at = 5%
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Information that can be obtained from Table 2 above can be conveyed in the following
description:
1. Work motivation as a mediation of the indirect effect of job training on employee
performance. These results are shown from the mediation test carried out, it appears that
the effect of a; c; and d has a significant value and the path coefficient value a<b. The
results of this test show that job training can affect employee performance through work
motivation can be proven empirically. Based on these results, it can be interpreted that the
increasing work motivation based on good job training, then the performance of employees
at SMK Negeri 2 Bangli will increase. Other information that can be conveyed, the
mediating effect of work motivation variables on the indirect effect of job training on
employee performance is partial mediation.
2. Work motivation does not mediate the indirect effect of the work environment on employee
performance. This result is shown from the mediation test carried out, it appears that the
effect of c has an insignificant value. The results of this test show that the work
environment can affect employee performance through work motivation which cannot be
proven empirically. Based on these results it can be interpreted, the higher the work
motivation based on a good work environment, it does not affect the performance of
employees at SMK Negeri 2 Bangli. Other information that can be conveyed, the mediating
effect of work motivation variables on the indirect effect of the work environment on
employee performance is not a mediation (Unproven Mediation).
Results The overall analysis can be recapitulated the direct effect, indirect
effect, and total effect in the following Table 3 presentation.
Table 3
Recapitulation of Direct, Indirect and Total Effects
No
1
2
3
4
5
6
7

Variable
Job Training (X1) -> Work Motivation
(Y1)
Job Training (X1) -> Employee
Performance (Y2)
Job Training (X1) -> Work Motivation
(Y1) -> Employee Performance (Y2)
Work environment (X2) -> Work
Motivation (Y1)
Work environment (X2) -> Employee
Performance (Y2)
Work environment (X2) -> Work
Motivation (Y1) -> Employee
Performance (Y2)
Work Motivation (Y1) -> Employee
Performance (Y2)

Live Effect Indirect Effect

Effect
Total

0.807

0.807

0.410

0.410

0.410

0.807*0.630
(0.508)

0.918

0.056

0.056

-0.114

-0.114

-0.114
0.630

0.056*0.630
(0.035)

