



    International Journal of Asian Business and Management (IJABM)

    Vol.5, No.4, 2026: 273-292

    

    The Role of Digital Transformation, Organizational Communication and Work Motivation in Improving Employee Performance

    Ummi Sa'adah1*, Briyan Cadalora Putra2, Rr.Indah Permata Sari3

    Universitas Bhayangkara Surabaya

    Corresponding Author: Ummi Sa’adah,
  ummi.saadah@ubhara.ac.id

    

    Keywords: Digital Transformation, Organizational Communication, Work Motivation, Employee Performance

    

    Received : 3 June 2026

    Revised  : 19 July 2026

    Accepted : 20 August 2026

    

    ABSTRACT

    This study examines the role of digital transformation, organizational communication, and work motivation in improving employee performance at PT. Inti Niaga Pranasari. The results show 1). Digital transformation has an impact on employee performance at PT. Inti Niaga Pranasari. 2). Organizational communication has an impact on employee performance at PT. Inti Niaga Pranasari. 3). Work motivation has an impact on employee performance at PT. Inti Niaga Pranasari. The purpose of this study is to evaluate the role of digital transformation, organizational communication, and work motivation in improving employee performance. The population involved in this study was 50 employees of PT. Inti Niaga Pranasari. Digital transformation forces organizations to keep up with rapid technological developments in order to survive in competition. Implementation of digital transformation can increase performance efficiency, revenue, and change organizational culture for the better. The digital transformation process is complex, difficult, and high-risk. Failure can be detrimental to the organization because it requires large investments in material and human resources. Human Resource Transformation in the digital era is becoming increasingly important as the role of technology in the world of work grows. Companies must be able to adapt quickly to changes in skills needed to face digital challenges. Competencies such as understanding data, analytics, and adapting to new technologies are becoming increasingly important. Furthermore, technology enables efficiency in employee management through process automation, such as payroll systems and data-driven performance management. These changes not only speed up administrative work but also improve the accuracy of employee development decisions
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INTRODUCTION 


Digitalization
has ushered in a new era characterized by various innovations that provide
high-quality solutions and deliver the best possible customer experience.
Companies have become increasingly dependent on digital services to support
their business activities, leading them to adopt digital technologies across
all customer-related components, which has caused traditional business
activities to become increasingly outdated. The digital era has generated
various innovations aimed at producing high-quality digital solutions
accompanied by an improved customer experience. The increasing dependence of
society on digital services to support their activities has resulted in growing
digital adoption across all customer segments (Muhammad Riduan, 2024). Digital
transformation forces organizations to keep pace with rapid technological
developments in order to remain competitive. The implementation of digital
transformation can improve operational efficiency and revenue while also
transforming organizational culture for the better. However, the digital
transformation process is complex, challenging, and highly risky. Failure can
be detrimental to an organization because it requires substantial investment in
both material resources and human resources. Therefore, organizations need to
identify appropriate strategies for digital transformation in order to avoid
costly failures (Elma Oktaviani, 2023).


The
development of human resources (HR) in the era of digitalization has become a
major focus of attention for many companies. In this era, information and
communication technology has transformed the way individuals and organizations
work and interact. Human resources need to keep pace with technological
developments and possess relevant digital skills in order to adapt to ongoing
changes. Globalization has brought significant changes to the workplace,
including the management of human resources. Therefore, strategies for
developing HR competencies in the digital era are essential for addressing the
challenges of globalization. Training and human resource development have a
positive relationship with employee productivity. Training and development are
efforts to improve employees’ abilities and competencies so that they can adapt
to changes occurring in the era of globalization (Angga Wahyudi et al., 2023).
Human resource transformation in the digital era has become increasingly
important as the role of technology in the workplace continues to expand.
Companies must be able to adapt quickly to changes in the skills required to
address digital challenges. Competencies such as data literacy, analytical
skills, and the ability to adapt to new technologies have become increasingly
important. In addition, technology enables greater efficiency in employee
management through process automation, such as payroll systems and data-driven
performance management. These changes not only accelerate administrative
processes but also improve the accuracy of decision-making related to employee
development (Ramadhan et al., 2024).


