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ABSTRACT 

The purpose of this study is to determine the influence of leadership and physical 
work environment on employee performance at Alfamart in the Pamulang Area, 
both partially and simultaneously. This research uses a quantitative method with an 
associative approach. The sample consists of 70 respondents, representing the entire 
employee population of Alfamart in the Pamulang Area, using a saturated sampling 
technique. Data collection was conducted through questionnaires and direct 
observation. The results show that leadership has a positive and significant effect on 
employee performance, as evidenced by the value of tcount > ttable (2.358 > 1.995) 
and Sig. < 0.05 (0.021). The physical work environment also has a positive and 
significant effect on employee performance with tcount > ttable (3.953 > 1.995) and 
Sig. < 0.05 (0.000). Simultaneously, leadership and physical work environment 
positively and significantly affect employee performance, as shown by Fcount > 
Ftable (25.343 > 3.134) and Sig. < 0.05 (0.000). This study indicates that improving the 
quality of leadership and physical work environment can enhance employee 
performance in modern retail environments such as Alfamart. 
Keywords: Leadership, Physical Work Environment, Employees 
 
INTRODUCTION 

Human resources are integral to the success and functioning of any organization, 
whether it’s a large corporation or a small institution. These resources are not just 
essential for daily operations but also for innovation, strategic decision-making, and 
the development of organizational culture. Effective management of human 
resources has the potential to create a positive work environment, boost employee 
morale, and promote teamwork, all of which ultimately contribute to the success of 
the organization. High-quality human resources can significantly enhance an 
organization’s performance, drive its growth, and maintain its sustainability in the 
long run. 

Human resource management (HRM) plays a pivotal role in ensuring that an 
organization achieves its strategic goals by managing its workforce effectively and 
efficiently. It involves planning, recruiting, training, developing, and retaining 
employees in a way that aligns with the company’s objectives. One of the main 
functions of HRM is ensuring that employees possess the necessary skills, 
qualifications, and motivation to carry out their tasks, while also fostering a positive 
and productive working environment. This, in turn, improves the overall 
performance of the organization. 

Employee performance is often seen as the key driver behind the success of an 
organization. Employee performance can be defined as the extent to which an 
employee effectively executes tasks and meets the expectations set by the 
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organization. The factors that influence employee performance include skills, 
experience, motivation, work environment, leadership, and organizational culture. 
Good employee performance typically results from a combination of these elements, 
such as having employees who are disciplined, committed, and creative in their 
roles. 

In the context of organizations like Alfamart, a retail company, employee 
performance is vital because it directly influences the level of customer satisfaction 
and, by extension, business success. Alfamart, with its numerous outlets, requires its 
employees to be both efficient and effective in performing their tasks, ranging from 
customer service to inventory management. Factors such as leadership, the physical 
work environment, and overall management strategies can have a significant impact 
on employee motivation and, consequently, their performance. 

The research that serves as the foundation for this discussion revolves around the 
question of how leadership and the physical work environment affect employee 
performance at Alfamart, specifically within the Pamulang Area. The research aims 
to explore the relationship between leadership, the physical work environment, and 
employee performance in the context of a retail business. More specifically, the study 
seeks to answer three main questions: 1) Does leadership affect employee 
performance at Alfamart Pamulang Area? 2) Does the physical work environment 
influence employee performance? 3) How do leadership and the physical work 
environment interact in affecting employee performance? 

To explore these questions, the research outlines a theoretical framework that 
includes key concepts such as management, human resource management, and 
employee performance. By analyzing these variables, the research aims to offer 
insights into how Alfamart can improve its human resource management strategies 
and enhance employee performance in its retail outlets. 
Management 

The concept of management is foundational to understanding organizational 
functioning. Management is generally defined as the process of planning, 
organizing, leading, and controlling organizational resources to achieve specific 
goals (Hasibuan, 2020). According to Afandi (2020), management involves a group 
of people working toward common organizational goals, utilizing resources to 
achieve those goals effectively and efficiently. This includes not only managing 
people but also the physical, financial, and informational resources at the disposal of 
the organization. Management in any organization, including Alfamart, ensures that 
resources are used optimally, and employees are aligned with the company's 
strategic objectives. 