-0.079
0.630

Source: 2022 data, processed
Information The results obtained from Table 3 above provide findings that the increase
in the achievement of employee performance results in a given case can be determined directly
by job training, work environment, and good work motivation. However, good job training in
this case can encourage motivation in the workplace, and ultimately have a greater impact on
employee performance. This finding is based on the total effect of Job Training (X1) -> Work
Motivation (Y1) -> Employee Performance (Y2) which is 0.918 which is greater than the total
effect of Work Environment (X2) -> Work Motivation (Y1) -> Employee Performance ( Y2)
that is equal to -0.079.
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2. Discussion
The effect of job training on work motivation
The results of hypothesis testing indicate that job training has a positive and significant
effect on work motivation. This result means that the better job training, the work motivation
will increase. The results of this hypothesis test support various concepts and empirical
findings that have existed previously that explain job training has a positive and significant
impact on work motivation.
Training is an activity to improve the work ability of employees in understanding
practical knowledge and its application to improve the skills, skills, and attitudes needed by
the organization in achieving goals which are also adapted to the demands of the work to be
carried out by an employee. So training and performance have a very close relationship
because to be able to achieve high performance is largely determined by the abilities and skills
and high knowledge of employees from the training results.
The results of this study support research conducted by Ismail & Maulida (2020) and
Meidita (2019) finding that training has a significant effect on work motivation, Darmawan,
Supartha & Rahyuda (2017), Raharjo, Hamid & Prasetya (2014), and Ali (2016 ) also found
that training had a positive and significant effect on work motivation.
The influence of the work environment on work motivation
The results of hypothesis testing indicate that the work environment has no effect on
work motivation. These results indicate that the conditions of the work environment have no
effect on work motivation, statistically it can be explained, variations in data changes in work
motivation are not caused by variations in changes in the work environment. The meaning of
this finding shows that work motivation is not only shaped by the work environment but there
are other factors such as leadership. Good working environment conditions are not enough to
build work motivation. The results of this hypothesis test support various concepts and
empirical findings that have existed previously that explain the work environment has no
effect on work motivation.
In this case the company's management should pay more attention to things that are
included in the work environment, an unsatisfactory work environment does not affect
employee motivation. This is because the working environment conditions at SMK Negeri 2
Bangli, such as room color, environmental cleanliness, lighting, air exchange, and security
guarantees are still lacking, as well as the presence of noises that interfere with employee
comfort at work. Not only work environment factors that can affect employee motivation,
maybe other factors such as: leadership, rewards, and work culture can play a role in
influencing employee motivation at SMK Negeri 2 Bangli. This can be seen in the Outer
Loding and Average values in the work environment profile, it can be seen that environmental
cleanliness has the lowest Outer Loding and Average values. This indicates that the
cleanliness of the SMK Negeri 2 Bangli environment is generally not clean, so employees
feel less comfortable when working
The results of this study support the research conducted by Aswati, Rosalia (2009)
which states that there is no influence between the work environment and employee
motivation.
Effect of job training on performance
The results of hypothesis testing indicate that job training has a positive and significant
effect on performance. This result means that the better the job training, the higher the
performance. The results of this hypothesis test support various concepts and empirical
findings that have existed previously that explain job training has a positive and significant
impact on performance.
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Training is very necessary for an employee to be able to carry out his duties and
functions correctly in accordance with existing work standards in the organization. So if the
training can be well received by employees, then the motivation possessed by an employee
will increase in carrying out each task given.
The results of this study support research conducted by Adriyan (2018), Paramarta &
Astika (2020), and Ismail & Maulida (2020) finding that training has a significant effect on
employee performance. Sulaiman (2020) and Husnah & Setyowati (2018) also found that
training had a positive and significant effect on employee performance
Effect of work environment on performance
The results of hypothesis testing indicate that the work environment has no effect on
performance. This result means that working environment conditions have no effect on
performance, statistically it can be explained, variations in data changes in performance are
not caused by variations in changes in the work environment. The meaning of this finding
shows that performance is not only shaped by the work environment but there are other factors
