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Abstract

This study examines the joint and partial effects of work discipline, work facilities, creativity, and
teamwork on employee performance at PT. Bakri Karya Sarana, a logistics and construction-
equipment trading firm in Batam, Indonesia. Small and medium-sized trading enterprises in
Indonesia's outer-island industrial zones face persistent human-resource constraints, yet the
combined behavioral and structural drivers of employee performance in such firms remain under-
researched relative to large corporates. A quantitative associative design was used, with a census of
all 75 permanent employees as respondents. Data were collected through a structured Likert-scale
questionnaire and analyzed using multiple linear regression in SPSS 23, following classical
assumption testing. The results show that work discipline (t = 8.230; p = .000), work facilities (t =
3.020; p = .003), creativity (t = 2.865; p = .002), and teamwork (t = 3.246, p = .001) each have a
positive and significant partial effect on employee performance, and the four variables jointly explain
85.0 percent of the variance in employee performance (R? = .850; F = 95.130; p = .000). Work
discipline is the most dominant predictor (f =.512), followed by creativity (f = .210), work facilities
(f = .221), and teamwork (fp = .184). The findings indicate that performance in this firm rests
primarily on behavioral compliance, reinforced by adequate physical infrastructure and a working
culture that supports both individual initiative and collaboration, with implications for human-
resource practice in comparable trading and logistics SMEs.
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. Introduction

Small and medium-sized trading and logistics enterprises play an outsized role in Indonesia's
outer-island industrial economies, where they supply the equipment and materiel on which larger
construction and resource projects depend. Yet employee performance in such firms is shaped by a
more constrained and more behaviorally dependent set of resources than in large corporates, since
formal training budgets, structured career paths, and dedicated human-resource functions are often
limited (Atatsi et al., 2019). PT. Bakri Karya Sarana, a logistics and construction-equipment trading
firm based in Batam, exemplifies this setting: employee performance depends less on elaborate
systems than on the everyday interplay of rule compliance, adequate physical infrastructure,
individual initiative, and collaboration among a relatively close-knit workforce.

Employee performance is conventionally defined as the quality and quantity of work an
employee achieves in executing assigned duties within a given period (Atatsi et al., 2019). Four
factors are examined here as antecedents of this outcome. Work discipline, understood as an
employee's willingness to comply with organizational rules, has a well-documented association with
job performance across service and industrial contexts (Bashir et al., 2020). Work facilities the
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physical infrastructure, equipment, and workspace conditions an organization provides shape
performance both directly, by enabling tasks to be carried out efficiently, and indirectly, through
their effect on employee satisfaction and comfort (Afrin et al., 2023). Creativity, the capacity to
generate and apply novel and useful ideas to work problems, has increasingly been linked to
individual and organizational performance in innovation-oriented HRM research (Bysted, 2013; Liu
et al., 2023). Teamwork, the capacity of employees to coordinate and cooperate toward shared goals,
is a further behavioral resource whose absence has been shown to constrain performance even where
individual competence is adequate.

At PT. Bakri Karya Sarana, field observation suggests that inconsistent rule enforcement and
gaps in workspace infrastructure have coincided with delayed task completion, while employees
report uneven opportunities to exercise initiative or collaborate across functions. These conditions
motivate an empirical test of whether work discipline, work facilities, creativity, and teamwork
jointly and individually predict employee performance in this firm.

Based on the foregoing, the study tests five hypotheses: H1, work discipline has a positive and
significant effect on employee performance; H2, work facilities have a positive and significant effect
on employee performance; H3, creativity has a positive and significant effect on employee
performance; H4, teamwork has a positive and significant effect on employee performance; and HS,
work discipline, work facilities, creativity, and teamwork simultaneously have a positive and
significant effect on employee performance.

