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Joint Business Groups (KUBE) program in Papua. It seeks to answer how these
factors individually and collectively impact the effectiveness of social assistants
in enhancing community welfare.

Research Design and Methodology: Utilizing an explanatory research design, this
quantitative study employed a survey model with questionnaires distributed to 87
social assistants in Jayapura City, Jayapura Regency, Keerom Regency, and Sarmi
Regency. The research examined the relationships between motivation, training,
work environment, and compensation as independent variables and social
assistants’ performance as the dependent variable. Data analysis included
validity, reliability, classical assumption tests, and multiple regression analysis
using SPSS.

Findings and Discussion: The results indicate that motivation, training, work
environment, and compensation significantly impact the performance of social
assistants both individually and collectively. Motivation enhances commitment
and task outcomes; training improves technical skills and confidence; a
supportive work environment boosts productivity, and fair compensation
increases job satisfaction. These findings align with existing theories and
underscore the importance of these factors in optimizing employee performance
in social assistance programs.

Implications: The study suggests that integrated strategies encompassing
motivation programs, continuous training, supportive work environments, and fair
compensation are crucial for enhancing the performance of social assistants.
Policymakers and managers should focus on these areas to improve the
effectiveness of social assistance programs and ultimately enhance community
welfare in Papua. Future research should investigate the long-term effects and
potential mediating factors to refine these strategies further.

Introduction

Poverty remains a central issue in every country, including Indonesia, where it poses significant
challenges that require urgent and prioritized solutions. As the primary agent of state authority, the
Indonesian government is expected to provide adequate measures to tackle poverty, as mandated by
the 1945 Constitution, article 27, Paragraph 2, which asserts that every citizen is entitled to a
livelihood worthy of humanity. This principle underscores the need for citizens to access adequate
employment and a decent standard of living. However, poverty is a condition characterized by an

213


https://doi.org/10.60079/ajeb.v2i4.381
https://advancesinresearch.id/index.php/AJEB
mailto:khusnul.khotimah1978@gmail.com

Advances: Jurnal Ekonomi & Bisnis, 2(4), 2024. 213 - 226
DOI: https://doi.org/10.60079/ajeb.v2i4.381

inability to meet the minimum requirements for living, particularly in terms of consumption and
income (Kadji, 2012). This condition often results in low education, productivity, income, health, and
nutrition levels, creating a cycle of helplessness (Statistics Indonesia, 2021). According to the Central
Statistics Agency (BPS) of Papua Province, the percentage of poor residents increased from 26.64% in
March 2020 to 26.80% in September 2020 (Eko Prasetya, 2021). To address this issue, the government
has implemented programs such as the Economic Productive Business Social Assistance (UEP) for Joint
Business Groups (KUBE), which aim to improve social welfare through empowerment activities and
facilitation (Minister of Social Affairs Regulation No. 2 of 2019). Social assistants, or "Pendamping Sosial
KUBE," are crucial in guiding these initiatives, including forming groups, verifying aid recipients, and
providing technical and motivational guidance (Regulation No. 02, 2019).

Recent research has explored various factors influencing the performance of social assistants,
particularly in programs like the Family Hope Program (PKH). Studies have consistently highlighted the
importance of motivation, training, work environment, and compensation. For instance, motivation
has been shown to significantly affect the productivity and commitment of social assistants,
facilitating their roles in guiding community members toward productive economic activities
(Aminudin, 2023; Syarif et al., 2023). Similarly, training has been identified as a critical factor in
enhancing the skills and competencies of social assistants, leading to better implementation of social
programs (Alimuddin, 2022; Raihan et al., 2022). The work environment also plays a crucial role, as a
supportive and well-equipped setting can enhance job satisfaction and performance (Hapsari et al.,
2022; Setiawati & Putra, 2022). Moreover, compensation, including fair wages and benefits, is essential
for maintaining high morale and motivation among social assistants (Dahlia & Fadli, 2022; Fitriana et
al., 2022). Despite these findings, limitations persist in recent studies. For example, the variability in
the results concerning motivation's impact on performance suggests a need for more nuanced
understanding and context-specific investigations (Margaretta et al., 2022; Ghulam & Fitri, 2022).
Additionally, while training is widely recognized as beneficial, its effectiveness may vary depending
on the content and delivery methods, as noted by (Syarifuddin et al., 202; Marjaya & Pasaribu, 2019).
The influence of the work environment and compensation on performance also appears inconsistent
across different studies, indicating that other mediating factors might be at play (Lesmana et al.,
2023; Meyrisca et al., 2022). These discrepancies highlight the need for further research to refine our
understanding of how these factors interact and influence the performance of social assistants in
diverse settings.