Ramdan and Sufyani (2021) define management as a science that involves 
managing resources, including human resources, in a way that aligns with 
organizational goals. It includes planning, organizing, directing, and controlling 
resources, ultimately helping organizations like Alfamart meet their operational and 
strategic objectives. In essence, management is the backbone of any organization, 
and effective management is essential for ensuring smooth operations and 
organizational growth. 
Human Resource Management 
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Human resource management is a crucial aspect of any organization. According 
to Sutrisno (2020), HRM refers to the processes of planning, procuring, developing, 
maintaining, and utilizing human resources in a way that allows both individual 
and organizational goals to be achieved. It involves activities like recruiting, 
training, evaluating, and retaining employees, as well as developing policies that 
ensure the workforce remains motivated and productive. 

Afandi (2019) further emphasizes the significance of human resource 
management by noting that it deals with understanding and managing the 
relationships between employees and the organization. HRM is not just about 
administrative tasks but also about ensuring that employees are treated fairly, that 
they have opportunities for development, and that their work environment is 
conducive to high performance. This aligns with the concept of employee 
performance, as motivated employees are more likely to perform well. 

Sedarmayanti (2019) defines human resource management as the policies and 
practices related to the management of employees in an organization. These policies 
and practices include recruitment, training, performance evaluation, and 
compensation. Human resource management's ultimate goal is to ensure that 
employees are productive, motivated, and aligned with the organization’s goals. In 
the case of Alfamart, an effective HRM strategy would ensure that employees are 
well-trained, motivated, and capable of meeting the operational and strategic 
demands of the business. 
Objectives of Human Resource Management 

Human resource management has both primary and specific objectives. The 
primary objective is to ensure that the organization has a competent workforce 
capable of carrying out its operations. Specific objectives, according to Huzain 
(2021), include societal, organizational, functional, and personal objectives. Societal 
objectives refer to the contribution of HRM to the welfare of society, organizational 
objectives focus on aligning HR practices with organizational goals, functional 
objectives relate to improving the efficiency and effectiveness of HR functions, and 
personal objectives concern individual employee growth and satisfaction. 

The overarching goal of HRM is to optimize the potential of the workforce to 
achieve sustainable organizational performance. This can be accomplished through a 
combination of strategic planning, effective leadership, employee development 
programs, and a supportive work environment. For retail businesses like Alfamart, 
effective HRM can enhance employee performance and help the company achieve its 
business goals, such as improving customer service, increasing sales, and ensuring 
operational efficiency. 
Hypothesis Development 

Based on the research formulation, several hypotheses were developed to test the 
impact of leadership and the physical work environment on employee performance. 
These hypotheses are structured around the following assumptions: 
1. Leadership and Employee Performance: It is hypothesized that leadership has a 

positive influence on employee performance at Alfamart Pamulang Area. Good 
leadership can inspire and motivate employees, leading to higher levels of 
productivity and job satisfaction. Leadership also plays a crucial role in setting 
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expectations, providing direction, and fostering a positive work culture, which 
are all factors that can enhance employee performance. 

2. Physical Work Environment and Employee Performance: The physical work 
environment is another crucial factor in determining employee performance. A 
well-designed and comfortable work environment can improve employee focus, 
reduce stress, and increase overall job satisfaction. On the other hand, a poor 
work environment can have the opposite effect, leading to decreased 
performance and higher turnover rates. 

3. Combined Influence of Leadership and Physical Work Environment: The 
combined influence of leadership and the physical work environment is 
hypothesized to have a synergistic effect on employee performance. The 
interaction between leadership and the work environment can enhance employee 
motivation and create an environment where employees are more likely to 
perform at their best 

RESEARCH METHODS 
This type of research is quantitative, According to Sugiyono (2020:16), 

"Quantitative research methods are research methods based on the philosophy of 
positivism, used to examine certain populations or samples and collect data using 
research tools, analyze quantitative or statistical data with the aim of testing 
predetermined hypotheses." 

This study uses a quantitative research method with an associative approach, 
namely research that aims to determine the relationship or influence between two or 
more variables. According to Sugiyono (2019:36), associative research is research that 
aims to determine the relationship between two or more variables. This approach is 
used to analyze the influence of leadership and the physical work environment on 
employee performance. 

Sugiyono (2019:63) is of the opinion that "operational variables are attributes or 
characteristics or values of people, objects or activities that have certain variations 
that are applied by researchers to be studied and then conclusions are drawn." 

Operationalization of variables is necessary to determine the types, indicators, 
and scales of related variables in a study, so that hypothesis testing using statistical 
tools can be conducted correctly. This study consists of independent variables and 
dependent variables. In this study, the variables examined are as follows.  