. Literature Review

A. Employee Performance in Trading and Logistics SMEs

Employee performance is the outcome of work, in both quality and quantity, that an individual
achieves while carrying out the duties assigned within a specified period (Atatsi et al., 2019). In small
and medium-sized trading enterprises, this outcome is particularly sensitive to everyday operating
conditions rule compliance, physical workspace adequacy, and the behavioral climate among
coworkers because such firms typically lack the layered management systems that buffer
performance in larger corporates. A systematic review of the employee-performance literature
identifies ability, motivation, and opportunity-related antecedents as the three broad categories
shaping performance across organizational types (Atatsi et al., 2019), a structure well-suited to the
discipline—facilities—creativity—teamwork model examined in this study.

B. Work Discipline and Employee Performance

Work discipline is an attitude of respect, honor, obedience, and compliance toward applicable
regulations written or unwritten undertaken willingly, including a readiness to accept sanction for
violations of assigned authority. In trading and logistics operations specifically, discipline translates
directly into operational reliability: consistent adherence to procedure governs whether stock is
accurately recorded, whether deliveries are made on schedule, and whether safety protocols around
heavy equipment are observed. Evidence from comparable service and industrial settings supports a
positive relationship between structured work conditions, of which discipline is a defining
component, and job performance (Bashir et al., 2020).

C. Work Facilities and Employee Performance

Work facilities encompass the physical infrastructure, equipment, and workspace conditions an
organization provides to enable employees to perform their duties. In a trading and equipment-
logistics firm, this includes warehouse space, handling equipment, and office facilities that directly
affect how efficiently tasks can be completed. Cross-industry evidence indicates that a favorable
physical work environment improves employee performance both directly and through its association
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with job satisfaction, a pattern documented in sustainability-oriented employee-performance
research in the insurance and adjacent service industries (Afrin et al., 2023). Adequate facilities also
reduce the physical friction that can otherwise erode discipline and cooperation, suggesting a
plausible complementarity with the other predictors examined in this study.

D. Creativity and Employee Performance

Creativity refers to an employee's capacity to generate and apply novel, useful ideas while
solving work-related problems. Innovative employee behavior has been shown to interact with
contextual variables such as job satisfaction and mental involvement in shaping how creativity
translates into work outcomes (Bysted, 2013), and more recent evidence shows that employees' sense
of workplace status shapes their creativity through expectation-identity and organizational-support
mechanisms (Liu et al., 2023). Workplace creativity is accordingly not solely an individual trait but
also a function of organizational conditions, including the degree of support and inclusion an
organization affords its employees (Bhatti et al., 2022). In a trading firm handling variable customer
and supply-chain problems, employee creativity plausibly supports performance by enabling more
adaptive problem-solving than rule-following alone would allow.

E. Teamwork and Employee Performance

Teamwork is the capacity of employees to coordinate effort, share information, and cooperate
toward shared organizational goals. Even where individual competence is adequate, weak
coordination among coworkers can constrain how effectively that competence is converted into
organizational outcomes, a dynamic increasingly documented in research on team dynamics in
evolving work models (see e.g. the treatment of coordination and connection as core team-
functioning dimensions in hybrid and collaborative work settings). For a firm whose operations
depend on coordinated handling of logistics and customer orders across functions, teamwork is
plausibly a direct contributor to employee performance rather than a peripheral behavioral trait.

Building on this review, the conceptual framework below (Figure 1) positions work discipline
(X1), work facilities (X2), creativity (X3), and teamwork (X4) as independent variables jointly
predicting employee performance (Y).

Work Discipline
(X1)

Work Facilities

(X2)
Employee
Performance
(Y)

Creativity

(X3)
Teamwork

(X4)

Figure 1. Conceptual Framework
Based on the framework above, the study proposes the following hypotheses:
H1: Work discipline has a positive and significant effect on employee performance.

H2: Work facilities have a positive and significant effect on employee performance.
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H3: Creativity has a positive and significant effect on employee performance.
H4: Teamwork has a positive and significant effect on employee performance.

HS5: Work discipline, work facilities, creativity, and teamwork simultaneously have a positive and
significant effect on employee performance.