Despite the progress in understanding the factors influencing the performance of social assistants,
significant gaps still need to be discovered. One of the primary gaps is the need for more consistent
findings regarding the impact of motivation on performance. While some studies, such as those by
(Aminudin, 2023; Syarif et al., 2023), report a positive and significant relationship, others like
(Margaretta et al., 2022; Ghulam & Fitri, 2022) find no significant impact. This discrepancy suggests
that the influence of motivation may be context-specific, varying based on organizational culture,
individual characteristics, or the nature of the social assistance programs. Additionally, there is
variability in training outcomes, as noted by (Syarifuddin et al., 2021; Marjaya & Pasaribu, 2019)
indicate a need for more detailed studies considering training programs quality, relevance, and
delivery methods. Though recognized as necessary, the role of the work environment shows mixed
results in its impact on performance. Research by (Lesmana et al., 2023; Meyrisca et al., 2022) suggests
that other factors, such as job satisfaction or organizational support, may mediate this relationship.
Similarly, compensation’s role in enhancing performance, while generally positive, as shown by (Dahlia
& Fadli, 2022), requires further exploration to understand the conditions under which it is most
effective. These gaps highlight the need for more comprehensive and nuanced research that can clarify
the interactions between these factors and their impact on the performance of social assistants.

Given the identified gaps in existing research, this study aims to explore the influence of
motivation, training, work environment, and compensation on social assistants’ performance in the
Joint Business Groups (KUBE) program in Papua. The research seeks to answer the following questions:
(1) How does motivation affect the performance of these social assistants? (2) What is the impact of
training on their performance? (3) How does the work environment influence their effectiveness? (4)
What role does compensation play in enhancing their performance? (5) How do these factors
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collectively impact the performance of social assistants? The study's objectives are to comprehensively
analyze these factors, offering new insights into their roles and interactions within the unique context
of social services in Papua. The novelty of this research lies in its focus on the public sector, specifically
examining the dynamics within a government-led social assistance program, which is often
underrepresented in existing literature that tends to focus on private sector contexts. Additionally,
the geographical focus on Papua, a region with distinct socio-economic challenges, adds a critical
dimension to understanding how these factors play out in varying local contexts. By including the work
environment as a variable, the study aims to provide a more holistic view of the factors affecting
performance, considering both internal motivators and external conditions. This approach is expected
to uncover unique insights into how different environments and organizational settings influence the
effectiveness of social assistants, thus providing evidence-based recommendations for enhancing the
efficacy of social assistance programs. The findings inform policy and practical interventions tailored
to the specific needs of similar regions and contexts.

Literature Review

Performance

Performance, as defined by Ondi et al., (2023), refers to the quality and quantity of work an
employee achieves in carrying out their duties, aligned with the authority and responsibilities
entrusted to them. This definition emphasizes the importance of achieving organizational goals legally
and ethically. Adi, (2023) describes performance as the output of an activity or job involving specific
skills and energy within a certain timeframe. The essence of employee performance lies in its
observability and measurability, highlighting the significance of evaluating performance based on
objective and regular assessments (Ramadani, 2018). Key performance indicators include work quality,
which measures how well an employee performs their tasks; work quantity, reflecting the speed and
volume of work; task execution, indicating accuracy; and responsibility, denoting the employee’s
awareness of their obligations (Mangkunegara, 2011). Performance assessment involves collecting data
on employee performance over an evaluation period and comparing it against established standards
(Adi, 2023). This systematic evaluation helps identify strengths and weaknesses, guiding rewards,
promotions, and placement decisions. The primary goals of performance assessment are twofold: past-
oriented goals include controlling employee behavior through rewards and sanctions, while future-
oriented goals focus on helping employees understand their strengths and weaknesses, fostering a
collaborative relationship between employees and supervisors, and preparing employees for higher
responsibilities (Ramadani, 2018). This comprehensive approach to performance management is
crucial for continuous improvement and aligning employee efforts with organizational objectives
(Enyinna, 2023).