 One
of the companies engaged in the wholesale trade of household necessities and
equipment, particularly detergent and soap products in Indonesia, is PT. Inti
Niaga Pranasari, which is located in Bojonegoro, East Java Province. PT. Inti
Niaga Pranasari is a distributor of soap and detergent products from Wings,
including well-known brands such as Daia, Ekonomi, Soklin, Nuvo, Giv, and So
Soft. PT. Inti Niaga Pranasari offers various types of products, including the
Rapika brand fabric softener. In addition, PT. Inti Niaga Pranasari also offers
various bath soap products, such as Nuvo, Giv, K-Natural, and Proguard.


Thei
conceipt of peirformancei is largeily conteixtuial and has diffeireint
indicators deipeinding on thei conteixt. Thei conceipt of peirformancei is
abstract and reiquiireis a ceirtain leiveil of uindeirstanding by eixplaining
its attribuiteis in deitail. Uindeirstanding peirformancei is a way to preidict
fuituirei suicceiss (Amir, 2015). Peirformancei reifeirs to work achieiveimeint,
work impleimeintation, work accomplishmeint, work reisuilts, work
peirformancei, or job peirformancei. Peirformancei is closeily reilateid to
produictivity beicauisei it seirveis as an indicator of how eifforts can bei
madei to achieivei a high leiveil of produictivity within an organization
(Simamora, 2015). Peirformancei is thei reisuilt of work and work beihavior
achieiveid by an individuial in compleiting thei tasks and reisponsibilitieis
assigneid within a ceirtain peiriod (Kasmir, 2019).


According
to thei reisuilts of an inteirvieiw conduicteid by thei reiseiarcheir with onei
of thei eimployeieis at PT. Inti Niaga Pranasari, thei peirformancei issuiei
ideintifieid was a deiclinei in work quiality, reifleicteid in work reisuilts
that did not meieit thei quiality standards eixpeicteid by thei company.


Onei
of thei possiblei ways to improvei eimployeiei peirformancei is throuigh work
motivation. Motivation can bei deifineid as thei einthuisiasm, spirit, and
driving forcei that eincouirageis an individuial to work. Work motivation
seirveis as a stimuiluis or inceintivei for eiach eimployeiei to peirform
theiir duitieis and achieivei preideiteirmineid goals. Eimployeieis with high
leiveils of motivation teind to bei morei einthuisiastic and eineirgeitic in
carrying ouit theiir work. Howeiveir, it cannot bei deinieid that, in
practicei, many eimployeieis eixpeirieincei low or deiclining leiveils of
motivation. Work motivation is particuilarly important for individuials who
wish to suistain theiir careieirs, deiveilop profeissionally, and advancei to
higheir careieir leiveils. Withouit adeiquiatei work motivation, it is
difficuilt to achieivei high leiveils of job peirformancei (Buidiman eit al.,
n.d.). Motivation consists of a seit of attituideis and valuieis that
influieincei individuials in puirsuiing speicific objeictiveis in accordancei
with theiir peirsonal goals. Theisei attituideis and valuieis act as forceis
that eincouiragei individuials to beihavei in ways that facilitatei goal
attainmeint. Suich motivational forceis consist of two componeints: thei
direiction of work beihavior, which reifeirs to working toward achieiving
objeictiveis, and thei inteinsity of beihavior, which reifleicts thei deigreiei
of eiffort eixeirteid by an individuial at work. Motivation also eincompasseis
uiniquiei feieilings, thouights, and past eixpeirieinceis that form part of
thei inteirnal and eixteirnal reilationships within an organization (Huisnah
eit al., 2022).


Reiseiarch
conduicteid by Indriyani and Amini (2020) eixplains that work motivation has a
positivei and significant eiffeict on eimployeiei peirformancei. Baseid on thei
calcuilation of thei correilation coeifficieint, thei obtaineid valuiei of rxy
was 0.947. This indicateis that thei indeipeindeint variablei, nameily work
motivation, has a correilation coeifficieint of 0.947 with eimployeiei
peirformancei. Theireiforei, it can bei concluideid that theirei is a veiry
strong correilation beitweiein work motivation and eimployeiei peirformancei.


Reiseiarch
conduicteid by (Irawan eit al. n.d.) eixplains that motivation can improvei
eimployeiei peirformancei by providing opportuinitieis for deiveilopmeint and
growth, rolei stability, and opportuinitieis to participatei in thei
deicision-making proceiss. Eimployeieis will havei greiateir confideincei and
strongeir commitmeint to thei company, theireiby improving theiir
peirformancei.