 An independent variable is a stimulus variable or a variable that can influence 
other variables. According to Sugiyono (2020:80), an independent variable is defined 
as a variable that influences or causes changes in or the emergence of a dependent 
variable. An independent variable is a variable measured or selected by the 
researcher to determine its relationship to an observed phenomenon. 

The independent variables or free variables referred to in this study are the 
Influence of Leadership and the Physical Work Environment. 

 According to Sugiyono (2019:69), dependent variables are often referred to as 
output, criteria, and consequences. The dependent variable used in this study is 
Employee Performance at Alfamart in the Pamulang Area (Y). The instrument scale 
used in this study is the Likert scale. 

According to Darmadi (2019:81), data collection methods are the methods 
researchers can use to collect data. In the research process, data analysis is carried 
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out in stages to ensure relevant and valid results. The initial step is to group the data 
according to the type and variables studied. Next, the data is tabulated to facilitate 
the identification and grouping of information aligned with the research focus. Data 
is presented systematically based on each variable to facilitate quantitative analysis. 

Once the data is compiled, the next step is to perform statistical calculations to 
answer the previously formulated problem statement. Furthermore, calculations are 
performed to determine whether there is any influence between the variables being 
studied. In the final stage, researchers conduct hypothesis testing as a basis for 
drawing objective and scientific conclusions. All of these steps are crucial to ensure 
the research results are credible and academically sound. 

The classical assumption test is used to determine the accuracy of data. 
According to Slamet and Aglis (2020: 137), the classical assumption test is a 
requirement test used for regression tests using the Ordinal Least Squares (OLS) 
estimation method. Therefore, a model must meet several assumptions, commonly 
referred to as classical assumptions, before use. In this study, the classical 
assumption tests used include: Normality Test, Multicollinearity Test, and 
Heteroscedasticity Test. 

According to Priyatno (2019: 85), data normality is a basic requirement that 
must be met in parametric analysis. The data normality test is used to determine 
whether the data is normally distributed or not. The requirement that must be met is 
that the data is normally distributed. Data normality is important because with 
normally distributed data, the data is considered to represent the population. 

Multicollinearity means that the independent variables in a regression model 
have a perfect or near-perfect linear relationship (the correlation coefficient is high or 
even 1). According to Ghozali (Priyatno, D., 2019:120), the way to determine the 
presence or absence of multicollinearity symptoms is generally by looking at the 
Variance Inflation Factor (VIF) and Tolerance values. If the VIF value is less than 10 
and the Tolerance value is more than 0.10, then it is stated that there is no 
multicollinearity. 

In this multicollinearity test, the author used the SPSS program with the 
following steps: 
a. Open the SPSS application and enter the data 
b. On the Menu, click Analyze, Regression, Linear. Enter the dependent variable in 

the Dependent box and the independent variable in the Independent(s) box. 
c. Click the Statistics button, then check Estimates, Model Fit, and Collinearity 

Diagnostics. 
d. Click Continue, then OK. 

According to Priyatno (2020:126), heteroscedasticity is the unequal variance of 
residuals across all observations in a regression model. The heteroscedasticity test 
aims to determine whether there is unequal variance from residuals from one 
observation to another in the regression model. If the variance from residuals from 
one observation to another remains constant, it is called homoscedasticity, and if it 
differs, it is called heteroscedasticity. 
In this heteroscedasticity test, the author used the SPSS program with the following 
steps: 
a. Open the SPSS application and enter the data 
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b. On the Menu, click Analyze, Regression, Linear. Enter the dependent variable in 
the Dependent box and the independent variable in the Independent(s) box. 

c. Click the Plot button and check Histogram. In the Y box, enter SRESID, and in the 
X box, enter ZPRED. 

d. Click Continue, then OK. 
Multiple linear regression analysis is used to determine the direction of the 

relationship between independent variables and dependent variables, whether each 
independent variable has a positive or negative effect on the dependent variable if 
the dependent variable experiences changes. 

According to Sugiyono (2020:213), multiple linear regression analysis is an 
analytical tool used to predict changes in the value of the dependent variable if the 
value of the independent variable is increased or decreased. 
In this multiple linear regression test, the author used the SPSS program with the 
following steps: 
a. Open the SPSS application and enter the data 
b. On the Menu, click Analyze, Regression, Linear. Enter the dependent variable in 

the Dependent box and all independent variables in the Independent(s) box. 
c. Then click OK.Continue. 