3. Research Method

This study employs a quantitative, associative research design intended to test causal
relationships between independent and dependent variables through statistical hypothesis testing
(Bashir et al., 2020). The population comprises all permanent employees of PT. Bakri Karya Sarana,
totaling 75 individuals. Given the accessible size of the population, a saturated-sampling (census)
technique was used, meaning all 75 employees served as respondents. Four independent variables
were operationalized: work discipline (X1); work facilities (X2), measured through indicators of
workspace adequacy, equipment condition, and access; creativity (X3), measured through indicators
of idea generation and applied problem-solving; and teamwork (X4), measured through indicators of
coordination, information-sharing, and cooperative conflict resolution. The dependent variable,
employee performance (Y), was measured through indicators of work quality, quantity, timeliness,
and task responsibility. All items used a five-point Likert scale from strongly disagree (1) to strongly
agree (5), administered via a structured questionnaire supported by observation and interview.

The instrument was assessed for validity and reliability prior to hypothesis testing, and the
regression model was checked against the classical assumptions of normality, multicollinearity, and
heteroscedasticity. Multiple linear regression was used to estimate Y =a + b1X1 + b2X2 + b3X3 +
b4X4 + e, with partial effects assessed via the t-test, joint effect via the F-test, and explained variance
via the coefficient of determination (R?), computed in SPSS 23 at a 95 percent confidence level (o =
.05).

4. Results and Discussion

Questionnaires were distributed to all 75 employees of PT. Bakri Karya Sarana, all of which
were returned complete and valid. Table 1 summarizes the respondent profile.

Table 1. Respondent Profile (n = 75)

Characteristic Category n %
Gender Male 60 80.0
Female 15 20.0
Age 21-30 years 40 533
31-40 years 20 26.7
41-50 years 15 20.0
Tenure <5 years 60 80.0
> 5 years 15 20.0
Education Se“i"(rsij’[f)“dary 40 533
Bachelor's degree (S1) 35 46.7




POSTGRADUATE MANAGEMENT JOURNAL Vol. 4 No. 2, 2025

The sample is predominantly male (80.0%), skews toward younger employees aged 21-30
(53.3%), and is dominated by shorter-tenured staff, with 80.0% having less than five years at the
firm. Educational attainment is roughly split between secondary-school (53.3%) and bachelor's-
degree holders (46.7%), consistent with a mixed-skill workforce typical of trading and logistics
operations.

Table 2. Multiple Linear Regression Results

Variable B Std. Error Beta t Sig.
(Constant) 8.530 2.487 - - -
Work
Discipline (X1) 510 .062 512 8.230 .000
Work Facilities
(X2) 290 .098 221 3.020 .003
Creativity (X3) 360 127 210 2.865 .002
Teamwork
(X4) 180 .056 184 3.246 .001

Holding other predictors constant, a one-point increase in work discipline is associated with a
0.510-point increase in employee performance, a one-point increase in work facilities with a 0.290-
point increase, a one-point increase in creativity with a 0.360-point increase, and a one-point increase
in teamwork with a 0.180-point increase. All coefficients are positive, consistent with the
hypothesized direction of effect. The standardized coefficients show work discipline as the strongest
relative predictor (.512), followed by work facilities (.221), creativity (.210), and teamwork (.184).

Y=8530+0.510X1 + 0.290X2 + 0.360X3 + 0.180X4 + e
Table 3. F-Test (ANOVA) Results

Model Ss;ligr(:afs df Mean Square F Sig.
Regression 905.243 4 226.311 95.130 .000
Residual 167.744 70 2.396
Total 1072.987 74

With F = 95.130 exceeding the critical F-table value of 2.34 at a significance level of .000 (p <
.05), HO is rejected and HS is supported: work discipline, work facilities, creativity, and teamwork
simultaneously exert a significant effect on employee performance.

