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ABSTRACT 

 

Work motivation is a concern of all organizations. Many variables influence it. This research aims to find the 

influence of organizational justice and work environment on work motivation. The method used is census, 

which takes all of the population as respondents. The number of the population is 100 people. The researchers 

distributed questionnaires with closed statements and open questions, and the collected data was processed 

and analysed using the SPSS program. The research results show that organizational justice and work 

environment have a positive and significant influence on the work motivation of employees, both individually 

and collectively. Employees who have worked in a company for a long time continue to stay in the company 

because of good treatment they receive from the company, good relationships with other employees and 

management, and a feeling of security the company gives them. 
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1. INTRODUCTION 

 

Motivation is a very important thing for all workers. Employee motivation is one of the policies of 

managers to increase effectual job management amongst employees in organizations. A motivated 

employee is responsive of the definite goals and objectives he/she must achieve. Therefore, he 

directs his efforts in that direction. This research also reported that motivation formulates an 

organization more successful because provoked employees are constantly looking for improved 

practices to do a work. So it is essential for organizations to persuade motivation of their employees 

(Manzoor, 2018). But in Indonesia, many workers have low motivation. Many research said that 

many employees are not satisfied with their work. JobStreet.com conducted a two-month research 

on the motivation of happiness at work stating that only 33.4% are satisfied with their work. The 

total respondents are 27,000 people (Khoiri, 2016). Other research also has same result. 73% of 

Indonesian employees are unhappy and 26% felt very unhappy about their work (Ramdania, 2015). 

Gallup Worldwide (an international research institute) also has same results. Even they said that 

only 8% of Indonesian employees really have a high level of engagement, commitment, and strong 
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motivation with their works. The rest or 92% just do the job with so-so: depart, finish the job, and 

go home. Then, receive a salary at the end of the month (Antariksa, 2015).  

The question is: Are everyone motivated just by salary, money, and bonus? The answer is not 

always like that. For example, the proofs are about 13.7% of English employees state that salary 

influences work motivation. That percentage was found in research carried out by ‘Event’ 

magazine in cooperation with ESP Recruitment and Zing Insights. The research used more than 

1350 professional employees in England as respondents (Benjamin, 2014). These findings show 

that only a small part of the employees think that money influences work motivation. Other 

research done in other countries also had similar findings but money is not the main factor that 

motivates employees to work (Riyadi, 2011; Wu, Sturman, & Wang, 2013; Yuan et al., 2013). The 

findings prove that money, salary or bonus just have small influence to work motivation.  

Most research tried to analyze the effect of financial variables to employees’ motivation. Other 

variables such as organizational justice and work environment are analyzed frequently separately. 

There is a need to find effects of those variables to work motivation simultaneously. Our research 

utilized employees of a manufacturing company in East Java province of Indonesia. The greater 

part of the company’s employees work inside. The researchers’ visit to the company found that 

many employees of the production department were often absent from work. This was also 

confirmed by the Human Resources Development Manager. Furthermore, some employees that 

were at the job were relaxing and chatting with their coworkers. The researchers also obtained 

information that the wages of employees who have worked in the company for a long time are the 

same as the wages of new employees. Employee recruitment and removal was carried out 

subjectively by each department head.  Finally, the researchers found that the condition of the 

workplace of the production department was not good; the work place was hot, dirty, and filled 

with a strong odour of plastic. Despite many problems in the company, many workers still do their 

jobs. This proves that their work motivation is high. It becomes an interesting thing to be studied. 

 

 

2. LITERATURE REVIEW 

 

The other factors which motivate employees to work are organizational justice (Katzenbach & 

Khan, 2010; Gomes, Vanda, & Neuza, 2013) and work environment (Deil, 2013; Lipman, 2013; 

Kusmayadi, 2014). Organizational justice is an employee’s perception concerning all that he/she 

receives from the company compared to all that is received by fellow employees. The indicators 

of organizational justice are company’s partiality, the appropriateness of employees’ 

compensation, and company’s objectivity (Phillips & Stanley, 2012). Organizational justice has a 

positive influence on employees’ work motivation (Bell, Darin, & Ann, 2006; Mitchell, Marylene, 

Anne, & Linda, 2012; Manzoor, Ahmer, & Syed, 2012). Organizational justice raises employees’ 

work motivation in South Korea and Iran (Kang, 2007; Hariri & Rohollah, 2014). Another 

suprising fact is found in North America: organizational justice has become an important approach 

towards employees’ work motivation for the last 30 years (Latham & Craig, 2005). Employees 

who do not find organizational justice will lose their work motivation. This happens in Kenya: 

when the company does not provide organizational justice for employees, the employees will lose 

their work motivation (Misuko, 2012).  