Correlation coefficient analysis is intended to determine the level of 
relationship between the independent variables and the dependent variable, both 
partially and simultaneously. The research variables are Leadership, Physical Work 
Environment (X), and Employee Performance (Y). 
With the following conditions: 
a. If the r value > 0, then the relationship between the independent variable and the 

dependent variable is a positive relationship, namely the greater the value of the 
independent variable, the greater the influence on the value of the dependent 
variable. 

b. If the r value < 0, then the relationship between the independent variable and the 
dependent variable is a negative relationship, that is, the smaller the independent 
variable, the smaller the value of the dependent variable. 

c. If the value of r = 0, then the independent variable and the dependent variable 
have no relationship at all. 

d. If r = 1, it means there is a perfect positive relationship between the independent 
variable and the dependent variable. 

e. If the r value = -1, then there has been a perfect negative relationship between the 
independent variable and the dependent variable. 

   
Hypothesis testing is a temporary conclusion regarding a problem that is still a 

temporary assumption because its truth still needs to be proven. Hypothesis testing 
is conducted to determine whether or not there is an influence of Leadership (X1) 
and Physical Work Environment (X2) on one dependent variable, namely Employee 
Performance (Y), simultaneously and partially. A hypothesis is a temporary answer 
to a research question. Therefore, the formulation of research problems is generally 
structured in the form of questions. Hypotheses are formulated as temporary 
answers to these problems, and can only be confirmed through empirical data 
collected during the research. 
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So hypothesis testing is done through: 
The t-test aims to determine the partial effect between the independent variable 

and the dependent variable. This is to determine whether there is a significant effect 
from each independent variable. 
In this study, the hypothesis formulation made is as follows. Each independent 
variable is: 
a. Leadership Variable (X1) 

Ho1: It is suspected that there is no influence between Leadership and Employee 
Performance at Alfamart Pamulang Area. 
Ha1: It is suspected that there is an influence between Leadership and Employee 
Performance at Alfamart Pamulang Area. 

b. Physical Work Environment Variable (X2) 
Ho2: It is suspected that there is no significant influence between the Physical 
Work Environment on Employee Performance partially at Alfamart Pamulang 
Area. 
Ha2: It is suspected that there is an influence between the Physical Work 
Environment and employee performance at Alfamart Pamulang Area. 

According to Sugiyono (2019:96), the F test aims to determine the influence of 
independent variables simultaneously. Furthermore, the "F" distribution table is 
used at degrees of freedom (dk) = n-2 to determine whether a hypothesis is rejected 
or not. 

In this research, the formulation of the hypothesis statement made is as follows. 
Ho3: It is suspected that there is no influence between Leadership and Physical 

Work Environment on Employee Performance simultaneously at Alfamart 
Pamulang Area. 

Ha3: It is suspected that there is an influence between Leadership and the 
Physical Work Environment on Employee Performance at Alfamart Pamulang Area. 

The criteria for accepting or rejecting a hypothesis is by comparing the calculated 
F value with the F table with the following criteria. 
a. If the calculated F value > F table, then H0 is rejected, and Ha is accepted. 
b. If the calculated F value < F table, then H0 is accepted, and Ha is rejected. 
The criteria are said to be significant if the calculated F value > F table or the 
significance probability < 0.05. probability value 0.05 The steps of SPSS Version 25 in 
proving a questionnaire result with a determination coefficient test can be seen 
below. 
a. Open the SPSS application and enter the data 
b. On the Menu, click Analyze, Regression, Linear. Enter the dependent variable in 

the Dependent box and all independent variables in the Independent(s) box. 
c. Then click OK 
 
RESEARCH RESULTS AND DISCUSSION 

The characteristics of respondents in this study were divided into 4 categories, 
including gender, age, length of service and education. 
Characteristics Based on Gender 

a. Gender 
 The following isresults of respondent characteristics based on gender. 
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Table 1. Gender Frequency 

 
Source: SPSS Output Results Version 25, 2025 

 
Based on the data in the table above, 49 respondents or 70% were female, while 
21 respondents or 20% were male. 
 

Characteristics Based on Age 
b. Age 
 The following isresults of respondent characteristics based on respondent age. 