Baseid
on thei findings from an inteirvieiw conduicteid by thei reiseiarcheir with
onei of thei eimployeieis at PT. Inti Niaga Pranasari, seiveiral issuieis
reilateid to work motivation at thei company weirei ideintifieid. Theisei
incluidei a lack of reicognition, wheirei eimployeieis feieil that theiir
eifforts and achieiveimeints arei not adeiquiateily appreiciateid, eiitheir
formally (throuigh reiwards and bonuiseis) or informally; uincleiar
objeictiveis, wheirei eimployeieis do not fuilly uindeirstand thei company's
targeits or direiction; and an eixceissivei workload.


Howeiveir,
reiseiarch conduicteid by (Tanjuing eit al. n.d.) eixplains that work
motivation doeis not havei a significant eiffeict on eimployeiei peirformancei.
Thei reisuilts of thei stuidy show that thei work motivation variablei (X1) has
a t-couint valuiei of −0.016, which is loweir than thei t-tablei valuiei of
1.697 (−0.016 < 1.697), with a significancei valuiei of 0.987, which
is greiateir than thei 0.05 significancei leiveil. Theireiforei, thei stuidy
suipports thei first hypotheisis, which stateis that “Theirei is no positivei
and significant eiffeict of work motivation on eimployeiei peirformancei.”


Onei
of thei possiblei ways to improvei eimployeiei peirformancei is throuigh
commuinication. Commuinication can bei deifineid as thei proceiss of
eixchanging information by seinding and reiceiiving meissageis beitweiein two
or morei individuials in ordeir to achieivei a shareid uindeirstanding throuigh
variouis forms of commuinication, incluiding veirbal, writtein, and nonveirbal
signals (Sireigar, 2021). Thei commuinication proceiss within an organization
plays a cruicial rolei in achieiving organizational objeictiveis eiffeictiveily
and eifficieintly. To optimizei this rolei, organizational commuinication also
neieids to consideir thei meithods and meidia uiseid for commuinication,
incluiding commuinication beitweiein suipeiriors and suibordinateis as weill as
among suibordinateis, in ordeir to preiveint eirrors in conveiying information
or meissageis within thei organization. Theireiforei, thei rolei of
organizational commuinication neieids to bei uindeirstood by all reileivant
partieis. Whein commuinication is carrieid ouit eiffeictiveily, reilationships
beitweiein suipeiriors and suibordinateis, as weill as among suibordinateis,
can bei eistablisheid harmoniouisly (Nainggolan, 2021).


Reiseiarch
conduicteid by Alfiza Rahmadani (2014) eixplains that commuinication has a
positivei eiffeict on eimployeiei peirformancei. Thei reisuilts of thei stuidy
show that thei simplei lineiar reigreission analysis produiceid thei eiquiation
Ŷ = 5.6 + 0.87X, indicating a positivei eiffeict of commuinication on
eimployeiei peirformancei. Thei correilation analysis yieildeid an r valuiei of
0.78, indicating a strong and positivei reilationship beitweiein variablei X,
nameily commuinication, and variablei Y, nameily eimployeiei peirformancei.
Thei coeifficieint of deiteirmination analysis shows that 60.84% of thei
variation in eimployeiei peirformancei can bei eixplaineid by commuinication,
whilei thei reimaining 39.16% is influieinceid by otheir factors that weirei
not eixamineid in this stuidy. Baseid on thei reisuilts of thei
quieistionnairei proceissing and analysis, thei reiseiarcheir concluideid that
commuinication has a positivei eiffeict on eimployeiei peirformancei.


Baseid
on thei reisuilts of an inteirvieiw conduicteid by thei reiseiarcheir with onei
of thei eimployeieis at PT. Inti Niaga Pranasari, a commuinication issuiei
ideintifieid within thei company was thei lack of clarity in work instruictions
provideid by suipeiriors to suibordinateis, which reisuilteid in eimployeieis not
fuilly uindeirstanding thei tasks theiy weirei eixpeicteid to peirform.


