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Abstract: This summary aims to describe the impact of motivation, job training, and non 

physical work environment on employee performance. This research explores how these 

factors affect the productivity and work results of individuals in an organization. By looking at 

the relationship between motivation, training, and work environment that is not related to the 

physical, this study aims to provide a deeper understanding of the factors that can improve 

employee performance. In this study, researchers used the Quantitative Research Method with 

a population of 40 permanent employees at the XYZ Slimming Center Clinic, Branch West 

Jakarta, using the associative analysis method and SPSS 26 software. 
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INTRODUCTION 

According to (Astuti, Rini, Limay Yachsa Akbar, 2021) Managing human resources has 

a very important role in achieving the goals that have been set. Considering that work 

performance is an inseparable part of the effectiveness and competitiveness of an organization, 

it is very important for these individuals to work with unique abilities and professionalism to 

achieve balance and achieve organizational targets. (Prasetyo et al., 2021) In the current era of 

globalization, organizations must be prepared to face changes that occur periodically. Along 

with rapid growth in the business world, competition between economic actors is increasing. 

In order to be competitive in this situation, companies must have the intuitive ability to manage 

their operations with the best strategies and actions, as well as looking for new insights to 

intuitively improve the performance of the company and its teams. According to (Syafiq, 2021) 

As one of the operational process supports in a company, it is supported by adequate facilities 

and infrastructure as well as human resources. 

According to (Prasetyo et al., 2021) Motivation is the intuitive desire to induce effort to 

the maximum extent possible and to create a creative goal, which is determined by the intuitive 

ability of the individual's own intuition. Meanwhile, work is all human activities carried out 

intuitively to achieve predetermined goals. (Astuti, Rini, Limay Yachsa Akbar, 2021) Good 

employee work motivation will definitely have an impact on company performance. In the 
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company itself, motivation is needed as a intuitive tool to encourage employees to have the 

same enthusiasm, dedication and focus as the company. Another factor that impacts employee 

performance, one of which is job training. job training which is a balancing of the skills or 

knowledge of an employee. It's obvious that this has an impact on business-specific issues, if 

an employee lacks knowledge and expertise then the performance that is implied by the 

company's intuition will not be optimal. (Wati & Baskoro, 2021) Job training is a process that 

intuitively improves the quality of human resource resources so that they are able to achieve 

optimal levels of work efficiency, by implementing methods that have been formulated by 

companies or organizations. Apart from motivation and job training, another factor that 

influences employee performance is the work environment. (Suigiarti, 2020) The corporate 

work environment is also an important role in improving employee performance. Working in 

a comfortable environment and having work partners can help each other when working, even 

business leaders encourage all employees to work together intuitively to increase employee 

work efficiency as well as organizational effectiveness overall. The non-physical work 

environment includes all conditions related to interactions at the work site, including 

interactions with superiors and work colleagues. 

XYZ Slimming Center Clinic is a company that is moving in the field of weight loss 

services. which provides several body treatments using quality products and machines. The 

phenomenon that occurred at the XYZ Ceinteir Slimming clinic, West Jakarta Branch, was that 

the results of employee performance evaluations in the last three years had not been able to 

achieve the targets desired by the company. 

 
Table 1. Performance Assessment of XYZ Slimming Center Clinic Employees from 2020 to 2022 

Source: Data HRD XYZ Slimming Center, 2023 

 

From table 1, it can be seen that in the last three years, employee performance targets 

have not met the targets desired by the company, namely 100%, but only 70% have been 

achieved. There are negative factors that can influence employee performance, such as: less 

intuitive employee desire to achieve the company's turnover target, employee knowledge or 

skills that are less supportive in their work, co-workers are grouped together so that 

misunderstandings often occur which results in employees being less enthusiastic about work, 

and The number of employees who are often absent is quite high so it often increases the 

workload on other employees. 

No Strategic Objective Number of 

employees 

2020 2021 2022 Target  

1. Employees carry out work 

according to targets and on time 

40 70% 60% 70% 100% 

2. Employees can provide work 

results according to expectations 

according to standards 

40 80% 70% 60% 100% 

3. Employees are able to come up 

with ideas, alternatives and 

implementations without having 

to be told or asked 

40 50% 70% 70% 100% 

4. Employees are honest and 

responsible and have dedication 

to their work 

40 70% 50% 60% 100% 

5 Employees are able to guide and 

direct their colleagues 

40 50% 60% 70% 100% 

 Average    70 %  
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Then the researcher conducted a pre-survey on 40 permanent employees of the West 

Jakarta Branch of the XYZ Slimming Center clinic to strengthen the phenomenon data. With 

several questions that influence work motivation. Below is table 2. 
Table 2. Results of Pre-Survey Work Motivation of Employees at the XYZ Slimming Center Clinic 

Branch West Jakarta 

No Statement Number of 

Respondents 

Yes No 

1 Do you find it effective if job training is conducted once 

a year by the company? 