Table 2. Age Frequency 
 

 
  Source: SPSS Output ResultsVersion 25, 2025 
     Based on the data in the table above, respondents aged less than or equal to 
25 years were 27 people or 38.6%, those aged between 26-30 years were 37 
people or 52.9%, those aged more than or equal to 41 years were 6 people or 
8.6%. 

 
Characteristics Based on Job 

c. Length of work 
The following are the results of respondent characteristics based on length 

of service. 
Table 3. Frequency of Working Time 

 
Source: SPSS Output Results Version 25, 2025 

Based on the data in the table above, there were 23 respondents or 32.9% 
who worked for less than 2 years, 37 people or 52.9% who worked for 2-4 
years, and 10 people or 14.3% who worked for 4-6 years. 
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Characteristics Based on Education and Occupation 
d. Education 

The following are the results of respondent characteristics based on 
education. 

Table 4. Education Frequency 

 
Source: SPSS Output Results Version 25, 2025 
 
Based on the data in the table above, 31 respondents or 44.3% had a high 
school education, 11 or 15.7% had a diploma, and 28 or 40% had a bachelor's 
degree. 

 
Data Instrument Testing 

Data instrument testing is necessary to determine whether the variables being 
studied function as a means of proof, including validity testing and reliability 
testing. 

Validation testing is conducted to measure the validity of the indicators or 
questionnaires for each variable. The test is conducted by comparing the calculated r 
and the tabular r. The tabular r value in this study with 87 respondents is df = n-2, or 
0.2108. The decision-making criteria for the validity test in this study are: 
a. If the calculated r < r table with a level of 5% or the Sig value > 0.05 then the 

instrument item is declared invalid. 
b. If the calculated r> r table with a level of 5% or a Sig value < 0.05, then the 

instrument item is declared valid. 
Reliability testing is conducted to determine whether respondents' answers are 

consistent or stable. Reliability testing is useful as a tool for measuring a 
questionnaire, which is an indicator of a variable or construct. A questionnaire is 
considered reliable if the responses to the questions are consistent or stable over 
time. A research variable is considered reliable if it meets the following criteria: 
a. If Cronbach Alpha > 0.60 it is said to be reliable 
c. If Cronbach Alpha < 0.60 it is said to be unreliable 

The multicollinearity test aims to determine whether a correlation exists 
between independent variables in a regression model. A good regression model 
should have no correlation between independent variables. To detect the presence or 
absence of multicollinearity in a regression model, first, the tolerance value and 
second, the variance inflation factor (VIF) value. If the tolerance value is greater than 
0.10 and the VIF value is less than 10, it can be concluded that multicollinearity does 
not occur. 

Among the independent variables, this test can be done by looking at the 
Tolerance Value and Variance Inflation Factor (VIF) values. 
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Table 5. Multicollinearity Test Results 

 
Source: SPSS Calculation Results Version, 25 

 
From the results of the multicollinearity test in the table above, the tolerance 

value of the leadership variable is 0.639 and the physical work environment is 0.639, 
where both values are greater than 0.10 and the Variance Inflation Factor (VIF) value 
of the leadership variable is 1.565 and the physical work environment is 1.565 where 
the value is less than 10. Thus, this regression model does not have multicollinearity 
interference. 

This regression test is intended to determine how much influence the 
leadership variables (X1) and physical work environment (X2) have on the employee 
performance variable (Y). 

Table 6. Multiple Linear Regression Test Results 

 
Source: SPSS Calculation Results Version 25, 2025 

 
Correlation and Determination Coefficient Test 
Correlation Coefficient Test 

Correlation coefficient analysis is intended to determine the level of 
relationship between independent and dependent variables. The following are the 
results of processing the correlation coefficient. To interpret the correlation 
coefficient results: 

Table 7. Results of the Correlation Coefficient Test of Leadership (XI) on 
Employee Performance (Y) 

 
Source: SPSS Calculation Results Version 25, 2025 
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The results of the calculation of the correlation coefficient model analysis above 
can be interpreted that the correlation value of 0.546 is in the interval 0.400 – 0.599 
with a moderate level of relationship, so it can be concluded that the leadership 
variable has a moderate relationship with the employee performance variable. 

Table 8. Results of Testing the Correlation Coefficient of Physical Work 
Environment (X2) on Employee Performance (Y) 

 
Source: SPSS Calculation Results Version 25, 2025 

 
The results of the calculation of the correlation coefficient model analysis above 

can be interpreted that the correlation value of 0.619 is in the interval 0.600 - 0.799 
with a strong relationship level, so it can be concluded that the physical work 
environment variable has a strong relationship with the employee performance 
variable. 