 

Work environment is everything that exists around employees in the work place (either physically 

or nonphysically) that has an impact on the employees. The indicators of work environment are air 

circulation in the work place, lighting in the work place, noise in the work place, odour in the work 
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place, relationship among employees, and relationship between employee and manager 

(Sedarmayanti, 2011; Wursanto, 2009). Work environment has a positive influence on employees’ 

work motivation (Clark, 2003; Sudirman, 2007; Ajala, 2012; Kusmayadi, 2014). Work 

environment has even become an important factor in promoting employees’ work motivation in a 

company (Chandrasekar, 2011).  

 

Blanchard’s Employee Work Passion Survey proposes that employees’ work motivation is 

influenced by an employee’s relationship to other employees and to his/her manager (Edmons, 

2011). Other research finds that employees’ work motivation is influenced by the ability of an 

employee to adapt to his/her work environment (Fernet, 2012). Herzberg’s research also confirms 

that a good working condition motivates employees to work (Musselwhite, 2007). World Health 

Organization (WHO) states that when a company cannot provide a good work environment for 

employees, the employees will feel distressed (Semmer, 2007). Work motivation is an urge both 

from inside and outside self which causes an employee to be willing to work to achieve a certain 

goal. The indicators of work motivation are direction of behavior, level of effort, and level of 

persistence (George & Gareth, 2005). 

 

 

3.  METHODOLOGY 

 

The research method used by the researchers is quantitative research, which tries to explain the 

positions of the observed variables and the relationship between one variable and other variables 

(Siregar, 2012). This method is used because the researchers wish to find out the influence of the 

independent variables (organizational justice and work environment) on the dependent variable 

(work motivation), and the position of each variable.  

 

The population of this research is the production department employees, which amounts to 100 

people. There are so many loyal workers who join in the company for long time. The sampling 

technique used is the census technique, namely taking all of the population to be used as a sample. 

The researchers use the census technique so the result of this research can represent the entire 

production department. The data collecting technique used is through a questionnaire about 

respondents’ characteristics, a questionnaire about researched variables, and an open question 

questionnaire.  

 

 

4.  THE EMPIRICAL RESULTS 

 

The total average of organizational justice is 4.182. This means that employees perceive that the 

company acts fairly towards them. Those results confirm that the company is fair. The company is 

fair in its partiality to employees, in the appropriateness of employees’ compensation, and in the 

company’s objectivity. The fairness that employees perceive in those three aspects will cause them 

to work better. Fairness is an important factor for employees. Fairness becomes an essential issue 

for employees because many employees will leave the company if they perceive that the company 

does not act fairly to them. Thus, the company should understand and take care of employees’ 

sense of justice. 
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The average value of work environment is 3.94. This means that employees feel that the work 

environment of the production department is comfortable. A cozy work environment will cause 

employees to feel at home in their work place, and help employees be more focused on their job. 

Both employees and the organization should look after their work environment. An uncomfortable 

work environment will make it difficult for employees to focus on their job and will increase 

employees’ complaints. 

 

The average value of the work motivation variable  is 4.18. This indicates that the work motivation 

of the employees is high. The employees’ high work motivation is very beneficial for the company. 

The high work motivation of the employees will cause the employees to work well, and produce 

good products, which in turn will benefit the company. 

 

4.1. Multiple linear regression analysis 

 

 Table 1: Multiple Linear Regression Analysis 

Variable Unstandardized Coefficient (b) 

Constant 17.172 

Organizational Justice 0.277 

Work Environment 0.325 

 

The multiple linear regression analysis is used to find out the influence of two or more independent 

variables on one dependent variable. The results shown in Table 1 are from the equation of the 

three variables:  Y = 17,172 + 0,277 X1+ 0,325 X2. The value 17.172 is a constant which shows the 

magnitude of work motivation (Y) when organizational justice (X1) and work environment (X2) are 

constant. It means that if the influence of the independent variable remains the same, the magnitude 

of employees’ work motivation is 17.172. The regression coefficient of the organizational justice 

variable (X1) is 0.277. The coefficient has a positive value which means that organizational justice 

has a positive influence on work motivation. The coefficient also indicates that if the other 

independent variable remains the same and the organizational justice variable raises, work 

motivation will raise as much as 0.277. The regression coefficient of work environment variable 

(X2) is 0.325. This coefficient has a positive value, which means that work environment has a 

positive influence on work motivation. This coefficient also indicates that if the other independent 

variable remains the same and work environment variable raises, work motivation will raise as 

much as 0.325. 