Motivation

Motivation is fundamental in understanding employee behavior and organizational effectiveness
(Bahasoan & Baharuddin, 2023). Ahmad (2021) articulates that motivation is a process that involves
physiological or psychological drives aimed at achieving specific goals, often influenced by incentives.
This intrinsic and extrinsic motivation is crucial for aligning individual and organizational interests, as
highlighted by Hasibuan (2014), who notes that motivation involves the drive to encourage employees
to work diligently and achieve optimal performance. Motivation is essential to increase work
enthusiasm, employee morale, productivity, and overall job satisfaction (Somava, 2021). It also plays
a critical role in maintaining stability, enhancing discipline, and fostering a positive work environment.
The benefits of motivation, as outlined by Hasibuan, (2014), include improved job performance, a
greater sense of responsibility, adherence to rules, honesty, and teamwork. Effective motivation
strategies help bridge the gap between individual expectations and organizational goals, fostering a
conducive environment for cooperation and productivity (Bukhari et al., 2023). The factors influencing
motivation can be categorized into content theories, which focus on internal and external stimuli that
drive behavior, and process theories, which examine the mechanisms by which individuals make
motivational choices. These theories underscore the importance of understanding both the internal
needs of employees and the external incentives provided by the organization, emphasizing the need
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for a balanced approach to motivation that includes both rewards and punishments. This
comprehensive understanding of motivation is vital for developing strategies that enhance employee
engagement and performance in any organizational setting.

Training

Training is a critical component in enhancing the capabilities of human resources, essential for
maintaining competitiveness in a rapidly evolving business environment (Awoitau et al., 2024). As
Manullang (2012) notes, training involves a learning process that encompasses the mastery of skills,
concepts, rules, or attitudes necessary to improve employee performance. It is not merely a cost but
an investment in human capital that benefits the entire organization. Wahyuningsih (2019) emphasizes
that training is a series of activities designed to systematically enhance an individual's skills and
knowledge, fostering professional performance in their respective fields. Similarly, Ramadani (2018)
describes training as a systematic process to modify employee behavior to achieve organizational
goals, focusing on developing the skills and abilities required for current job tasks. The importance of
training is underscored by several factors, including workforce quality, global competition,
technological changes, and demographic shifts (Li, 2022). These elements necessitate continuous
training to ensure employees are well-prepared and adaptable to changing job requirements. New
employees require training to understand their roles and responsibilities as outlined in their job
descriptions. Manullang, (2012) identifies several principles of practical training, such as
accommodating individual differences, aligning training with job analysis, fostering motivation,
encouraging active participation, and selecting appropriate trainees and trainers. These principles
highlight the need for tailored training programs that consider employees' diverse backgrounds and
learning needs and the critical role of skilled trainers in delivering practical training.

Work Environment

The work environment is crucial in influencing employee performance, as it encompasses the
physical and psychological conditions in which employees carry out their daily activities (Ismail, 2023).
Syper-Jedrzejak, (2020) suggests that a conducive work environment provides security and comfort,
enabling employees to perform their tasks optimally. When employees are satisfied with their work
environment, they are more likely to remain engaged and use their time effectively, which enhances
productivity (Massoudi & Hamdi, 2017). A good work environment includes all aspects that directly
and indirectly affect employees, such as physical space, interpersonal relationships, and
organizational culture (Sundstrom, 1986). These elements can significantly impact employee well-
being and efficiency. An optimal work environment fosters comfort and encourages employees to
perform their tasks to the best of their abilities. In contrast, a poor environment can lead to
dissatisfaction, stress, and reduced productivity (Massoudi & Hamdi, 2017). The work environment is
critical for individual employee performance and overall productivity. It is a foundation for effective
work habits and contributes to employees’ psychological comfort and satisfaction (Syper-Jedrzejak,
2020). The impact of the work environment on employee performance underscores the importance of
creating a supportive and well-equipped workplace. This approach helps employees perform their
duties effectively, leading to higher productivity and a more positive organizational culture. This
understanding aligns with contemporary perspectives that emphasize the significance of
environmental factors in shaping employee behavior and organizational outcomes.