Table 9. Multiple Correlation Coefficient Test Results 

 
Source: SPSS Calculation Results Version 25, 2025 
 

The results of the calculation of the correlation coefficient model analysis above 
can be interpreted that the correlation coefficient R figure is 0.656, which means that 
the relationship between the dependent variable and the independent variable is 
strong because the figure is in the interval 600-799. 

 
Coefficient of Determination Test 

The coefficient of determination (R2) is basically used to measure how much 
variation of the independent variable is able to explain the variance of the dependent 
variable. In this study, the variables are leadership (X1) and physical work 
environment (X2) on employee performance (Y). The following are the results of the 
calculation of the coefficient of determination processed by the SPSS Version 26 
program, as follows. 

Table 10. Leadership Determination Coefficient (XI) on Employee Performance 
(Y) 
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Source: SPSS Calculation Results Version 25, 2025 

The results of the calculation of the coefficient of determination (R2) model 
analysis obtained a coefficient of determination of 0.298. It can be concluded that the 
leadership variable (X1) has a contribution to the influence of the employee 
performance variable (Y) of 29.8%. While the remaining 70.2% is influenced by other 
factors not studied. 

Table 11. Results of the Test of the Determination Coefficient of Physical Work 
Environment (X2) on Employee Performance (Y) 

 
Source: SPSS Calculation Results Version 25, 2025 

 
The results of the calculation of the coefficient of determination (R2) model 

analysis obtained a coefficient of determination of 0.383. It can be concluded that the 
physical work environment variable (X2) has a contribution to the influence of the 
employee performance variable (Y) of 38.3%. While the remaining 61.7% is 
influenced by other factors not studied. 

Table 12. Results of the Determination Coefficient Test 
Multiple 

 
Source: SPSS Calculation Results Version 25, 2025 

The results of the calculation of the coefficient of determination (R2) model 
analysis above can be interpreted that the R Square figure is 0.431 or equal to 43%, 
this can be interpreted that 43% of the influence of employee performance can be 
explained by leadership variables and the physical work environment, while the 
remaining 57% can be explained by other causal factors that are not included in this 
study. 

The t-test was conducted to determine the partial influence of the independent 
variable on the dependent variable, whether the influence was significant or not. The 
t-table value was obtained by looking at the t-table with the provisions of n - k (70 -2 
= 68), then the t-table value in this study was 1.995, and the significance value <0.050 
partially had an influence on the dependent variable. 
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Table 13. Results of the Leadership t-Test (XI) on Employee Performance (y) 

 
Source: SPSS Calculation Results Version 25, 2025 

Based on the test resultsTable 4.13 shows that the calculated t value is > t table 
or (2.358 > 1.995). This is also supported by the Sig. value < 0.05 or (0.021 < 0.05). 
Thus, Ho1 is rejected and Ha1 is accepted, this shows that leadership has a positive 
and significant effect on employee performance at Alfamart Pamulang Area. 
Table 14. Results of the t-test of the Physical Work Environment (X2) on Employee 

Performance (y) 

 
Source: SPSS Calculation Results Version 25, 2025 

 
Based on the test resultsIn table 4.14, the calculated t value is obtained > t table 

or (3.953 > 1.995). This is also strengthened by the Sig. value < 0.05 or (0.000 < 0.05). 
Thus, Ho2 is rejected and Ha2 is accepted, this shows that the physical work 
environment has a positive and significant effect on employee performance at 
Alfamart Pamulang Area. 
Simultaneous Hypothesis Test (F Test) 

The F statistical test aims to find out whether the independent variables 
together have an effect on the dependent variable. If F count > F table and the 
significant value is smaller than 0.05 then it can be said that there is a significant 
influence between the independent variable and the dependent variable 
simultaneously. To determine the size of the F table, look for the condition df = (nk-
1), then we get (70-2-1) = 67, so F table = 3.134. The criterion is said to be significant if 
the calculated F value is > F table or the Sig value. < 0.05. 

Table 15. F Test Results 

 
Source: SPSS Calculation Results Version 25, 2025 
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Based on the test results in table 4.27 above, the F count value is obtained > F 
table or (25.343 > 3.134), this is also supported by the Sig. value < 0.05 or (0.000 < 
0.05). Thus, Ho3 is rejected and Ha3 is accepted, this shows that there is an 
influencepositive and significantbetween leadership and physical work environment 
on employee performance at Alfamart Pamulang Area. 
 