such as work discipline in the company. Good working environment conditions are not
enough to build performance. The results of this hypothesis test support various concepts and
empirical findings that have existed previously that explain the work environment has no
effect on performance.
In this case the company's management should pay more attention to the things that
are included in the work environment, so that every employee has a sense of comfort in
completing each task. A comfortable and pleasant work environment will form a productive
work culture so that every employee is always motivated to give the best performance to
complete all tasks according to their role. With a comfortable and safe work environment as
well as good facilities and work aids, it will improve employee performance at SMK Negeri
2 Bangli. This can be seen in the Outer Loding and Average values in the work environment
profile, it can be seen that environmental cleanliness has the lowest Outer Loding and Average
values. This indicates that the cleanliness of the SMK Negeri 2 Bangli environment is
generally not clean.
The results of this study support the research conducted by Mamangkey et al., 2015)
which found that the work environment had no effect on employee performance.
The effect of work motivation on performance
The results of hypothesis testing indicate that work motivation has a positive and
significant effect on performance. This result means that the more work motivation increases,
the performance will increase. The results of this hypothesis test support various concepts and
empirical findings that have existed previously that explain work motivation has a positive
and significant impact on performance.
The results of this study support research conducted by Hidayah & Tobing (2018),
Caksana (2019), and Adha, Qomariah & Hafidzi (2019) found that work motivation has a
significant effect on employee performance. Jufrizen & Sitorus (2021) and Kharisma (2021)
also found that work motivation has a positive and significant effect on employee
performance.
V. CONCLUSIONS AND RECOMMENDATIONS
Conclusion
Based on the results of the analysis and discussion that has been carried out in this
study, it can be concluded as follows:
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1. Job training has a positive and significant effect on work motivation. This result means
that the better job training, the work motivation will increase.
2. The work environment does not affect work motivation. These results indicate that the
work environment has a positive effect on work motivation and cannot be proven.
3. Job training has a positive and significant effect on employee performance. This result
means that the better the job training, the higher the performance.
4. The work environment does not affect employee performance. This result means that the
work environment has a positive effect on performance and cannot be proven.
5. Work motivation has a positive and significant effect on employee performance. This
result means that the more work motivation increases, the performance will increase.
6. Work motivation as a mediation of the indirect effect of job training on employee
performance. These results mean that the increasing work motivation based on good job
training will increase employee performance. The mediating effect of work motivation
variables on the indirect effect of job training on employee performance is partial
mediation.
7. Work motivation does not mediate the indirect effect of the work environment on
employee performance. These results mean that the higher the work motivation, which is
based on a good work environment, does not affect employee performance. The mediating
effect of work motivation variables on the indirect effect of the work environment on
employee performance is not a mediation (Unproven Mediation).
Recommendations
Some suggestions that can be given related to the results of this study include:
1. Although all aspects of the indicators in the research variables can be said to be very
good,State Vocational High School 2 Banglimust pay attention to several aspects contained
in each variable, this is seen from the lowest factor weight in the study
c. On the job training variable, SMK Negeri 2 Bangli should pay more attention to
employee education so that the training provided is in accordance with the competencies
possessed.
d. On the work environment variable at SMK Negeri 2 Banglimustpay more attention to
environmental cleanliness so that employees feel comfortable while working.
e. On variablework motivation at SMK Negeri 2 Banglishould pay more attentiongiving
awards to employees in order to increase employee morale.
2. Suggestions that can be given related to this research are for future research to be able to
replicate this research model through a longitudinal approach (from time to time) and allow
it to be used in other organizations and expand the scope of the research. In addition, future
researchers can modify the research model by adding and developing other indicators and
variables. This is based on the fact that the determinant ofwork trainingandwork
environmentquite a lot and the conditions of each organization are different from each
other.
REFERENCES
Abraham H. Maslow. 1954. Motivation and Personality. New York: Harper & Row Publisher.
Abraham H. Maslow. 1970. Motivation and Personality. New York: Harper & Row Publisher.
Adriyan, MR (2018). The Effect of Training and Work Environment on Employee
Performance With Job Satisfaction as an Intervening Variable (Case Study at Grand
Quality Hotel Yogyakarta).