Compensation

Compensation is critical in motivating employees and enhancing organizational performance (Aji
& Akbardin, 2024). As Hasibuan (2014) defines, compensation encompasses all forms of income,
including cash and non-cash benefits, provided to employees in return for their services. Recognizing
employee contributions and encouraging them to excel in their roles is essential. Mahato & Kaur,
(2023) emphasize that compensation rewards employees' efforts and dedication toward achieving the
company's goals. The primary objectives of compensation include rewarding employee performance,
ensuring equitable pay, retaining talent, attracting quality employees, controlling costs, and
complying with regulations (Bhattacharyya, 2009). Effective compensation management involves
evaluating job roles, conducting market surveys to ensure external equity, and determining fair pay
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scales based on internal and external factors. Compensation can be categorized into direct financial
compensation (such as salaries, bonuses, and stock options), indirect financial compensation (such as
health insurance, retirement plans, and paid leave), and non-financial compensation (such as job
satisfaction, recognition, and a positive work environment) (Sukmakirana & Nurwanti, 2022). Each
type of compensation plays a vital role in fulfilling employees' financial and psychological needs,
enhancing job satisfaction and loyalty. The benefits of a well-structured compensation system include
increased motivation, improved job performance, higher employee retention, and a competitive edge
in the labor market (Mendoza et al., 2018). It also simplifies administrative processes and ensures
legal compliance. In the competitive business landscape, a strategic approach to compensation is
crucial for maintaining a motivated and high-performing workforce, ultimately driving organizational
success.

Research Design and Methodology

This study employs an explanatory research desigh to explain the relationships and effects
between variables through hypothesis testing (Sugiyono, 2017). It adopts a quantitative approach,
utilizing empirical measurement and theoretical frameworks. The research utilizes a survey model
with questionnaires to gather data on individual opinions. Specifically, the study examines the impact
of motivation, training, work environment, and compensation on the performance of assistants in joint
business groups at the Social Services Department of Population Civil Records (KPCS) in Papua
Province. The research is conducted at the KPCS offices in Jayapura City, Jayapura Regency, Keerom
Regency, and Sarmi Regency. The population consists of 87 social assistants across these locations,
and a complete sampling method is used, including all 87 assistants. The independent variables include
motivation (X1), training (X2), work environment (X3), and compensation (X4), with employee
performance (Y) as the dependent variable. Data collection involves primary data from questionnaires
and secondary data from literature sources. The validity and reliability of the data are tested using
SPSS, ensuring that the instruments accurately measure the intended variables. The study also employs
classical assumption tests, including normality, multicollinearity, and heteroskedasticity tests, to
ensure the robustness of the regression model. Hypotheses are tested using multiple regression
analysis, with significance determined through t-tests, F-tests, and the coefficient of determination
(R?), assessing the explanatory power of the independent variables on the dependent variable.

Findings and Discussion

Findings

To test the validity of the questionnaire items, each question's Pearson correlation coefficient
with the total score was calculated. This coefficient was then compared with the critical r value from
the Pearson Product Moment table, with a degree of freedom and significance level. Items with a
correlation coefficient more significant than the critical value (r = 0.2133 for N = 84) were deemed
valid. The analysis, performed using SPSS version 26.0, assessed the validity of each item. Reliability
testing was conducted only on valid questions to determine the consistency and reliability of the
measurement. This was measured using Cronbach’s alpha, which indicates the instrument’s reliability
instrument’s reliability. Sugiyono (2017) states that an alpha value between 0.81 and 1.00 signifies
high reliability, while values below this range indicate varying reliability. Sujarweni (2014) suggests
that an Alpha > 0.80 is considered reliable.

Based on Table 1, the reliability test results for each variable show Cronbach’s Alpha values greater
than 0.70, indicating that the statements in the questionnaire are highly reliable. All items for the
variables motivation (X1), training (X2), work environment (X3), compensation (X4), and the
performance of social assistants (Y) have a product-moment correlation or r-value more significant
than the critical value (R-Table) of 0.2133 at a significance level of 0.05. This suggests that all
statements in the study are valid, as each item's Corrected Item-Total Correlation exceeds the
threshold.
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Table 1. Validity and Reability Test Results

Cronbach's

Variable Item r-Value r-Table Sig Validity Alpha Reliability

Employee Y4 0,534 0,2133 0,000 Valid 0.757 Reliable
Performance Y2 0,330 0,2133 0,002 Valid
Y3 0,302 0,2133 0,008 Valid
Ya 0,295 0,2133 0,007 Valid
Ys 0,388 0,2133 0,000 Valid
Yo 0,485 0,2133 0,000 Valid
Y7 0,326 0,2133 0,004 Valid
Ys 0,358 0,2133 0,001 Valid
Yo 0,639 0,2133 0,000 Valid
Y10 0,591 0,2133 0,000 Valid
Y11 0,562 0,2133 0,000 Valid
Y12 0,673 0,2133 0,000 Valid
Y13 0,521 0,2133 0,000 Valid
Y14 0,431 0,2133 0,000 Valid