40 15 25 

2 Do you feel that you get enough support from your 

coworkers?  

40 14 23 

3 Do you feel that you get enough support from your 

supervisor? 

40 13 27 

4 Do you feel motivated to do the work precisely and 

quickly according to the target? 

40 18 22 

5 Do you feel the company supports the development of 

your skills?  

40 14 23 

Summary: Pre-survey Results (Data managed by Researcher) 

 

From the results of the pre-survey conducted by researchers, it can be concluded that 

the motivational factor on employee performance at the XYZ Slimming Center West Jakarta 

Branch clinic. There is a lack of motivation from the work environment such as support from 

colleagues and the lack of training facilities provided by the company. 

 
Table 3. Employee Performance Training of XYZ Slimming Center Clinic 2020 to 2023 

No Type of Training Number of Participants Implementation 

1. HR Expertise Training 40 1x 

2. Product Introduction Training 40 1x 

3. HR Creativity Training 40 1x 

4. Training Trainning Treatment 40 1x 

Source: Data Hrd XYZ Slimming Ce inte ir 

 

Table 3 shows that job training is only conducted once a year and should be conducted 

at least twice a year. This is one of the factors in the lack of knowledge and skills that can affect 

employee performance. Product improvement allows the sales staff to be more active in 

delivering treiatmeint to the customer, not only the sales staff but also several related divisions 

such as medical treatment work training must also be carried out to improve employee 

performance in delivering services to the customer. This is of course urgent for the company, 

if the customer feels comfortable, the more omseit will be generated. Not only training, the 

non-physical work environment can also affect employee performance. 

Researcher also conducted a pre-survey with XYZ Slimming Ceinteir employees 

regarding the non-physical work environment that affects employee performance. With 40 

employees, the results of the pre-survey and information are presented in Table 4. 

 
Table 4. Pre-Survey Results of Non-Physical Work Environment Conditions 

No Statement Yes No 

1. ‘I feel that there is a lack of support from my superior. 15 25 

2. ‘My relationship with my fellow employees is good. 17 23 

 Average 15 25 

Summary: Pre-survey Results (Data managed by Researcher) 

 

The conclusion of the table above is that the relationship between superiors and 

employees is not good, this is due to the lack of or support from superiors, especially for 

employees who have tried to meet company targets. The work environment factor, both the 
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physical condition of the work environment and the non-physical aspec vital function in 

improving employee work efficiency because it affects the physical and psychological well-

being of employees in carrying out their duties. 

 
Figure 1. Pre-Survey Graph of Employee Performance Issues 

Summary: Pre-survey Results (Data managed by Researcher) 

 

The results of the pre-survey show that after the work environment which has the 

highest percentage of 92.5%, the percentage of work motivation of employees of the XYZ 

Slimming Center West Jakarta clinic is the second highest, at 67.5% which affects the 

performance of employees.  Then followed by the Training and Work Environment score, 

which is 60%. Training and work environment that improves the way employees work and 

helps them to establish better performance. Work motivation, training, and non-physical work 

environment conditions have an important role in improving the performance of employees of 

the XYZ Slimming Center Clinic, a company that operates in the field of beauty services. 

 

METHOD 

This research design uses quantitative methodology. According (Balaka, 2022) 

Quantitative research methodology is an approach in research that relies on numerical data. 

This study is more focused on analyzing results that can be quoted objectively and completed 

with statistical analysis. The numbers used in statistical analysis are derived from an objective 

rating scale on the unit of analysis that is variable. (Balaka, 2022) that method research 

quantitative is that correlation based on the view of positivisme. This study is used to 

investigate a group of people or a random sample by selecting a random sample. Data were 

collected through an instrument, and data analysis was conducted using statistics. 

(Suryani, 2019) Population refers to a group of objects or individuals that have been 

selected based on the specified criteria and will be grouped into subjects to be examined. In 

this study, the population consists of 40 employees who have permanent employee status. 