83

Ananda Sabil Husayn. 2015. Business and Management Research Using Partial Least Squares
(Pls) With Smart Pls 3.0, Teaching Module of Management Department, Faculty of
Economics and Business, Universitas Brawijaya.
Andayani, Nur Rahmah and Priscilla Makian Andriyan. 2016. The Effect of Job Training and
Work Motivation on Employee Performance at PT. PCI Elektronik International
(Study on Employees of PT PCI Elektronik International). Journal of Accounting,
Economics and Business Management Vol. 4, No. 1, July 2016, p. 41-46.
Ansory, HAF, & Indrasari, M. 2018. Human Resource Management. Sidoarjo: Indomedia
Pustaka.
Anwar, Sanusi. 2016. Business Research Methodology. Sixth Printing. Jakarta: Salemba
Four.
Ardiansah, Muhammad N. 2003. Effect of Gender and Locus of Control on Job Satisfaction,
Organizational Commitment and Desire to Change Jobs (Study on Auditors in Java).
Thesis, S2 UNDIP Semarang.
Arifianto, S., Satmoko, S., and Setiawan, BM 2017. The Influence of Extension
Characteristics, Working Conditions, Motivation on Agricultural Extension
Performance and Rice Farmer Behavior in Rembang Regency. Agrisocionomics
1(2): 166-180.
Arikunto, Suharsimi. 2018. Research Procedures A Practical Approach. Jakarta: Rineka Cipta
Asdiqoh, Siti. 2016. The Ethics of the Teaching Profession. Yogyakarta: Trust Media Publish.
Atmosudirjo, 1997, Human Resource Management, Jihd I Linguist. Benjamin Molan Edition
7.Jakarta: Prehalind
Basuki, K., & Saputra, GA (2017). The effect of work environment and reward system on
employee performance in moderation of work discipline (Study at PT. Mitra
Innovation Gemilang) in Jakarta. Media Management Services, 4(1).
Caksana, NPE (2019). The Influence of Principal Leadership Style And Work Environment
On Teacher Performance With Work Motivation As Intervening Variable At Sman
1 Tulungagung. Journal of Applied Management Research (PENATARAN), 4(1),
82-92.
Chaizi, Nasucha. (2004). Public Administration Reform: Theory and Practice. Jakarta:
Grafind
Chandra DA and Setiawan R. 2018. The Effect of Work Environment and Organizational
Climate on Employee Morale at PT. Diantri. Journal of Agora Vol. 6, No.1
Danang Sunyoto. 2018. Human Resources Management and Development (First Printing).
Yogyakarta: CAPS (Center for Academic Publishing Service).
Ministry of Education and Culture. 2017. Implementation of Teacher Training Materials
Erlangga, H., Sos, S., & Erlangga, H. (2021). The Influence of Motivation, Ability,
Organizational Culture, Work Environment on Teachers Performance. Turkish
Journal of Computer and Mathematics Education, 12(4), 99-108.
Firmawati, 2016. The Effect of Principal Leadership and Work Motivation on Teacher
Performance. Journal of Masters in Postgraduate Educational Administration at
Syiah Kuala University. Vol.5, No.3. Thing. 96-107
Ghozali, 2014. Application of Multivariate Analysis With Spss Program. Undip Publishing
Agency, Semarang
Hadari Nawawi. 2016. Human Resource Management. Gadjah Mada Yogyakarta.
Hair, Joseph F., et al. 2010. Multivariate Data Analysis, 7th Edition. New York: Prentice Hall
International, Inc
Hamalik, Oemar. 2017. Management of Employment Training Integrated Approach to
Human Resource Development. Jakarta: Earth Literacy

84

daily. 2017. Production And Operations Management. Jakarta: PT. Gramedia Widiasarana
Indonesia.
Hasibuan, Malay 2019. Organization and motivation: the basis for increasing productivity.
Jakarta: Earth Literacy.
Heider, Fritz. 1958. The Psychology of Interpersonal Relations, New York: Wiley
Hidayah, T., & Tobing, DSK (2018). The influence of job satisfaction, motivation, and
organizational commitment to employee performance.
Husnah, L., & Setyowati, T. (2018). Effect of Job Training, Work Environment and
Organizational Commitment on Employee Performance at Royal Hotel Jember.
Indonesian Journal of Management and Business, 4(1).
Imam Ghozali, 2014. Multivariate analysis application with SPSS program. UNDIP
Publishing Agency, Semarang.
Irawati S. 2019. Financial Management. Bandung: Libraries.
Ismail, YR, & Maulida, Y. (2020). The Effect of Training and Work Environment on
Competence and Its Impact on the Performance of Pekanbaru City State Senior High
School Teachers. Journal of Business Management Tepak, 12(2), 397-407.
Jackson. 2017. Human Resource Management. Edition 10 Volume 3. Salemba Empat.
Jakarta.
Kompri, 2016. Learning Motivation Perspective of Teachers and Students. Bandung: PT Teen
Rosdakarya Offset
Kusmianto, 2017. Guidelines for Teacher Performance Assessment by Supervisors. Jakarta:
Erlangga.
Kuncoro2019. Quantitative Methods: Theory and Applications To Business and Economics.
Yogyakarta: UPP STIM YKPN.
Luthans, Fred. 1998. Organizational Behavior. Eigt Edition. New York McGraw-Hill Co
Mangkunegara. 2011. Company Resource Management. PT Youth Rosdakarya. Bandung.
Malhotra, NK 2009. Marketing Research: An Applied Orientation, International ed. Upper
Saddle River, NJ: Pearson Education, Inc.
Mamangkey. 2015 The Effect of Training, Experience and Work Environment of The
Performance of Employees At PT. Build Wenang Beverages Company Manado.
Research in Economics, Management, Business and Accounting Journal. Vol.3
No.1 March 2015, page. 737-747
Mangkunegara. 2011. Company Resource Management. PT Youth Rosdakarya. Bandung
Mardiana 2017. The Effect of Leadership Style on Employee Performance at the Regional
Secretariat Administration Assistant of North Sumatra Province. Medan: Faculty
of Economics, University of North Sumatra.
Margono, 2004, Educational Research Methodology, Jakarta: Rineka Cipta.
Melmambessy Moses, 2011. The Effect of Education and Training Levels on Employee Work
Performance at the Jayapura City Cooperatives and SMEs Service. Journal of
Management
Analysis.Vol.5.No
December
2,
2011