Motivation X1.1 0,741 0,2133 0,000 Valid 0.817 Reliable
X1.2 0,784 0,2133 0,000 Valid
X1.3 0,785 0,2133 0,000 Valid
X1.4 0,743 0,2133 0,000 Valid
X1.5 0,863 0,2133 0,000 Valid

Training o 0,806 0,2133 0,000 Valid 0.775 Reliable
X2.2 0,753 0,2133 0,000 Valid
X2.3 0,400 0,2133 0,000 Valid
X2.4 0,574 0,2133 0,000 Valid
X2.5 0,805 0,2133 0,000 Valid
X2.6 0,713 0,2133 0,000 Valid
X2.7 0,556 0,2133 0,000 Valid
X2.8 0,521 0,2133 0,000 Valid
X2.9 0,474 0,2133 0,000 Valid
X2.10 0,692 0,2133 0,000 Valid
X2.11 0,570 0,2133 0,000 Valid
X2.12 0,630 0,2133 0,000 Valid

Work Environment X3.1 0,541 0,2133 0,000 Valid 0.846 Reliable
X3.2 0,611 0,2133 0,000 Valid
X3.3 0,801 0,2133 0,000 Valid
X3.4 0,813 0,2133 0,000 Valid
X3.5 0,660 0,2133 0,000 Valid
X3.6 0,686 0,2133 0,000 Valid

Compensation X4.1 0,759 0,2133 0,000 Valid 0.843 Reliable
X4.2 0,803 0,2133 0,000 Valid
X4.3 0,687 0,2133 0,000 Valid
X4.4 0,717 0,2133 0,000 Valid
X4.5 0,690 0,2133 0,000 Valid
X4.6 0,727 0,2133 0,000 Valid
X4.7 0,696 0,2133 0,000 Valid
X4.8 0,690 0,2133 0,000 Valid
X4.9 0,710 0,2133 0,000 Valid
X4.10 0,751 0,2133 0,000 Valid

Source: Data Processing 2024
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The normality test serves to test whether, in the form of a regression model, confounding variables
have a normal distribution. A good regression model is a normal or near-normal data distribution.

Mormal P-P Plot of Regression Standardized Residual

Dependent Variable: Kinerja Pendamping
10

08
0s

0.4

Expected Cum Prob

Observed Cum Prob

Figure 1. Normal Plot Regresi Standar Residual
Source: Data Processing 2024, SPSS 26.0 for windows

Based on Figure 1 of the normality test results above, it can be concluded that the data is normally
distributed, and the regression model is suitable for use in this study. The Normal P-P Plot graph shows
that the points spread around the diagonal line, and the distribution follows the direction of the
diagonal line, fulfilling the assumption of normality.

The multicollinearity test is used to determine whether or not there is a correlation between the
independent variables in the regression model. A good regression model does not contain
multicollinearity. Detecting multicollinearity can see the tolerance value and variant inflation factor
(VIF) as benchmarks. If the tolerance value is = 0.10 and the VIF value is <10, it can be concluded
that there is multicollinearity in the study.

Table 2. Multicollinearity Test

Model Collinearity Statistics

Tolerance VIF
1 (Constant)
Motivation 0.448 2.232
Training 0.347 2.886
Work Environment 0.740 1.352
Compensation 0.711 1.407

Source: Data Processing 2024

Table 2 above obtained the tolerance value of motivation (X1) of 0.448, training (X2) of 0.347,
work environment (X3) of 0.740, and compensation (X4) of 0.711 where the tolerance level of each
variable is more significant than 0.10 while the VIF value of motivation (X1) is 2.232, training (X2) of
2.886, work environment (X3) of 1.352 and compensation (X4) of 1.407, it can be concluded that each
independent variable has a value < 10, where. The Tolerance value is more significant than 0.50; this
indicates that each independent variable used in this study does not show any symptoms of
multicollinearity, and this also explains that all variables can be used as mutually independent
variables, so it can be concluded that there is no multicollinearity in the independent variables in this
study.

The heteroskedasticity test aims to determine if the disturbance errors have a constant variance.
This study uses a residual plot to compare the regression studentized residual with the predicted value
of the independent variables. If the residual distribution does not increase with the predicted value,
it indicates homoskedasticity. A good model shows no heteroskedasticity. The scatterplot, with the X-
axis as predicted Y and the Y-axis as standardized residuals, shows no clear pattern and scattered
points around zero, indicating no heteroskedasticity. The scatterplot for this study is shown in Figure
2.
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Scatterplot
Dependent Variable: Kinerja Pendamping

Regression Studentized Residual
-
o
.