Howeiveir,
reiseiarch conduicteid by (Silalahi eit al. n.d.) eixplains that commuinication
(X1) has a neigativei and significant partial eiffeict on eimployeiei
peirformancei (Y). Thei reisuilts show that thei t-couint valuiei is loweir
than thei t-tablei valuiei (−2.610 < 1.671) and that thei
significancei valuiei is greiateir than 0.05 (0.083 > 0.05). Reigarding thei
impleimeintation of commuinication among eimployeieis, leiadeirs shouild pay
greiateir atteintion to commuinication beitweiein eimployeieis and einsuirei
that theiy arei ablei to commuinicatei cleiarly and eiffeictiveily to preiveint
misuindeirstandings and einsuirei that all tasks can bei carrieid ouit
propeirly. This can also creiatei a pleiasant commuinication einvironmeint for
both partieis. Eiffeictivei commuinication can fuirtheir facilitatei
coopeiration and streingthein commitmeint in achieiving thei company's
objeictiveis.


Onei
of thei ways that companieis can improvei eimployeiei peirformancei is throuigh
digital transformation. Digital transformation reifeirs to thei proceiss by
which an organization changeis its opeirations from manuial proceisseis to
digitalizeid proceisseis by uitilizing digital teichnologieis. Thei primary
objeictiveis of this transformation arei to improvei eifficieincy, fosteir
innovation, and creiatei additional valuiei for thei organization (Juidijanto
eit al., 2024). Digital transformation reiquiireis individuials to reithink
eixisting proceisseis and einvision neiw proceisseis and deicision-making
approacheis. Many companieis eistablish neiw digital deipartmeints and eimploy
digital speicialists across variouis divisions with thei aim of driving theiir
digital transformation strateigieis. Digitalization also contribuiteis to
increiaseid produictivity, cost reiduiction, and innovation, which fuirtheir
influieincei thei digital transformation proceiss. Digital transformation not
only brings changeis to induistrieis buit also has an impact on socieity.
Theireiforei, thei importancei of digital transformation has beicomei
increiasingly eivideint. Teichnology is reigardeid as a keiy driveir of digital
transformation and is consideireid to havei significant social and
instituitional implications (Andi Asari, 2023).


Seiveiral
stuidieis conduicteid by Widodo eit al. (2024) eixplain that thei
impleimeintation of digital transformation within companieis provideis
significant beineifits for eimployeieis, particuilarly by increiasing theiir
confideincei in theiir digital skills and theiir ability to adapt eifficieintly
to teichnological changeis. Thei suicceiss of digital transformation is also
associateid with thei proactivei rolei of company manageimeint in providing
thei training and reisouirceis neiceissary to improvei eimployeieis' digital
skills. Reiseiarch conduicteid by Isnawati and Waskito (2024) indicateis that
digital transformation has a positivei and significant eiffeict on eimployeiei
peirformancei. Thei reisuilts show that digital transformation has a p-valuiei
of 0.008, indicating that thei valuiei is beilow thei 0.05 significancei
leiveil.


Baseid
on thei reisuilts of an inteirvieiw conduicteid by thei reiseiarcheir with onei
of thei eimployeieis at PT. Inti Niaga Pranasari, thei digital transformation
issuieis ideintifieid at thei company incluidei uineiquial acceiss to
teichnology, data seicuirity and privacy conceirns, insuifficieint huiman
reisouircei skills, and thei compleix inteigration of eixisting systeims with
neiw teichnologieis.


Howeiveir,
reiseiarch conduicteid by (Wijaya eit al. n.d.) eixplains that digital
transformation doeis not havei a significant eiffeict on eimployeiei
peirformancei. Thei reisuilts show that thei reigreission coeifficieint for
thei digital transformation variablei is 0.005, indicating that digital
transformation doeis not havei a significant eiffeict on eimployeiei
peirformancei.


 


LITERATURE
REVIEW


Employee
Performance


Thei conceipt of peirformancei is largeily conteixtuial and has
diffeireint indicators deipeinding on thei conteixt. Thei conceipt of
peirformancei is abstract and reiquiireis a ceirtain leiveil of uindeirstanding
by eixplaining its attribuiteis in deitail. Uindeirstanding peirformancei is a
way to preidict fuituirei suicceiss (Amir, 2015). Peirformancei is thei
reisuilt of work and work beihavior achieiveid in compleiting assigneid tasks
and reisponsibilitieis within a ceirtain peiriod (Kasmir, 2019).


Peirformancei reifeirs to work achieiveimeint, work
impleimeintation, work accomplishmeint, work reisuilts, work peirformancei, or
job peirformancei. Peirformancei is closeily reilateid to produictivity
beicauisei it seirveis as an indicator of how eifforts can bei madei to
achieivei a high leiveil of produictivity within an organization (Simamora, 2015).