Meng, J., & Berger, BK (2019). The impact of organizational culture and leadership
performance on PR professionals' job satisfaction: Testing the joint mediating effects
of engagement and trust. Public Relations Review, 45(1), 64-75.
Mitchell translation by Yusrizal Antonius. 2018. Criteria of Performance. Jakarta: Erlangga.
Moses, Melmambessy 2011. Analysis of the Effect of Education, Training, and Work
Experience on Work Productivity of Employees of the Mining and Energy Office of
Papua Province. Business Research & Management Media 12.1.

85

Moeheriono, 2016, Competency-Based Performance Measurement Revised Edition, Jakarta:
PT Raja Grafindo Persada
Mulyasa. (2017). Becoming a Professional Teacher Creates Creative and Fun Learning.
Bandung: Publisher PT Teen Rosdakarya.
Nawawi H (2016). Human Resource Management. Gadjah Mada Yogyakarta.
Paramarta WA (2020). Motivation as a Mediation of the Effect of Training and Work
Environment on the Performance of Medical Employees In Inpatient Installation B
Sanglah Hospital Denpasar. Journal of Widya Manajemen, August 2020, Vol.2 No.2.
hlm. 9-26
Paramarta, Wayan Arya and I Gusti Ayu Putri Kasih, 2018. The Effect of Training and
Motivation on the Performance of Nurses in the Central Surgery Installation at
Sanglah Hospital Denpasar with Employee Engagement as an Intervening Variable.
Juima Journal Vol.8 No.2 September 2018. Pg. 137-170.
Pawirosumarto, S., Bachelor, PK, & Gunawan, R. (2017). The effect of work environment,
leadership style, and organizational culture towards job satisfaction and its
implications towards employee performance in Parador Hotels and Resorts,
Indonesia. International journal of law and management.
Pratama Yosef Ferry and Wismar'ein Dian, 2018, The Effect of Training and Work
Environment on Employee Performance. Business Management Analysis Journal
(BMAJ). Vol. 1 No.1
Prasetyo and Nurbiyati, 2019. The Effect of Training, Work Environment, and Organizational
Culture on Employee Performance with Job Satisfaction as an Intervening Variable
at the Secretariat of the Jakarta Financial Education and Training Agency (BPPK).
Journal of the Indonesian Islamic University.
Prawirosentono Suyadi. 2018. Human Resource Management: Employee Performance
Policy: Tips for Building a Competitive Organization in the World Free Trade Era.
Jakarta:Rajawali Press
Rahardjo, S. (2014). The effect of competence, leadership and work environment towards
motivation and its impact on the performance of teachers of elementary school in
Surakarta City, Central Java, Indonesia. International Journal of Advanced Research
in Management and Social Sciences, 3(6), 59-74.
Rivai, 2013. Human Resource Management for Companies from Theory to Practice,
Bandung: Rajagrafindo Persada.
Robbins, P. Stephen & Coutler, Mary. 2016, Human Resources Management, Edition 16,
Volume 1, Salemba Empat, Jakarta
Ruky Achmad S. 2016. Performance Management System, Performance Management
System. A Practical Guide to Designing and Achieving Outstanding Performance.
Jakarta: PT Gramedia Pustaka Utama.
Sagala Syaiful. 2018. Supervision of Learning in the Educational Profession. Bandung:
Alphabeta.
Saondi and Suherman. 2015. Ethics of the Teaching Profession. Bandung: Aditama.
Saputri, DL, & Yusrizal, F. (2018). Compensation relationship with employee performance
in the food and beverage department at Grand Central Pekanbaru. Doctoral
dissertation, Riau University
Sardiman. (2018). Teaching and Learning Interaction and Motivation. Depok:
PT.Rajagrafindo Persada
Sari, FP, & Aziz, N. (2019). The Effect of Work Environment on Performance Mediated by
Work Motivation of Rocky Plaza Hotel Padang Employees.
Sarwono, J. And Narimawati, U. 2015. Making Thesis, Thesis and Dissertation with Partial
Least Square Sem (Pls-Sem). Yogyakarta: Publisher Andi.
86