Regression Standardized Predicted Value

Figure 2. Heteroscedasticity Test Result
Source: Data Processing 2024

In Figure 2, the scatterplot graph above shows that the data points are spread above and below
the number 0 on the Y-axis. This indicates that the regression model is not heteroscedastic.

In this study, the analysis method used is multiple linear regression analysis. Multiple regression
analysis measures the strength of the relationship between one or more variables. It shows the
direction of the relationship between the dependent and independent variables. The regression
equation can be seen in Table 3.

Table 3. Multiple Linear Regression and t Test Result

Standardized

Model Unstandardized Coefficients Coefficients t Sig.

B Std. Error Beta
1 (Constant) 29033 1.901 15.270 0.000
Motivation (X1) 0.356 0.100 0.275 3.568 0.001
Training (X2) 0.220 0.055 0.350 3.991 0.000
Work Environment (X3) 0.137 0.064 0.129 2.146 0.035
Compensation (X4) 0.258 0.044 0.359 5.852 0.000

Source: Data Processing 2024
From Table 3, the above can be obtained regression equation model
Y=a+biX1+ b2X2 + b3X3 + b4X4 + e.
Produces a regression equation model based on the results of the analysis:
Y =29.033 + 0.356X1 + 0.220X2 + 0.137X3 + 0.258X4 + e

from the results of this Equation model show the following interpretation:

The constant value of 29.033 indicates a positive baseline, suggesting that the performance of
social assistants at the Department of Population and Civil Records in Papua Province increases by
290.33 units, or 290.33%, independent of motivation (X1), training (X2), work environment (X3), and
compensation (X4) variables. The regression coefficient for motivation (X1) is 0.356, meaning a one-
unit increase in motivation improves the performance of social assistants by 0.356 units or 3.56%,
assuming other variables remain constant. Similarly, the coefficient for training (X2) is 0.220,
indicating that a one-unit increase in training enhances performance by 0.220 units or 2.20%. The work
environment variable (X3) has a regression coefficient of 0.137, showing that a one-unit improvement
in the work environment leads to a 0.137 unit or 1.37% increase in performance. Lastly, the
compensation variable (X4) has a coefficient of 0.258, meaning a one-unit increase in compensation
results in a 0.258 unit or 2.58% increase in performance, assuming all other factors are constant.

The t-test (partial) was employed to evaluate the hypothesis concerning the individual impact of
the independent variables—motivation (X1), training (X2), work environment (X3), and compensation
(X4)—on the dependent variable, which is the performance of social assistants. With a significance
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threshold set at 5% (a = 0.050), the analysis results indicate that all these independent variables
significantly affect the dependent variable. The findings show that the motivation variable (X1) has a
significant level of 0.001, less than 0.05, and a t-value of 3.568, exceeding the t-table value of 1.664.
This suggests that increased motivation significantly improves the performance of social assistants at
the Department of Population and Civil Records in Papua Province, confirming the first hypothesis.
Similarly, the training variable (X2) has a significant value of 0.000 and a t-value of 3.155, more
significant than the t-table value, indicating that training also significantly influences performance,
thereby supporting the second hypothesis. The work environment variable (X3) yielded a significant
level of 0.035 and a t-value of 2.146, again surpassing the critical t-value, which indicates that the
work environment plays a significant role in enhancing the performance of these assistants. This
confirms the third hypothesis. The compensation variable (X4), with a significance value of 0.000 and
a t-value of 5.852, not only exceeds the t-table value but also emerges as the most influential factor
among the variables studied. This supports the fourth hypothesis, highlighting that adequate
compensation is crucial for improving performance. Thus, all hypotheses were accepted, underscoring
the critical roles of motivation, training, work environment, and compensation in enhancing the
performance of social assistants in this context.

To test the hypothesis of the simultaneous effect of independent variables—motivation (X1),
training (X2), work environment (X3), and compensation (X4)—on the dependent variable, the
performance of social assistants (Y), a significance level of 5% (a = 0.050) was used. If the significance
value (p-value) is less than 0.05, HO is rejected, and Ha is accepted. The coefficient of determination
measures how well the model explains the independent variables’ influence on the dependent variable.
This analysis assesses the goodness-of-fit for the regression model, as detailed in Table 5.20, focusing
on social assistants at the Department of Population and Civil Records in Papua Province.