CONCLUSION 

This study was conducted to determine the extent of influence of leadership 
and the physical work environment on employee performance at Alfamart in the 
Pamulang area. After data collection, quantitative analysis, and partial and 
simultaneous hypothesis testing, the following conclusions were reached: 
1. Leadership has an influence onpositive and significanton employee performance 

at Alfamart Pamulang Area as evidenced by the calculated t value > t table or 
(2.358 > 1.995). This is also strengthened by the Sig. value < 0.05 or (0.021 < 0.05). 

2. The physical work environment has a significant influencepositive and 
significanton employee performance at Alfamart Pamulang Area as evidenced by 
the calculated t value > t table or (3.953 > 1.995). This is also reinforced by the Sig. 
value < 0.05 or (0.000 < 0.05). 

3. Leadership and the physical work environment have a significant influence 
onpositive and significanton employee performance at Alfamart Pamulang Area 
as evidenced by the Fcount value > Ftable or (25.343 > 3.134), this is also 
strengthened by the Sig. value < 0.05 or (0.000 < 0.05). 

Based on the researcher's direct experience in this research process, there are 
several limitations experienced and can be several factors that can be paid more 
attention to by future researchers in further perfecting their research because this 
research itself is certainly... 
There are shortcomings that need to be addressed in future research. Some of the 
limitations of this research include: 
1. The number of respondents, which was only 70 people, is certainly not enough to 

describe the real situation. 
2. Management interviews were not conducted comprehensively due to the busy 

schedules of the parties involved. Direct interviews with management would 
certainly provide a more accurate picture of the company's situation. 

3. The information provided by respondents through questionnaires is very 
vulnerable, this occurs because sometimes the thoughts, assumptions and 
understanding of each respondent are different, as well as other factors such as 
the honesty factor in filling in the respondent's opinion in the questionnaire. 

Based on the results of quantitative data analysis on all indicators for each 
variable, the author provides suggestions as consideration for companies in 
improving leadership, physical work environment, and employee performance as 
follows: 
1. The lowest score on the leadership variable was found in the integrity indicator, 

namely in instrument no. 2 with the statement "Leaders are honest and 
responsible in their work" which obtained an average score of 4.07. Based on this 
lowest score, it can be suggested that the Company should emphasize the 
importance of being honest and responsible in every leader's actions by 
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encouraging leaders to be role models in being fair and transparent in front of 
their teams. 

2. The lowest score for the physical work environment variable was found in the air 
temperature indicator, namely in instrument no. 4 with the statement "Air 
ventilation in the workplace functions well according to applicable standards and 
procedures" with an average score of 4.00. Based on this lowest score, it can be 
suggested that the company pay more attention to the ventilation system, 
especially in closed or busy work areas. Routine maintenance of air conditioning 
and ventilation also needs to be scheduled to maintain work comfort. 

3. The lowest score for employee performance variables was found in the quantity 
indicator, namely in instrument number 4 with the statement "I achieve work 
targets according to applicable procedures and standards" obtained an average 
score of 4.00. Based on this lowest score, it can be recommended that the company 
review the workload given and evaluate whether the set targets are realistic. In 
addition, technical support and work guidance from superiors are very important 
so that employees can work optimally and achieve targets more consistently. 
 

REFERENCES 
Afandi, P. (2020). Human resource management: Theory, concepts, and indicators. 

Zanafa Publishing. 
Badriyah, M. (2020). Human resource management. CV Pustaka Setia. 
Cahyadi, B. (2019). The Influence of Leadership Style and Work Environment on 

Employee Performance from an Islamic Perspective. Amwaluna. Journal of 
Islamic Economics and Finance, 3(1), 28-39. 

Darmadi, H. (2020). Introduction to education and the work environment. Alfabeta. 
Fahmi, I. (2021). Human resource management theory and application. Alfabeta. 
Fajri, C., & Dharmawan, F. (2021). The Influence of Leadership and Work Discipline 

on Employee Performance at Hokben Citra Garden, West Jakarta. PERKUSI 
Scientific Journal, 1(3), 396-401. 

Fernanda, R., & Sagoro, EM (2016). The influence of compensation, job satisfaction, 
work motivation and leadership style on employee performance. Nominal 
Barometer of Accounting and Management Research, 5(2), 81-95. 