(Suryani, 2019) A sample is a slice that represents the diversity of a group that has similar 

characteristics. In this study, the sampling method used is purposive sampling, meaning that 

all individuals in the population, namely 40 employees with permanent employee status, are 

part of the sample being studied. 

(Suryani, 2019) Data collection is an attempt to obtain information that willbe used in analyzing 

variables. The methods used in data collection are: (1) Premiere data is information that is 

directly obtained by the researcher from the source. In this method of research, observation is 

done through observation, distribution of queries, and literature review. (2) Seikuindeir data is 

information obtained not directly through the source, but rather recorded by others. In this 

study, secondary data includes information on employee performance, work training that has 

been conducted, and the results of pre-surveys. Data analysis method is a way of managing and 

analyzing data so that the data can provide information to answer the results of the research 

that can be used as evidence. This research uses associative analysis method. (M.Agil Sapuitra, 
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Buidi Wahono, 2023) Associative analysis involves examining two or more variables to 

understand how the relationship or change between one variable and another. The data will be 

processed using the IBM SPSS version 26 software. 

 

RESULT AND DISCUSSION 

Employee Performance 

Employee performance can be interpreted as abilities, skills, and individual work results 

that are visible when employees carry out their duties and responsibilities. (Siti Nuir Aisah, 

2020) Performance is the results achieved by employees based on the requirements and 

standards that have been set previously. Performance analysis (Sulistyowati & Auliya, 2022) 

Employee performance refers to the work results obtained by people or groups of people within 

an organization, to achieve organizational goals. According to (M. A. Fitri et al., 2023), 

performance is the result of work produced by employees or real behavior displayed according 

to their role in the organization. According to (Susanto, Sawitri, Ali, & Suroso, 2023) Good 

performance is performance that can contribute to the company's progress. Management 

requires talent who can develop the company by providing optimal performance  (Susanto, 

Sawitri, Ali, & Rony, 2023) Continuing from previous research, employee performance can 

provide companies with large profits (Setyawati et al., 2022).\ 

 

Work Motivation 

Work motivation refers to the spirit or passion that exists within each employee to carry 

out his duties. With high motivation, employees will feel happiness and enthusiasm when 

working, which in turn will have a positive impact on the profitability and balance of the 

organization. (Prasetyo et al., 2021) Motivation is the desire for maximum effort to achieve 

company goals, which is driven by the ability to meet individual needs. On the other hand, 

work involves all activities undertaken by human beings to achieve goals that have been set in 

advance. When an employee's morale is low, this will harm the business, especially when 

facing challenges; in such conditions, employees are more likely to resign themselves to the 

situation rather than trying to find a solution to improve it. In line with previous research 

discussing the importance of work motivation within employees, with employees having work 

motivation, the targets given by the company will be achieved precisely and quickly. (Susanto, 

Sawitri, & Suroso, 2023), (Susanto, Soehaditama, & Benned, 2023), (Susanto et al., 2024), 

(Susanto, Syailendra, & Suryawan, 2023), (Mulyono et al., 2023). 

 

Job Training 

Job training can be interpreted as training the ability or expertise of a person in carrying 

out his work. (M. A. Fitri et al., 2023) Training is based on employee training activities in the 

aspects of skills, knowledge, abilities, expertise, as well as attitudes and actions that are more 

relevant to practical situations. The quality of a company's results is closely related to the extent 

of its capabilities and the quality of its human resources. (Harbiato et al., 2023) Training is a 

part of education that elevates the learning process to obtain and improve appropriate skills, in 

a short time, by focusing more on building employee skills and knowledge. In line with 

previous research, it is stated that training is carried out periodically to increase employee 

competency and develop employee talents so they remain productive (Susanto, Ali, Sawitri, et 

al., 2023),(AR, Muhammad Thamrin Saribanon et al., 2023), (Susanto & Sawitri, 2022), 

(Gultom et al., 2022). 

 

Non-Physical Work Environment 

Non-physical work environment can be understood as a work environment that includes 

superiors and subordinates as well as work partners, creating a comfortable atmosphere or 

https://research.e-siber.org/SJAM


https://research.e-siber.org/SJAM,                                         Vol. 1, No. 3, October-December 2023 

  

 

138| p a g e  

 

environment. (Febrian et al., 2019) Poor work environment conditions can have a negative 

impact on a person's spirit and motivation. In this situation, the workforce will become the 

cause of the performance of employees, which of course will have a negative impact on the 

organization or company. (Aliya & Saragih, 2020) so that employees can work well, the work 

environment needs to be kept visible and comfortable. This is necessary to improve 

productivity and performance. In addition, the condition of the work environment also affects 

the level of satisfaction of the employees towards work. A positive work environment can 

radiate positive energy to the individual. On the contrary, if the work environment is 

uncomfortable, it can hinder the employee's morale, which can lead to poor performance and a 

sense of lack of satisfaction in work. (Febrian & Purnama, 2022) The cultivation of the 

environment refers to the atmosphere or physical conditions in which a group of people work 

to achieve a common goal. This is highly correlated with the performance that results from the 

quality and quantity of work performed by an employee. 