Table 4. Coefficient of Simultaneous Significance Test (F Test) and Determination Analysis (R2) Test Result

) Sum of Mean . R Adjusted S T Durbin-
Squares Square F Sig. Square R Square of the Watson
Estimate
1 Regression  1100.409 4  275.102 74.215 .000b .890a .792 .781 1.92531 2.092
Residual 289.133 78 3.707
Total 1389.542 82

a. Dependent Variable: Employee Performance
b. Predictors: (Constant), Compensation, Work Environment, Motivation, Training
Source: Data Processing 2024

The analysis using SPSS version 26.0 revealed an F-value of 74.215, significantly higher than the
critical value of 2.32, with a p-value of 0.000, less than the significance level of 0.05. This indicates
that the independent variables—motivation (X1), training (X2), work environment (X3), and
compensation (X4)—significantly influence the performance of social assistants (Y) at the Department
of Population and Civil Records in Papua Province. The adjusted R? value of 0.781 suggests that these
variables explain 78.1% of the variance in performance. In comparison, the remaining 21.9% is
influenced by other factors not included in this study, such as education, work discipline, competence,
job satisfaction, career development, work culture, and leadership.

Discussion

Motivation on the employee performance

The research findings indicate that motivation significantly influences the performance of social
assistants working. This outcome underscores the critical role of motivation in enhancing the
effectiveness and efficiency of these assistants in their support and empowerment activities. As a
driving force within individuals, motivation aligns with fundamental organizational goals and the
workforce's needs. High motivation among social assistants leads to increased commitment, proactive
engagement, and a stronger drive to achieve optimal task outcomes. These findings support the
hypothesis that motivation positively impacts the performance of social assistants. This aligns with the
theories suggesting that motivated employees are likelier to exhibit high performance and dedication.
The research corroborates previous studies by (Aminudin, 2023; Syarif et al., 2023; Raihan et al., 2022;
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Fitriana et al., 2022), which also found a significant positive correlation between motivation and
employee performance. However, it contrasts with studies by (Margaretta et al., 2022; Ghulam & Fitri,
2022), which reported no significant effect of motivation on performance. These divergent findings
suggest the need for further research to explore the nuances of how motivation affects performance
in different contexts. The results highlight the importance of maintaining and enhancing motivation
among social assistants through continuous training, recognition, and supportive work environments.
This can lead to more effective program implementation and more significant community impact.
Motivation is crucial in achieving high performance; organizations should prioritize motivational
strategies to ensure sustained employee engagement and productivity.

Training on employee performance

The research demonstrates that training significantly enhances the performance of social
assistants. Training is recognized as a vital investment in human capital, boosting skills, knowledge,
and attitudes, increasing productivity and effectiveness. This finding supports the hypothesis that
training positively impacts social assistants' performance, confirming its importance in empowering
them to mentor and support business groups effectively. The study reveals that training improves the
technical capabilities of social assistants, enabling them to address business management, financial,
and marketing challenges more effectively. Additionally, training enhances motivation and
confidence, fostering a collaborative work environment. These outcomes are consistent with previous
studies by (Alimuddin, 2022; Nurmiyati & Guritno, 2022; Raihan et al., 2022; Syarif et al., 2023;
Sembiring et al., 2021), which also found a positive correlation between training and performance.
However, they contrast with the findings from (Syarifuddin et al., 2021; Meyrisca et al., 2022; Marjaya
& Pasaribu, 2019) highlight the need for further research into how training interacts with other factors
like organizational culture and support systems. Practically, these results emphasize the importance
of ongoing training tailored to local needs, ensuring that social assistants are well-equipped to handle
regional challenges. This approach will enhance their performance, support the Department's strategic
goals, and improve community welfare. Further studies should investigate these interactions to
develop more comprehensive strategies for performance enhancement.

Work environment on employee performance

The study's findings demonstrate that a conducive work environment significantly impacts the
performance of social assistants working. This suggests that a supportive work environment,
characterized by adequate facilities, comfortable workspaces, and necessary equipment, enhances
the efficiency and effectiveness of social assistants in their roles. This finding supports the hypothesis
that a positive work environment is crucial for optimal performance, aligning with theories
emphasizing the importance of physical, social, and psychological workplace conditions. The results
show that when social assistants feel comfortable and supported in their work environment, they are
more focused and productive, leading to better outcomes for the business groups they support. This
is consistent with previous studies by (Reza & Rahmizal, 2023; Darmawan, 2022) which found a
significant positive relationship between work environment and employee performance. However, it
contrasts with findings from (Lesmana et al., 2023; Mona & Kurniawan, 2022) who reported no
significant impact of the work environment on performance. These mixed findings indicate the need
for further research to explore the specific aspects of the work environment that most influence
performance. The results suggest that improving the work environment through better facilities,
ongoing training, and supportive policies can significantly enhance the performance of social
assistants. Creating a healthy work environment with flexible work schedules, balanced workloads,
and supportive infrastructure is crucial. Future studies should focus on understanding how different
elements of the work environment affect performance, providing insights that can help design more
effective strategies for improving workplace conditions and, ultimately, the performance of social
assistants.