Awake. 2019. Human Resources and Work Productivity, CV Mandar Maju, Bandung
Simanjuntak, Payaman J. 2017. Work Productivity Definition and Scope. Jakarta: Prisma
Simamora H, 2016. Human Resource Management. Edition 1. Yogyakarta: STIE YKPN
Yogyakarta
Siswanto. 2017. Introduction to Management. Jakarta: The Earth of Letters
Slamet. 2017. Learning And The Factors That Influence It. Jakarta: Rineka Cipta.
Sofyandi 2018. Human Resource Management. Graha Ilmu. Yogyakarta.
Sudaryo, Yoyo. 2018. Human Resource Management, Indirect Compensation and Physical
Work Environment. Yogyakarta: CV Andi Offset.
Sugiyono. 2014. Educational Research Methods Quantitative, Qualitative, and R&D
Approaches. Bandung: Alphabeta.
Sugiyono. 2015. Quantitative, Qualitative, and R&D Research Methods. Bandung:
Alphabeta.
Sugiyono. 2016. Quantitative, Qualitative and R&D Research Methods. Bandung: Alphabet.
Sugiyono. 2017. Statistics For Research. Bandung: Alphabeta.
Sugiyono. 2018. Quantitative, Qualitative, and R&D Research Methods. Bandung:
Alphabeta.
Sulaiman, MO (2020). The effect of training and work environment on the performance of
BPBD Kediri City employees. REVITALIZATION: Journal of Management
Science, 7(2), 172-179.
Sunyoto Danang. 2017. Human Resources Management and Development (First Printing).
Yogyakarta:CAPS (Center for Academic Publishing Service).
Supardi. 2016. Authentic Assessment. Jakarta: King Grafindo Persada
Suswardji. 2012. The Effect of Product Attributes on Purchase Decisions for Suzuki Satria
FU Motorcycles (Case Study on Suzuki Dealers Sanggar Mas Jaya Karawang.
Management Journal Vol. 1.
Thoha Miftah, 2001, Organizational Behavior, Basic Concepts and Applications, Raja
Grafindo Persada, Jakarta.
Tukiyo, 2017. Comparison of Indonesian and Japanese Education Systems. Journal of
Educational Science Vol. 3 No. 1 Year 2017 Pages 174-179
The 1945 Constitution of the Republic of Indonesia Article 31 paragraphs 1 and 3. 2014.
Jakarta: reproduced by CV Sinar Grafika.
Wibowo. 2017. Behavior in Organizations. Jakarta: PT. King Grafindo Persada.
Widodo, Suparno 2016. Human Resource Development Management. Yogyakarta: Student
Library.
Yusnita, N., & Fadhil, F. (2015). The Effect of Employee Training on Employee Performance
at CV Cibalung Happy Land Bogor. JIMFE (Scientific Journal of Management,
Faculty of Economics), 1(1), 1-5.
Yuyun. 2017. The Effect of Training and Work Motivation on Employee Performance at PT.
Pegadaian (Persero) Manado Regional Office. EMBA Journal Vol.2 No.3 Pg. 15921602.

87