 

Validity Test 

According to (Suryani, 2019) Valid is showing the degree of accuracy between the data 

that actually occurs on the object and the data that can be collected. 

 
Table 5. Validity Test Results 

Variable 
Number of 

Statements 
R count R table Description 

Work Motivation 

(X1) 

X1.1 0.895 0.312 Valid 

X1.2 0.881 0.312 Valid 

Job Training (X2) 

X2.1 0.791 0.312 Valid 

X2.2 0.708 0.312 Valid 

X2.3 0.706 0.312 Valid 

X2.4 0.897 0.312 Valid 

X2.5 0.870 0.312 Valid 

Non Physical Work 

Environment (X3) 

X3.1 0.885 0.312 Valid 

X3.2 0.816 0.312 Valid 

X3.3 0.868 0.312 Valid 

Employee 

Performance (Y) 

Y.1 0.842 0.312 Valid  

Y.2 0.854 0.312 Valid 

Y.3 0.751 0.312 Valid 

Y.4 0.716 0.312 Valid 

Y.5 0.730 0.312 Valid 

Source: researcher data processing, January 2024 

 

From the data table 5 above, it can be concluded that each statement item above has a 

value > r table (0.3120). This shows that the statement items of each variable are valid and 

suitable for use in this study. Because the value of r count > r table 0.312. Valid statement items 

mean that they are able to measure and explain the variables under study clearly and precisely. 

 

Reliability Test 

According to (Suryani, 2019) A questionnaire is said to be reliable if someone's answer 

to a question is consistent or stable. 

 
Table 6. Reliability Test Results 

Research Variable Cronbach’s Alpha Description 

Work Motivation (X1) 0.732 Realiable 

Job Training (X2) 0.856 Realiable 

Non Physical Work Environment (X3) 0.804 Realiable 

Employee Performance (Y) 0.831 Realiable 

https://research.e-siber.org/SJAM


https://research.e-siber.org/SJAM,                                         Vol. 1, No. 3, October-December 2023 

  

 

139| p a g e  

 

Source: researcher data processing, January 2024 

 

Based on the calculations that have been carried out, Cronbach Alpha has a value that 

exceeds 0.60, and the r (correlation) value shows a positive trend. Therefore, it can be 

concluded that the statement items regarding the variables of work motivation, job training, 

non-physical work environment and employee performance are considered reliable or reliable. 

 

Multicollinearity Test 

According to (Suryani, 2019) To detect the presence or absence of multicollinearity in the 

regression model, it can be seen from the tolerance value or Variance Inflation Factor (VIF). 
 

Table 7. Multicollinearity Test Results 
Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. Collinearity 

Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) 4.088 2.536  1.612 .116   

WORK 

MOTIVATION 

.420 .244 .210 1.719 .094 .811 1.234 

JOB TRAINING .242 .140 .252 1.731 .092 .568 1.760 

NON-PHYSICAL 

WORK 

ENVIRONMENT 

.681 .213 .452 3.192 .003 .604 1.655 

 

From table 7, it is known that the tolerance value for the work motivation variable (X1) 

is 0.811, job training (X2) is 0.568 and the non-physical work environment (X3) is 0.604 

greater than 0.10. then referring to the basis for decisions in the multicollinearity test can be 

used. Meanwhile, the VIF value for the work motivation variable is 1,234, job training is 1,760 

and the non-physical work environment is 1,655 < 10.00. then referring to the basis for decision 

making in the multicollinearity test, it can be concluded that there are no multicollinearity 

symptoms in the regression model. Multiple Linear Regression Analysis. 