Compensation on the employee performance
The analysis indicates that compensation has a significant impact on the performance of social
assistants. This suggests that appropriate compensation is crucial for enhancing the productivity and
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dedication of these workers. Compensation encompasses direct financial rewards, such as salaries and
bonuses, and indirect benefits, like health insurance and housing support, all contributing to employee
satisfaction and motivation. The findings support the hypothesis that fair and adequate compensation
boosts performance by increasing employee satisfaction and loyalty. This aligns with theories
suggesting that well-compensated employees exhibit higher job satisfaction and motivation, leading
to improved performance. The results are consistent with studies by (Dahlia & Fadli, 2022; Fitriana et
al., 2022; Sembiring et al., 2021; Syarif et al., 2023; Syarifuddin et al., 2021) which also found a
positive link between compensation and performance. However, these results contrast with those of
(Marlius & Pebrina, 2022; Su’adah et al., 2022; Nurmiyati & Guritno, 2022; Meyrisca et al., 2022; Liana,
2020), which reported no significant impact. These findings highlight the need for the Department to
assess and refine its compensation strategies continually. Ensuring that compensation is aligned with
employee contributions can enhance motivation and job satisfaction, helping to retain and attract
talented staff. Future research should explore how different types of compensation affect
performance, considering factors such as intrinsic motivation and job satisfaction to develop more
effective compensation policies.

Motivation, Training, Work Environment, and Compensation on Employee Performance

The research reveals that motivation, training, work environment, and compensation collectively
significantly impact the performance of supporting personnel. This outcome alignhs with foundational
theories suggesting that these factors are essential for enhancing performance. Motivation is an
internal drive that encourages individuals to excel, while practical training equips personnel with the
necessary skills and knowledge, improving their readiness to tackle various challenges. A conducive
work environment further amplifies this effect by fostering open communication, support, and a
positive atmosphere, which boosts engagement and creativity. The study supports the hypothesis that
these variables jointly influence performance, as evidenced by the simultaneous significant effect
found through the F-test. This is consistent with the theories proposed by (Syarif et al., 2023; Ghulam
& Fitri, 2022; Syarifuddin et al., 2021), which emphasizes the combined impact of motivation, training,
and compensation on performance. Conversely, it contrasts with other studies like (Kholilah et al.,
2023; Murti & Mutmainah, 2022) which individually highlight varying impacts of these factors. These
findings suggest that the Social, Population, and Civil Registry Office should implement a
comprehensive strategy integrating motivation programs, accessible training, supportive work
environments, and fair compensation systems. This holistic approach will likely enhance the
performance of supporting personnel, thereby contributing more effectively to organizational goals.
Future research should investigate how these variables interact and affect performance to develop
more effective strategies for improving employee outcomes.

Conclusion

This study investigated the impact of motivation, training, work environment, and compensation
on the performance of support staff at the Social, Population, and Civil Registry Office of Papua
Province. The findings indicate that each of these factors significantly affects the performance of the
support staff. Specifically, motivation, training, work environment, and compensation were all found
to have a substantial and positive influence on staff performance, individually and in combination.

The originality of this study lies in its comprehensive examination of how these four factors
interact to enhance performance within a public sector organization. The research provides a holistic
view of performance improvement strategies by addressing all these aspects simultaneously. The study
highlights the importance of implementing integrated strategies encompassing motivation, effective
training programs, a supportive work environment, and fair compensation. Such a multifaceted
approach is crucial for enhancing staff performance and achieving organizational goals. This insight is
valuable for policymakers and managers seeking to improve workforce effectiveness.

Despite its contributions, the study has certain limitations. It focused on a specific organization,
which may limit the generalizability of the findings to other contexts. Additionally, the research did
not explore the long-term effects of these factors on performance or the potential influence of
external variables. Future research should address these limitations by examining similar variables
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across different organizations and over extended periods. This will provide a more comprehensive
understanding of how these factors impact performance in varied settings and contribute to the
development of more effective strategies for workforce management.
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