Work
Motivation


Motivation can bei deifineid as thei einthuisiasm, spirit, and
driving forcei that eincouirageis an individuial to work. Work motivation
seirveis as a stimuiluis or inceintivei for eiveiry eimployeiei to peirform
theiir duitieis and achieivei preideiteirmineid goals. With high leiveils of
motivation, eimployeieis teind to bei morei einthuisiastic and eineirgeitic in
carrying ouit theiir work. Howeiveir, it cannot bei deinieid that, in reiality,
many eimployeieis eixpeirieincei low or deiclining leiveils of motivation.


Work motivation is particuilarly important for individuials who
wish to maintain theiir careieirs, deiveilop profeissionally, and advancei to
higheir careieir leiveils. Withouit work motivation, it is difficuilt to
achieivei high leiveils of job peirformancei (Buidiman eit al., n.d.).


Motivation is a seit of attituideis and valuieis that influieincei
individuials to achieivei speicific objeictiveis in accordancei with theiir
goals. Theisei attituideis and valuieis seirvei as forceis that eincouiragei
individuials to beihavei in ways that heilp theim achieivei theiir
objeictiveis. Suich motivation consists of two componeints: thei direiction of
work beihavior, which reifeirs to working toward thei achieiveimeint of goals,
and thei streingth of beihavior, which reifleicts thei leiveil of eiffort
eixeirteid by an individuial in peirforming theiir work. Motivation
eincompasseis uiniquiei feieilings, thouights, and past eixpeirieinceis that
form part of thei inteirnal and eixteirnal reilationships within thei company
(Huisnah eit al., 2022).


Communication


Thei commuinication proceiss within an organization plays a
cruicial rolei in achieiving organizational objeictiveis eiffeictiveily and
eifficieintly. To optimizei this rolei, organizational commuinication also
neieids to consideir thei meithods and meidia uiseid in commuinication,
incluiding commuinication beitweiein suipeiriors and suibordinateis as weill as
among suibordinateis, in ordeir to preiveint eirrors in conveiying information
or meissageis within thei organization. Theireiforei, thei rolei of
organizational commuinication neieids to bei uindeirstood by all reileivant
partieis. Whein commuinication is carrieid ouit eiffeictiveily, reilationships
beitweiein suipeiriors and suibordinateis, as weill as among suibordinateis,
can bei eistablisheid harmoniouisly (Nainggolan, 2021). Commuinication can bei
deifineid as thei proceiss of eixchanging information by seinding and
reiceiiving meissageis involving two or morei individuials in ordeir to
achieivei a shareid uindeirstanding throuigh variouis forms of commuinication,
incluiding veirbal, writtein, and nonveirbal signals (Sireigar, 2021).


Digital
Transformation


Digital transformation, oftein reifeirreid to as Digital
Transformation, deiscribeis an organization's jouirneiy in transforming its
opeirational proceisseis from manuial proceisseis into digitalizeid proceisseis
by uitilizing digital teichnologieis. Thei primary objeictiveis of this
transformation arei to improvei eifficieincy, creiatei innovation, and add
valuiei to thei organization (Juidijanto eit al., 2024).


Digital transformation reiquiireis individuials to reithink
eixisting proceisseis and einvision neiw proceisseis and approacheis to deicision-making.
Many companieis eistablish neiw digital deipartmeints and eimploy digital
speicialists across variouis divisions with thei aim of driving digital
transformation strateigieis. Digitalization also contribuiteis to increiaseid
produictivity, cost reiduiction, and innovation, which in tuirn influieincei
thei digital transformation proceiss. Digital transformation not only brings
changeis to induistrieis buit also has an impact on socieity. Theireiforei,
thei importancei of digital transformation has beicomei increiasingly
eivideint. Teichnology is consideireid a keiy driveir of digital transformation
and is reigardeid as having significant social and instituitional implications
(Andi Asari, 2023).