 
Table 8. Multiple Linear Regression Analysis 

Source: researcher data processing, January 2024 

 

The results of table 8 as for the regression equation formula in this analysis or research 

are as follows: Y = 4,088 + 0.420 (X1) + 0.242 (X2) + 0.681 (X3) 

Based on the regression equation above, it can be explained as follows:  

1) The constant value of 4.088 states that if the value of variables X1, X2 and X3 does not 

exist or = 0, then the performance value is 4.088. 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

B Std. Error Beta 

1 (Constant) 4.088 2.536  1.612 .116 

WORK MOTIVATION 

(X1) 

.420 .244 .210 1.719 .094 

JOB TRAINING (X2) .242 .140 .252 1.731 .092 

NON-PHYSICAL WORK 

ENVIRONMENT (X3) 

.681 .213 .452 3.192 .003 

a. Dependent Variable: EMPLOYEE PERFORMANCE (Y) 
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2) The correlation coefficient of the work motivation variable is 0.420, meaning that every 

addition of 1 (one) point of the work motivation variable, it increases performance by 0.420 

times.  

3) The correlation coefficient of the Job Training variable (X2) is 0.242, meaning that every 

addition of 1 (one) point of the job training variable, it will increase performance by 0.242.  

4) The correlation coefficient of the Non Physical Work Environment variable is 0.681, 

meaning that every addition of 1 (one) point of the Non Physical Work Environment 

variable, it will increase performance by 0.681. 

 

Correlation Coefficient Analysis Results 

 
Table 9. Correlation Coefficient Analysis Results 

  

WORK 

MOTIVATION 

NON-

PHYSICAL 

WORK 

ENVIRONMENT 

EMPLOYEE 

PERFORMANCE 

WORK 

MOTIVATION 

Pearson 

Correlation 

1 .419** .352* .475** 

Sig. (2-tailed)  .007 .026 .002 

N 40 40 40 40 

NON-PHYSICAL 

WORK 

ENVIRONMENT 

Pearson 

Correlation 

.419** 1 .621** .621** 

Sig. (2-tailed) .007  .000 .000 

N 40 40 40 40 

NON-PHYSICAL 

WORK 

ENVIRONMENT 

Pearson 

Correlation 

.352* .621** 1 .682** 

Sig. (2-tailed) .026 .000  .000 

N 40 40 40 40 

EMPLOYEE 

PERFORMANCE 

Pearson 

Correlation 

.475** .621** .682** 1 

Sig. (2-tailed) .002 .000 .000  

N 40 40 40 40 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 

Source: researcher data processing, January 2024 

 

Based on Table 9 above, it is known that the Sig. (2-tailed) between Work Motivation 

(X1) and Employee Performance (Y) is 0.002 < 0.05, which means that there is a significant 

correlation between the Work Motivation variable and the Employee Performance variable. 

Furthermore, the relationship between Job Training (X2) and Employee Performance (Y) has 

a Sig. (2-tailed) of 0.000 < 0.05, which means that there is a significant correlation between the 

Job Training variable and the Employee Performance variable. And the Non-Physical Work 

Environment variable is known to have a Sig. (2-tailed) value of 0.000 < 0.05, which means 

there is a significant correlation with the employee performance variable. 

 Based on the calculated r value, it is known that the calculated r value for the 

relationship between Work Motivation (X1) and Employee Performance (Y) is 0.475> r table 

0.312, it can be concluded that there is a relationship or correlation between work motivation 

variables and employee performance variables. Furthermore, it is known that the value of r 

count for job training (X2) with the employee performance variable (Y) is 0.621 > r table 0.312, 

it can be concluded that there is a relationship or correlation between the job training variable 

and employee performance and for the non-physical work environment variable is 0.682 > r 

table 0.312, because r count in this analysis is positive, it can be concluded that the relationship 

between the three variables is positive and sig to employee performance. 
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Hypothesis Testing 

T Test (Partial) 
Table 10. T Test Results (Partial) 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. Collinearity 

Statistics 

B Std. 

Error 

Beta Tolerance VIF 

1 (Constant) 4.088 2.536  1.612 .116   

Work Motivation 

(X1) 

.420 .244 .210 1.719 .094 .811 1.234 

Work Training 

(X2) 

.242 .140 .252 1.731 .092 .568 1.760 

Non Physical 

Work 

Environment 

(X3) 

.681 .213 .452 3.192 .003 .604 1.655 

a. Dependent Variable: Employee Performance (Y) 

Source: researcher data processing, January 2024 

 

By doing the calculation, a comparison can be obtained between the calculated t value 

and the tα/2 value, namely t (α/2; n-k-1) = t (0.025; 40) = 2.028. 