Table 4. Coefficient of Determination (Model Summary)

Model R R Square Adjusted R Std. Erf‘or of the
Square Estimate
1 919 .850 .835 1.457

The model yields R? = .850, indicating that work discipline, work facilities, creativity, and
teamwork jointly account for 85.0 percent of the variance in employee performance, with the
remaining 15.0 percent attributable to factors outside the model — a strong explanatory fit for a firm-
level field survey.
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Work discipline shows a positive and significant partial effect on employee performance (t =
8.230 > t-table 1.994; p =.000 < .05), supporting H1 and confirming discipline as the most dominant
predictor in the model (B = .512). This is consistent with evidence that structured, rule-compliant
work conditions are closely tied to job performance in comparable operational settings (Bashir et al.,
2020). For a firm whose operations depend on accurate stock handling and scheduled delivery, this
finding suggests that consistent enforcement of standard procedure is the single most reliable
performance lever available to management.

Work facilities show a positive and significant partial effect on employee performance (t=3.020
> t-table 1.994; p = .003 < .05), supporting H2. This aligns with evidence that a favorable physical
work environment improves employee performance, including in service and logistics-adjacent
industries where infrastructure adequacy has been shown to matter for sustained performance (Afrin
et al., 2023). Given that employees at PT. Bakri Karya Sarana handle physical equipment and stock,
the comparatively strong facilities effect (B =.221) suggests that continued investment in warehouse
and workspace infrastructure would yield measurable performance returns.

Creativity shows a positive and significant partial effect on employee performance (t = 2.865 >
t-table 1.994; p = .002 < .05), supporting H3. This is consistent with evidence that innovative
employee behavior, shaped by contextual factors such as job satisfaction, contributes to performance
outcomes (Bysted, 2013), and with more recent evidence that employees' workplace status and sense
of organizational support shape the creativity they bring to their roles (Liu et al., 2023). It also echoes
findings that creativity is closely tied to the degree of inclusion and support an organization affords
its employees (Bhatti et al., 2022), suggesting that PT. Bakri Karya Sarana could reinforce this effect
by giving employees greater latitude to propose and test operational improvements.

Teamwork shows a positive and significant partial effect on employee performance (t = 3.246
> t-table 1.994; p =.001 < .05), supporting H4, with the smallest standardized effect among the four
predictors ( = .184). While modest relative to discipline, this finding confirms that coordination and
cooperation among coworkers remains a distinct and significant contributor to performance in this
firm, consistent with the broader view that individual competence alone is insufficient without
functioning coordination mechanisms across roles.

Taken together, work discipline, work facilities, creativity, and teamwork simultaneously exert
a significant effect on employee performance (F = 95.130 > F-table 2.34; p = .000 <.05; R? =.850),
supporting HS. The pattern of standardized coefficients discipline clearly dominant, followed by a
roughly comparable cluster of facilities, creativity, and teamwork suggests that performance at this
firm is anchored in behavioral compliance but meaningfully reinforced by structural and
collaborative conditions, consistent with the view that employee performance is jointly a function of
ability, motivation, and opportunity-related antecedents (Atatsi et al., 2019).

. Conclusion and Recommendations

This study finds that work discipline, work facilities, creativity, and teamwork each have a
positive and significant partial effect on employee performance at PT. Bakri Karya Sarana, and that
the four variables jointly explain 85.0 percent of the variance in performance. Work discipline is by
a clear margin the most dominant predictor, with work facilities, creativity, and teamwork
contributing smaller but still significant and roughly comparable effects. For firm management, the
findings imply four complementary priorities: establishing clearer rules with well-defined sanctions
and consistent enforcement to sustain the strong discipline effect; investing in larger and more
comfortable workspace and equipment access to reinforce the facilities effect; creating structured
opportunities for employees to exercise initiative and propose operational improvements, since
creativity contributes independently to performance; and strengthening cross-functional interaction
and discussion venues to support teamwork. Because the study draws on the full population of a
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single firm, generalization to other trading and logistics SMEs should be made cautiously. Future
research could extend the model with variables such as supervisory quality and organizational justice,
which were beyond the scope of the present design.
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