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Abstract: Employee is part of organization which has a sigaift role and impact to the
performance of an organization. They have to rendperational process that led to organizational
success. Therefore, it is important for us to knawat factors that influence employee
performance. It is also because the employee padiace is a very significant factor affecting
profitability of an organization. Inefficient jobepformance will bring about a tragedy to the
organization as associated with lower productivipypfitability and overall organizational
effectiveness. Measuring performance is an ess$duatiation in business management. Business
owners usually have quantitative or qualitative Igsia procedures to review their companies
operations. Quantitative analysis uses mathemataldulations to measure the performance
output. Qualitative analysis allows business ownens also customers to make personal
judgments or inferences from business informatiemployee performance is a key cog of a
company. Employees usually represent the largeperese for a company, and measuring
performance is essential to the employee manageprmeness. So, it can be concluded that the
employee performance is the core construct of tedagrk place. The importance of employee is
also way higher in service sectors, including etianasectors.

The purpose of this study was to empirically prdke impact of working ability, working
condition, and motivation on employee’s performamteprivate universities in West Jakarta.
University of Bunda Mulia, University of Bina Nudamna, University of Krida Wacana, University
of Tarumanegara, University of Trisakti and Univigref Esa Unggul are used to be the objects in
this research. Those universities are the reputatileersities with high number of students, and
also followed by high number of employees also.

A questionnaire was designed and disseminated nalgddo 160 staff among those six

universities and multiple regression was used teegee the findings. The results shows that all
those three variables; working ability, working ddions and motivation has positive and

significant effect on employee performance.

Future study is still needed, regarding this is$we. further research, aspect individual attributes
such as individual character can be included asgbarariable working ability. Leadership aspect
and financial aspect, also can be included on bkrisvorking conditions, since it is also an
important factor that influence the employee’s perfance. In the future studies, it can also be
tested about the effect among each variable, Hgttba effect on job performance. And to enrich
the results, it can also compare the situation eetwthe private universities and public, or
compare to another area.
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Introduction

achieved by engaging them in improving their paerfance. Not all employees are equal in their workind

they have different modes of working in that sonawéhthe highest capability regardless of the irgent
while others may have an occasional jump-stathdf are handled effectively, the result can batgreproductivity
and increased employee morale. Employees in a direnrequired to generate a total commitment tore@si
standards of performance to achieve a competitdamtage and improved performance for sustainiraj th
competitive advantage at least for a prolongedogest time, if not forever.

Employees are the most valuable asset in any orgioiz A successful and highly productive busiresss be

According to Judge & Ferris (1993), perhaps therad human resources system more important in @afEons
other than performance evaluation and the ratifigsnployee’s performance represent critical deossithat highly
influence a variety of subsequent human resourcéisna and outcomes. Performance is a multidimeasio
construct, the measurement of which varies depgndin a variety of factors (Armstrong, 2000). A more
comprehensive view of performance is achieved ifsitdefined as embracing both behavior and outcomes
(Armstrong, 2000). Employees’ performance is andrgmt factor that contributes to improve the ouies,
behavior and traits of the employees. It helpsitprove the productivity of the organization.

Performance is considered to be in relation witle concepts of ability, opportunity and motieati Ability is a
function of ability, education, experience andrinaf. Good performance is resulted if the empioyeas the
ability to support their activities at work.Opportunity refers to infrastructure and fitigs needed to
perform a job. Motivation is a psychologicabpess that arousing, directing, and affecting pegsistence a
certain course of action to achieve a goalat® why it is important to know what factors afieg the
employee’s performance. A lot of work already béene on performance management, but it is stilitdichstudy
which use this variables as the predictors of eggats performance, in the education sector.

Research Question

As a research question, the research seeks to eandvat role does the working ability, motivatiomdaworking
condition play in enhancing performance in orgatiirg especially in education sector. This will pessible
through analysis of information gathered from thgloyee from six private university in West Jakaht@onesia.

Obijective of Study

This study aims to:

» To give some more information about private uniiiers in West Jakarta, Indonesia.

» Tofind out the relationships between working @pitind employee’s performance in private univegsitn
West Jakarta, Indonesia.

* To find out the relationships between motivatiord amployee’s performance in private universities in
West Jakarta, Indonesia.

« To find out the relationships between working cdodi and employee’s performance in private
universities in West Jakarta, Indonesia.

e To provide recommendation and literature for treeegchers and practitioners.

Limitation of this Study

Due to some constraints, the are still some linaitain this study. First, this study only uses ghivate universities
as the objects, while there are also public unitiess Second, the location we take is in West dakanly. And
third, we didn’t put any financial aspect that wadiéve could impact to the employee’s performasceh as salary
and bonus. It will be better for future researcttombine these limitations so that the future figdvill be much
broader.