1) Sig. value of 0.094> 0.05 and the calculated t value of 1.719 < 2.028, it can be concluded 

that H1 is rejected, indicating that there is no influence between variable X1 on variable Y. 

2) Sig. value of 0.092> 0.05 and the calculated t value of 1.731 < 2.028, it can be concluded 

that H2 is rejected, indicating that there is no influence between variable X2 on variable Y. 

3) Sig. value of 0.003 <0.05 and t value of 3.192> 2.028, it can be concluded that H3 is 

accepted, indicating that there is an influence between variable X3 on variable Y. 

 

F Test (Simultaneous) 

 
Table 11. F Test Results (Simultaneous) 

Model Sum of 

Squares 

df Mean Square F Sig. 

1 Regression 215.093 3 71.698 15.560 .000b 

Residual 165.882 36 4.608   

Total 380.975 39    

a. Dependent Variable: Employee Performance (Y) 

b. Predictors: (Constant), Non Physical Work Environment (X3), Work Motivation (X1), Work Training (X2) 

Source: researcher data processing, January 2024 

 

From the F test results above, it is found that the calculated F value is 2.092, with a 

comparison to the Ftabel value = F (k; n-k) = F (3; 40-3) = (3: 37) = 2.092. With a Sig. value 

of 0.000 <0.05 and a calculated F value of 15.560> 2.092, it can be concluded that H4 is 

accepted. This indicates a simultaneous influence between variables X1, X2, and X3 on 

variable Y. 

 

Coefficient of Determination 

 
Table 12. Results of the Coefficient of Determination 

Model Summaryb 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate Durbin-Watson 

1 .751a .565 .528 2.147 2.586 
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The R Square value of 0.565 or 56.5% indicates that variables X1, X2, and X3 have a 

joint influence on variable Y of 56.5%, while the remaining 43.5% is influenced by other 

factors. 

 

Effect of Work Motivation on Employee Performance 

The results of hypothesis testing regarding the effect of Work Motivation (X1) on 

Employee Performance (Y) at the XYZ Slimming Center Clinic, West Jakarta Branch partially 

show the t value of 1.719 < 2.021, with a significance value of 0.094 which exceeds 0.05. From 

these results it can be concluded that Work Motivation (X1) has a significant effect on 

Employee Performance (Y) but not a positive effect. This indicates that, although employee 

work motivation can improve performance. This finding is in line with the results of research 

conducted by (Adha et al., 2019) which also concluded that work motivation has a significant 

negative effect on employee performance. 

 

Effect of Job Training on Employee Performance 

The results of hypothesis testing regarding the effect of Job Training (X2) on Employee 

Performance (Y) at the XYZ Slimming Center West Jakarta Branch clinic in parsil show the t 

value of 1.721 < 2.028, with a significance value of 0.092 > 0.05. From these results it can be 

concluded that Job Training (X2) has a significant effect on Employee Performance (Y) but 

has no positive effect. This indicates that even though job training is carried out on employees, 

it does not necessarily affect employee performance. This finding is in line with the results of 

research conducted by (Arika & Sudiro, 2016) which concluded that job training has a 

significant negative effect on employee performance. 

 

The Effect of Non-Physical Work Environment on Employee Performance 

The results of hypothesis testing regarding the effect of the Non-Physical Work 

Environment (X3) on Employee Performance (Y) at the XYZ Slimming Center Clinic, West 

Jakarta Branch partially show the t value of 3.192> 2.028, with a significance value of 0.003 

which is less than 0.05. From these results it can be concluded that the Non-Physical Work 

Environment (X3) does not have a significant effect on Employee Performance (Y) but has a 

positive effect. This finding is in line with the results of research conducted by (zakky fahma 

auliya, 2022) which also concluded that the non-physical work environment has a significant 

positive effect on employee performance. 

 

CONCLUSION  

Based on the results of research that has been conducted on the influence of work 

motivation, job training and non-physical work environment on employee performance 

(Empirical study at the XYZ Slimming Center Clinic, West Jakarta Branch) with a sample of 

40 respondents.  The conclusions of this study are as follows: (1) Work motivation has a 

negative and significant effect on employee performance. this shows that work motivation does 

not have a positive effect on employee performance, but is significant. (2) Job Training has a 

negative and significant effect on employee performance. This shows that job training has no 

positive effect on employee performance, but there is significance. (3) Non-physical work 

environment has a positive and insignificant effect on employee performance. This indicates 

that the non-physical work environment has an effect on employee performance, but there is 

no significance. 
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