 

4.2. The t test and F test 

 

Table 2: t Test 

Variable Table t  Calculated t  Standardized 

Significance 

Calculated 

Significance  

Organizational Justice 1.988 2.398 0.050 0.018 

Work Environment 1.988 3.973 0.050 0.000 

 

The t statistical test is performed to find out the individual influence of organizational justice and 

work environment on work motivation. The Table 2 shows that the significance of organizational 

justice is 0.018 which is lower than the standardized significance value which is 0.050. When 
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observed in calculated t we obtain the value of 2.398. The result of calculated t is certainly larger 

than Table t which is 1.988.  

 

This confirms that organizational justice has a positive and significant influence on work 

motivation. Other research has also found that organizational justice has a positive influence on 

the work motivation of employees in South Korea and Iran (Kang, 2007; Hariri & Rohollah, 2014). 

Another work motivation survey was performed in the USA on female employees. The survey 

shows that one aspect which raises employees’ work motivation is fair treatment. In this case the 

company is expected to act fairly by giving appropriate wages and appropriate rewards according 

to employees’ contribution to the company (Saunderson, 2011). This also agrees with the theory 

which states that to raise employees’ work motivation, a company should act fairly towards its 

employees (Mangkunegara, 2013). 

 

Work environment has a positive and significant influence on the work motivation of the 

employees. Research on work environment and work motivation have been performed in Canada 

and Banyuwangi. The research proves that work environment influences employees’ work 

motivation (Clark, 2003; Ajala, 2012: Fernet, 2012; Sudirman, 2007). Herzberg’s research also 

mentions that good working conditions also motivates employees to work well (Musselwhite, 

2007). A research study in the USA with 75% of the respondents consisting of females, shows that 

a nonphysical work environment, such as the relationship between employee and manager, is very 

important. Managers who are caring and willing to listen to employees and show appreciation to 

employees’ achievements, will raise employees’ work motivation (Saunderson, 2011). Another 

similar survey is performed by Randstad on employees in Singapore. The result of the survey 

confirms that employees need a conducive atmosphere, good relationships with fellow employees 

and with managers, and managers’ willingness to listen to employees’ complaints. 

 

The calculation results also confirm the prevailing theories. Sedarmayanti (2011) and Wursanto 

(2009) propose that work environment includes everything around the employees in the work place 

(both physically and nonphysically) which influences their work performance (in Zulkifli, 2014). 

Phillips & Stanley (2012) also agree that the source of employees’ work motivation is a good work 

environment. The theory proposed by McCleland and Alderfer states that work motivation comes 

from the need for affilition and the need for relatedness, which are a humans need to have a 

relationship with other humans (Greenberg & Robert, 2003). The theory of motivation proposed 

by Hasibuan (2014) states that managers should maintain a good relationship with their employees. 

This can enhance employees’ zeal for work. Satisfaction with work environment and fellow 

employees are the essence of employees’ work motivation.  

 

Table 3: F Test 

Variable Table F Calculated F 
Standardized 

Significance 

Calculated 

Significance 

Organizational 

Justice 

Work Environment 

3.09 25.969 0.050 0.000 

 

The F test is performed to find if all the observed independent variables have simultaneous 

influence on the dependent variable. Table 3 shows the significance value of both independent 

variables, namely organizational justice and work environment, is 0.000.  This is lower than the 
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standardized significance value, which is 0.050. When observed by calculated F we obtain the 

value of 25.969 which is larger than the Table F which is 3.09. This indicates that organizational 

justice and work environment, simultaneously, have a positive and significant influence on work 

motivation. This agrees with the result of previous research by Beheshtifar, Hasan, and Mahmood 

(2012), which states that good work environment and good organizational justice will raise 

employees’ work motivation. Devadass (2011) in Singapore proposes that managers’ justice and 

work environment will effectively raise employees’ work motivation, which will in turn affect 

employees’ work performance. The research of Abbah (2014) in Nigeria shows that factors such 

as good work environment and broadcasted management decisions to all company members will 

influence employees’ work motivation.  