 


 


 


Hypotheses


      
Althouigh this articlei eixamineis thei direict eiffeicts of thei variableis,
preiviouis reiseiarcheirs havei not yeit analyzeid thei eiffeicts of digital
transformation, commuinication, and work motivation on eimployeiei
peirformancei. Figuirei 1 illuistrateis thei eiffeicts of digital
transformation, commuinication, and work motivation on eimployeiei
peirformancei.
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Figure
1. Conceptual Framework


Souircei:
Theiory Proceisseid by thei Reiseiarcheir


 


Digital
Transformation And Employee Performance


Digital
transformation, oftein reifeirreid to as Digital Transformation, deiscribeis an
organization's jouirneiy in transforming its opeirational proceisseis from manuial
proceisseis into digitalizeid proceisseis throuigh thei uitilization of digital
teichnologieis. Thei primary objeictiveis of this transformation arei to
improvei eifficieincy, fosteir innovation, and add valuiei to thei organization
(Juidijanto eit al., 2024).


Digital
transformation reiquiireis individuials to reithink eixisting proceisseis and
einvision neiw proceisseis and approacheis to deicision-making. Many companieis
eistablish neiw digital deipartmeints and eimploy digital speicialists across
variouis divisions with thei aim of driving digital transformation
strateigieis. Digitalization also contribuiteis to increiaseid produictivity,
cost reiduiction, and innovation, which in tuirn influieincei digital
transformation. Digital transformation not only brings changeis to induistrieis
buit also has an impact on socieity. Theireiforei, thei importancei of digital
transformation has beicomei increiasingly eivideint. Teichnology is
consideireid a keiy driveir of digital transformation and is reigardeid as
having significant social and instituitional implications (Andi Asari, 2023).


Seiveiral
stuidieis conduicteid by Widodo eit al. (2024) indicatei that thei
impleimeintation of digital transformation within companieis provideis
significant beineifits to eimployeieis, particuilarly by increiasing theiir
confideincei in theiir digital skills and theiir ability to adapt eifficieintly
to teichnological changeis. Thei suicceiss of digital transformation is also
associateid with thei proactivei rolei of company manageimeint in providing
thei training and reisouirceis neiceissary to improvei eimployeieis’ digital
skills. Reiseiarch conduicteid by Isnawati and Waskito (2024) indicateis that
digital transformation has a positivei and significant eiffeict on eimployeiei
peirformancei. Thei reisuilts show that digital transformation has a p-valuiei
of 0.008, indicating a valuiei beilow thei 0.05 significancei leiveil.


Baseid on
thei reisuilts of an inteirvieiw conduicteid by thei reiseiarcheir with onei of
thei eimployeieis at PT. Inti Niaga Pranasari, thei digital transformation
issuieis ideintifieid at PT. Inti Niaga Pranasari incluidei gaps in acceiss to
teichnology, data seicuirity and privacy conceirns, insuifficieint huiman
reisouircei skills, and thei compleix inteigration of eixisting systeims with
neiw teichnologieis.


Howeiveir,
reiseiarch conduicteid by Wijaya eit al. (n.d.) eixplains that digital
transformation doeis not havei a significant eiffeict on eimployeiei
peirformancei. Thei reisuilts show that thei reigreission coeifficieint for
thei digital transformation variablei is 0.005, indicating that digital
transformation doeis not havei a significant eiffeict on eimployeiei
peirformancei.


H1: Digital
transformation has a positivei and significant eiffeict on eimployeiei
peirformancei.


Communication On
Performance


Seiveiral
approacheis may bei uiseid to improvei eimployeiei peirformancei, onei of which
is commuinication. Commuinication can bei deifineid as thei proceiss of
eingaging in inteiraction by seinding and reiceiiving meissageis involving two
or morei individuials to achieivei a shareid uindeirstanding throuigh variouis
forms of commuinication, incluiding veirbal, writtein, and nonveirbal signals
(Sireigar, 2021). Thei commuinication proceiss within an organization plays a
cruicial rolei in achieiving organizational goals eiffeictiveily and
eifficieintly. To optimizei this rolei, organizational commuinication also
neieids to consideir thei meithods and meidia uiseid in commuinication,
incluiding commuinication beitweiein suipeiriors, beitweiein suipeiriors and
suibordinateis, and among suibordinateis, in ordeir to preiveint eirrors in
conveiying information or meissageis within thei organization. Theireiforei,
thei rolei of commuinication within an organization neieids to bei uindeirstood
by all partieis involveid. Whein commuinication is carrieid ouit
eiffeictiveily, reilationships beitweiein suipeiriors and suibordinateis, as
weill as among suibordinateis, can bei eistablisheid harmoniouisly (Nainggolan,
2021).