Theoretical Background

The literature begins with the vast correlatioreraichical regression and moderated area of nummdaators that
may affect the performance regression analysis weeel to complete the statistical of employeehéeworking
area.

Employee Performance

The objective of business owners is profitabilityour organization's success depends on your emgdoye
performance; poor performance is detrimental toryoampany's success. Creating a well-rounded appréa
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managing and coaching your work force requiresetkpertise of a human resources leader and the dugfpgour
company's executive leadership. Inefficient jobfarenance will bring about a tragedy to the orgatiwa as
associated with lower productivity, profitabilityhé impairment of overall organizational effectiveagOkoyo &
Ezejiofor, 2013). Job performance is one of thetnmaportant dependent variables and has been stfigliea long
decade. An effective employee is a combination gfoad skill set and a productive work environmeviiny
factors affect employee performance that managsed to be aware of and should work to improveldinaés.
Performance means both behavior and result. Behanmanates from the performer and transforms pedoce
from abstraction into action. Not just a meansnoead, the behavior is also an outcome in itsk#, groduct of
mental and physical effort applied to the task,cliidan be judged apart from the result (Armstr@@§0).

Motivation

Motivation by definition refers to what activatedirects human behavior and how this behavior idagsusd to
achieve a particular goal. Also it can be defimsdthe set of processes that arouse, direct angtaimahuman
behavior towards attaining some goals. Jones (18f)es that “motivation is concerned with how hédragets
started, is energized, is sustained, is directedtopped and what kind of subjective reactionrisent in the
organization while all this is going on.

Huczynski and Buchanan (2007) argued that “Motovdtiis “A combination of goals towards whichuman
behavior is directed; the process throughctvhihose goals are pursued and achieved l@dsdcial factors
involved”.

When we talk about employee motivation and perforcea we seek to look at how best employees cen b
motivated in order to achieve high perforn@nevithin a company or organization. Manageaad
entrepreneurs must ensure that companies or iaegems have a competent personnel that is capgaliandle
this task. It can't be denied that an importaate of management is to help make work msatisfying and
rewarding for employees and to make employemmtivation consistent with organizational olijees. With
the diversity of contemporary workplaces, thigymhbe a complex task.

Some key factors of motivation can be categorized a

 Goals and ambitions: these must be both realisttt @chievable if satisfaction is eventually to accu
Problems arise when the goals set are too lowdifigao feelings of frustration) or too high (leagito the
constant lack of achievement).

* Recognition: a critical part of process of devetgpself esteem and self worth lies in theaura and
levels of recognition accorded to the achiesemof particular goals. The need for rectigni itself
therefore becomes a drive. Individuals tendptosue goals that will be recognized andued by
others.

» Achievement: the components of achievement #re anticipated and actual rewards that the
fulfillment of a particular goal brings. Highevels of achievement occur where these rlape
completely, a high level also normally oz where real rewards exceed those that are
anticipated. Low levels occur when the apttéd rewards are not forthcoming; this devalutdies
achievement. High and complete achievememoisnally seen and perceived as successful.

Working Condition

The conditions under which a job is performed candiiferent from those completely comfortable togé very
difficult and dangerous to employees’ life and treaDifficult working conditions can be influencég: (1) external
factors that include climate and meteorologicanditions, temperature, humidity, drafts, htigg in the
workplace, noise and interference, gases, radiadiost, smoke and other harmful factors; (2) subjedactors that
include gender and age of the worker, fatigue, namg unfavorable posture during work, etc.; (tdas related
to the organization of production such as durmatibthe work shift, work schedule, working timejork pace,
excessive strain etc.

Jobs with difficult working conditions may pemm only those employees who meet specifiquirements in
terms of age, sex, qualifications, healtphysical and mental condition and gbsyogical capabilities.
Difficult working conditions influence employeeperformances. It is therefore necessary to takasores to
eliminate uncomfortable working conditions or, dtrpossible, to take appropriate safety measulgtysat work
is carried out to ensure working conditions withalsnger to life or health, or, to avoid accidentguries,
occupational diseases and, or at least mitigate¢hesequences.
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Methodology
Research Methodology

This study uses a quantitative approach to andlygdactors that affect the employee’s performancthe sixth
private universities in West Jakarta, Indonesiaddimg this, quantitative analysis used econométiids by using
multiple regression analysis tool. Because thepaddent variables used in this research are marelth

Data Collection

There are many ways of classifying data. A commlagsification is based upon who collected the dakee are
two classification about data, such as primary ,dataich is collected by the investigator himselé&rself for a
specific purpose and secondary data, which is ceeby someone else for some other purpose (lng bé¢lized
by the investigator for another purpose).