Gede, IMA, & Piartini, AAM (2019). The influence of leadership style on employee 
performance at PT. PLN (Persero) Bali. Indonesian Journal of Management 
(JMI), 7(3), 1116–1117. 

Handoko, H. (2020). Personnel and human resource management. BPFE Yogyakarta. 
Hasibuan, MSP (2020). Human resource management. PT Bumi Aksara. 
Hery. (2021). Management: Theory, Concepts, and Applications. Grasindo. 
Irmawati, A. (2022). Principal leadership in improving teacher performance. Journal 

of Education, 10(2), 1012–1020. 
Jamaludin, A. (2017). The influence of leadership style on employee performance at 

PT. Kaho Indahcitra Garment Jakarta. JABE (Journal of Applied Business and 
Economic), 3(3), 161-169. 

Mukhtar, A., & UA, ANA (2020). Leadership Style and Motivation, Their Influence 
on Employee Performance. BALANCA: Journal of Islamic Economics and 
Business, 2(1), 35-43. 



Ahmad Riyan Pratama, et al. The Influence Of …. Hal. 210-225 

 | 225  
Copyright © Pada Penulis

 

Pertiwi, NK, & Gorda, AAN (2019). The influence of motivation and leadership on 
employee performance. Unud E-Journal of Management, 8(5), 135–150. 

Prayudi, A. (2020). The influence of transformational leadership style on employee 
performance with work motivation as an intervening variable (study on 
employees at the Binjai City Development Department). Journal of 
Management, 1(2), 63-72. 

Putra, IMGNA, & Saraswati, AAAN (2022). The influence of the work environment 
on employee work effectiveness. Journal of Business Management, 10(2), 241–
248. 

Rerung, MT (2019). The influence of job satisfaction on employee performance. 
EMBA Journal, 7(1), 54–63. 

Rohmah, F. (2019). The Influence of Leadership Style and Work Stress on the 
Performance of Government Employees in Banjarwaru Village, Lumajang 
District, Lumajang Regency. 

Rosalina, M., & Wati, LN (2020). The Influence of Leadership Style on Work 
Discipline and Its Impact on Employee Performance. Ekobis Journal: Business 
Economics & Management, 10(1), 18-32. 

Sedarmayanti. (2019). Human resource management, bureaucratic reform, and 
performance management. Refika Aditama. 

Sedarmayanti. (2020). Work environment and work productivity. Refika Aditama. 
Siagian, SP (2019). Human resource management. Bumi Aksara. 
Siagian, TS, & Khair, H. (2018. .The influence of leadership style and work 

environment on employee performance with job satisfaction as an intervening 
variable. Maneggio: Scientific Journal of Master of Management, 1(1), 59-70. 

Simarmata, J., Situmorang, H., & Napitupulu, B. (2021). The role of leadership in 
organizational effectiveness. Journal of Applied Management Science, 9(2), 44–
55. 

Sinaga, D. (2020). Employee performance: Theory and implementation. Deepublish 
Sugara, IK, et al. (2020). Work environment and its influence on work productivity. 

Journal of Economics and Business, Udayana University, 8(1), 3–12. 
Sukmawati, E., Ratnasari, SL, & Zulkifli, Z. (2020). The influence of leadership style, 

communication, training, work ethic, and individual characteristics on 
employee performance. Jurnal Dimensi, 9(3), 461-479. 

Supriatal, S., & Mulyanto, H. (2023). Peran Aktualisasi Diri sebagai Intervening 
Keteladanan dan Komunikasi Pimpinan terhadap Kinerja Pegawai. Jurnal 
Manajemen Bisnis dan Keuangan, 4(2), 275-284. 

Sutrisno, E. (2020). Human resource management. Kencana Prenadamedia Group. 
Suwatno. (2022). Human resource management in organizations. Rosdakarya Youth. 
Usman, H. (2019). Management: Theory and Practice. Bumi Aksara. 
Widodo, S. (2019). Factors influencing employee performance. Journal of Economics 

and Business, 13(2), 132–139. 
Yulianto, A. (2020). Performance management: Theory and practice. CV Pustaka 

Ilmu Group. 
Yusuf, A., & Adriansyah, R. (2022). Transformational leadership and its influence on 

organizational performance. Journal of Administrative Sciences, 19(3), 368–376. 
 