 

The calculation results also agree with the prevailing theories. According to Phillips and Stanley 

(2012), the highest source of work motivation comes from work environment and fair treatment 

by the company. The theory of motivation developed by Claude S. George states that work 

motivation comes from good work environment and a company’s reasonable treatment towards 

employees (Hasibuan, 2014).  

 

This research observed factors that cause employees to remain loyal to the company.  First, this 

research found that many of the employees have worked in the company for a considerable length 

of time. The length of time an employee works at a location has a relationship with employees’ 

work motivation. The results of open questions to the employees show that the chief factor which 

makes employees like to work in the company is the high solidarity among employees. The 

employees help one another and are quite harmonious with one another. This is strengthened by 

the fact that the greater part of the employees (78%) are females. Female employees tend to 

prioritize relationships with fellow employees. This research found loyal employees since 33% of 

the employees have worked in the company for 16–20 years. Employees who have worked for 

such a long duration certainly have a strong tie with the company and are well acquainted with 

fellow employees, which stimulates high solidarity among employees.  

 

The employees also have a good relationship with their managers, as 42% stated that they had a 

good relationship with fellow employees and managers. This is also proven by the HRD manager’s 

acknowledgment. He states that the company’s owner visits the company twice a week to look at 

the performances of all employees. This is a kind of appreciation from the company to the 

employees in the production department who have served the company loyally. This agrees with 

the research performed by the Samaritans, that found a good relationship with fellow employees 

and with the managers will influence employees’ work performance (Tracey, 2013). Bad 

relationships will create a work environment that is not conducive, which will make it difficult for 

employees to feel at home in the company. Employees can leave the company if relationships 

within the company continue to be bad and provoke conflicts (Prasasty, 2014).  

 

The second factor which makes employees feel at home in the manufacturing company is the close 

distance between their houses and the work place. The HRD manager declares that all the 

employees live in the same vicinity of the company. Actually, the location of the company is near 

a housing area. The close distance between employees’ houses and the work place causes the 

employees to feel secure and happy to work in the company. This is in accordance with the theory 

proposed by Sedarmayanti (2011) and Wursanto (2009), which states that one of the components 

of a nonphysical work environment is employees’ feeling of security. This feeling will make 
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employees work with a happy and comfortable feeling. The employees in this study, 78% of which 

are female, often have to go home late at night because of the large amount of work to be finished. 

A long distance between the work place and their houses is would be cause for worry.  Another 

reason is because most of the employees in the production department are married. A work place 

near their houses makes it easier for them to return to their houses when there is an urgent problem 

at home that must be attended to at once.  The time allowance given to employees to attend to an 

urgent family problem shows that the company gives distributive justice to the employees, namely 

need (Phillips & Stanley, 2012). This agrees with the statement of Lakshmi (2011) which says that 

distance between the work place and employees’ dwelling place is one of the factors which makes 

employees stay loyal to a company. The cost of transport and the ease in going to the work place 

are important for employees. If the distance between the work place and employees’ houses is too 

far, many employees may leave the company. This distance is an important consideration for 

employees in selecting a work place.  

 

The third factor which makes employees happy to work in the company is the fact that their wages 

are always given on time. The company very seldom postpones employees’ wages. This is a form 

of appreciation from the company to employees. This punctuality is important since 90% of the 

employees are married and have families to support. They need their wages to meet their families’ 

needs.  

 

Based on these facts, we can make the fourth hypothesis which proposes that factors such as a 

company’s good treatment towards employees, employees’ feeling of security, and a good rela-

tionship with fellow employees and managers, make the employees in the production department 

glad to continue working. 

 

 

5. CONCLUSION 

 

Organizational justice and work environment are positive and significant influences on the work 

motivation of the employees in the production department of the manufacturing company. The 

factors such as a company’s good treatment towards employees, employees’ feeling of security, 

and good relationships with fellow employees and managers, make the employees in the production 

department happy to continue working. The company can improve fairness to employees by 

making a performance evaluation form which is completed with the help of a department head. It 

is expected that this will motivate old and new employees to work more actively.  
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