Data used in this research is a primary data. \gildited the questionnaire to around 160 respdadeom 6
private universities in West Jakarta, Indonesia fidspondents consisted of staffs, head of suliaivibut lecturers
are not included in this research. We focus theaneh to the employee.

Study Framework and Hypothesis
The framework for the present study was develogsed on the extensive literature review and is shiawigure
1 below:

Figure 1: Study Framework

Working
Ability
Motivation Employee’s
Performance

Working Condition

H1: Working ability is a significant and positive prettir of employee’s performance.
H2: Motivation is a significant and positive predictidfremployee performance.

H3: Working condition is a significant and positive gicor of employee performance.

Research Instrument

The instrument for collecting primary data in thigidy was on-site and self-administered questisandihe
guestionnaire consisted of four parts, designethéasure demographic information of the respondewisking
ability, motivation, working condition, and empl@/s performance. Measurement scales for the gathgeand
individual performance constructs were previoustyaeloped and assessed by Green et al. (2004). Mpowee
engagement scale was previously developed andsassbg Buckingham and Coffman (1999). It was nexgs®
develop a new scale to measure workplace optimigm.items in this new scale were derived from Greeal.
(2004).

All the dimension in working ability, motivation, arking condition, and employee’s performance weasessed
with 5-point Likert-type scale, ranging from “stiglg disagree” (1) to “strongly agree” (5). For respents’
demographic information, there are including agendgr, level of education, duration of working iack
university. These characteristics were measuredgusominal scale. There are 152 useful guestioesaivere
obtained.
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Descriptive statistics, exploratory factor analyseiability analysis, and Multiple Regression arsed to interpret
the data. Multiple regression is used to assessdladive influence of a number of independent jmting)
variables when they are used to predict a dependanidble. All the classical assumption are tegtedknow
whether the model is good. The good model shoule lEanormal residual distribution, have no autcalation,
heteroschedasticity (when the standard deviatié@s\variable, monitored over a specific amountiwfet are non-
constant), and no multicollinearity (it is a stital phenomenon in which two or more predictoriatles in a
multiple regression model are highly correlatedanieg that one can be linearly predicted from ttiees with a
non-trivial degree of accuracy). But, because tt@search is only made in a one period, we do net us
autocorrelation test.

Descriptive statistics was used to examine demdiggpofile of the respondents, about gender, adacation, and
period of work of the employee and also to evalubte employee’s performance in each of university\Nest
Jakarta, Indonesia. According to Hair et al. (2006¢ appropriateness for conducting factor ansly&is assessed
with Kaiser-Meyer-Olkin’s measure (KMO) and Bartletsphericity test. Further, the criteria for thember of
factors extracted and variables retained were base€igenvalues, percentage of variance, signifieasf factor
loadings and number of variables in the extracéetof. The Cronbach alpha coefficients were caledlto test the
scale’s reliability. Coefficients higher than 0.6eme considered acceptable, indicating reasonakierni
consistency and reliability (Hair et al., 2006).eTtactor analysis and also reliability analysis e first step that
has to be done before doing the structural equatioteling analysis.

Results

Demographic Respondent
Demographic profile of the sample is presenteddhld 1 below.

Table 1 Demographic Profile of the Respondents (n52)

Items Frequency Percentage
Gender
Male 70 46%
Female 82 54%
Age
<20 - 0%
21-30 8 5%
31-40 46 30%
41 -50 80 53%
51-60 18 12%
Education
Un-educated - 0%
Elementary School - 0%
Junior High School 4 2%
Senior High School 41 27%
Diploma 79 52%
Bachelor 28 18%
Period of Work in the University
<5 year 23 15%
6- 10 year 85 56%
11 — 20 year 25 16%
> 21 year 19 12%

Among the 132 respondents in the sample, 46% ale amal 54% are female. Most of the respondentsiamend
41 until 50 year old. They are about 53% of thgpoaslents, followed by those who are around 31 d@tiyear old,
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for about 30%. There are 12% respondents with gleesaound 51 until 60 year old and also 5% respatsdEound
21 until 30 year old. The education of the respaoisiehat fill the questionnaire are divided in tmidr High
School, for about 2%, Senior High School, for ab®tfb, Diploma, for about 52%, and Bachelor for aki®po.
Around 56% employee has been working in the unityefer about 6 to 10 year, while there are arourtdo
employee who has been working for about 11 untiy&ér, 15% employee who has been working abouttess5
year, and 12% employee has been working for mane 21 year.

Validity and Reliability

Each factor is analyzed using principal componesysis. The purpose was to identify the main disiams that
give impact to the employee’s performance. Fiftst, dppropriateness for conducting factor analysis ewaluated.
The result shows all the factor loading (KMO vallegve value above 0.05. It means that each fastealid.

Validity test is used when we want to know whetbach question accurately measures what it purpmrtgeasure.
After testing about the validity, we continue totthe reliability test. If there is an indicator thvee found not valid
previously, then we didn’t include that indicatarthe upcoming test, including in the reliabiligst. The reliability
is tested using the Cronbach Alpha. The numberrohkach Alpha should be above 0.6 to be said beagtiestion
is reliable (Hair et al., 2006). Reliability testused to measure the consistency of the respanofeahswering the
guestion. From all the result we see that eachtiquess reliable, based on the Cronbach Alpha thaye is all

above 0.6. The non-valid indicator can't be usedhia test. It should be taken out from the religbilest and

furthermore. And the non-reliable indicator can& tontinued in the analysis and should not be us¢de data
processing. So it is like a continuously procesarialyzing the data.

The validity and also reliability test are two inmfant test that should be done before we startgdtiie analysis.
The result of validity and reliability test showatreach indicator that is used is valid and aliabike, so that all the
indicators are included in the data processing.

After the validity and reliability done, the regs&m analysis is done to know which factor hasléngest impact to
the employee’s performance in the sixth privateversities in West Jakarta, Indonesia. Before imgtipg the
regression result, we have to make sure that théehused is free from the classical assumption. Anthis
research, there is no classical assumption vigiatilbere’s no heteroschedasticity, multicollingagnd the error
distribution is normal).

The multiple regression analysis revealed the ¥alg. The relationship between the combinationnafejpendent
variables in the model and the dependent variadtrong. It is seen from the number of R Squas€d874 and the
number of Adjusted R Square is 0.862. BecauseriiuKiple regression analysis, we take the Adjuste8quare,
not the R Squared. The number of 0.862 means hieaindependent variable are able to explain thel@map’s
performance about 86.2%, and the rest for abo@%43actors that affect the employee’s performandhé private
universities in West Jakarta, Indonesia is expliibg another factors that are not included in thedeh This
Adjusted R Squared shows that the model is goodofefits since the minimum value of Adjusted R Srcpdhthat
the model should has to be called as good is 70%addition, the Prob. of F shows that the combimatbf
independent variables significantly predicted delgen variables simultaneously. It is because thob.Pof F that
the model has is 0.00. And it is also a good digitause in doing the regression, we all want tiairtdependent
variables that we use in the model have impadiéalependent variable.

Table 1. Multiple Regression Result

Indicators Results

R2 0.874
Adjusted R Squared 0.862
F Ratio 75.181
Significance 0.000

Independent Variables b Sig.
Constant 2.780 .000
Working Ability 1.288 .020
Motivation 1.971 .014
Working Condition 1.996 .044
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To assess the relative importance of each independeiable in determining the value of the depedariable,
the significant value of each dimension is providEde data processing is using the 10% alpha. atterfis said to
has a significant impact to the employee’s perforoesif they have the significant value less thdn According to
Table 1, it is seen that all those three independamables significantly influenced the employep&rformance in
those sixth university in West Jakarta, Indonestiatjstically.

Working condition has the highest impact to the lyge’s performance. It is seen from the beta nurbbas the
highest number among all the other variable (1.986grefore, this is the most important independanigble. But
we can see that the impact of motivation and waylability to employee performance has also greaalee the
coefficient that is has is not too far differ framorking condition.

Discussion and Conclusion

Through this research, we determine what factas lihs the highest impact to the employee’s peidara in six
private university in West Jakarta, Indonesia. Tihdings of factor analysis revealed that the mdimensions of
employee’s performance in those private universiiiee working condition, motivation and workinglei

Multiple regression analysis indicated that allgbdhree variable are the important factors to @hmloyee’s
performance, since they have positive and sigmifidenpact to the employee’s performance in thoseaps
universities. The results revealed strong, posiéimd significant relationship between each variablemployee’s
performance. It implies that the good determinatbworking condition, having a strong motivatiomdaimproving
the employee’s ability lead to higher employee’sf@enance in those university. In addition, abo@%8 of
variance in overall employee’s performance canXptained by these variables. Thus, the explangiowyer of the
tested model in the employee’s performance isfaatisry.

Working condition, as the most important predidtothe employee’s performance must be maintaineltl Wee
management should be able to prove a good workimgliton, for instance by giving a good supervisity
dividing the workload in an appropriate way among émployee. It is because we can't deny that warkkhould
be maintained, since it can lead to employee’sstamd cause a decreasing in employee’s performance
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