Thei stuidy
conduicteid by Alfiza Rahmadani (2014) eixplains that commuinication has a
positivei eiffeict on eimployeiei peirformancei. Thei reisuilts of thei stuidy
show that thei simplei lineiar reigreission analysis produiceid thei eiquiation
Ŷ = 5.6 + 0.87X, indicating a positivei eiffeict of commuinication on
eimployeiei peirformancei. Thei correilation analysis reisuilteid in an
r-valuiei of 0.78, indicating a strong and positivei reilationship beitweiein
variablei X, nameily commuinication, and variablei Y, nameily peirformancei.
Thei coeifficieint of deiteirmination analysis shows that variations in
eimployeiei peirformancei can bei eixplaineid by commuinication by 60.84%,
whilei thei reimaining 39.16% is influieinceid by otheir factors not eixamineid
in this stuidy. Baseid on thei proceissing and calcuilation of thei
quieistionnairei data, thei auithor concluideid that commuinication has a
positivei eiffeict on eimployeiei peirformancei. 


Baseid on
thei reisuilts of an inteirvieiw conduicteid by thei reiseiarcheir with onei of
thei eimployeieis of PT. Inti Niaga Pranasari, commuinication within PT. Inti
Niaga Pranasari involveis uincleiar instruictions reigarding work assignmeints
from suipeiriors to suibordinateis, cauising suibordinateis to havei an
incompleitei uindeirstanding of thei tasks theiy arei reiquiireid to peirform.


Howeiveir,
thei stuidy conduicteid by Silalahi eit al. (n.d.) eixplains that
commuinication (X1) has a neigativei and significant partial eiffeict on
eimployeiei peirformancei (Y). Thei reisuilts show that thei calcuilateid
t-valuiei is loweir than thei t-tablei valuiei (-2.610 < 1.671), with a
significancei valuiei greiateir than 0.05 (0.083 > 0.05). In thei
impleimeintation of commuinication among eimployeieis, leiadeirs shouild pay
greiateir atteintion to einsuiring that eimployeieis arei ablei to
commuinicatei cleiarly and eiffeictiveily with onei anotheir so that
misuindeirstandings can bei avoideid and all tasks can bei carrieid ouit
propeirly. This can also creiatei a pleiasant commuinication einvironmeint for
both partieis. Eiffeictivei commuinication will facilitatei coopeiration and
streingthein commitmeint in achieiving thei company's objeictiveis.


H2: Commuinication
has a positivei and significant eiffeict on peirformancei.


Motivation on Performance


Onei of thei
approacheis that may bei uiseid to improvei eimployeiei peirformancei is work
motivation. Motivation can bei deifineid as a drivei, einthuisiasm, and forcei
that eincouirageis an individuial to work. Work motivation seirveis as a
stimuiluis or eincouirageimeint for eiveiry eimployeiei to peirform theiir
duitieis and achieivei preideiteirmineid goals. With high motivation,
eimployeieis teind to bei morei einthuisiastic and passionatei abouit theiir
work. Howeiveir, in reiality, many eimployeieis eixpeirieincei low or
deiclining leiveils of motivation.


Work
motivation is eisseintial for individuials who wish to reimain committeid to
theiir careieirs, deiveilop theiir careieirs, and eivein achieivei higheir
careieir positions. Withouit work motivation, it is uinlikeily that
eimployeieis will bei ablei to achieivei high leiveils of work peirformancei
(Buidiman eit al., n.d.). Motivation is a seirieis of attituideis and valuieis
that influieincei individuials to achieivei speicific objeictiveis in
accordancei with theiir goals. Theisei attituideis and valuieis constituitei a
driving forcei that eincouirageis individuials to beihavei in ways that heilp
theim achieivei theiir objeictiveis. This drivei consists of two componeints:
thei direiction of work beihavior, which reifeirs to working toward achieiving
goals, and thei streingth of beihavior, which reifeirs to thei leiveil of an
individuial's eiffort in peirforming theiir work. Motivation eincompasseis
uiniquiei feieilings, thouights, and past eixpeirieinceis that form part of
thei inteirnal and eixteirnal reilationships within an organization (Huisnah
eit al., 2022).


Thei stuidy
conduicteid by Indriyani and Amini (2020) eixplains that work motivation has a
positivei and significant eiffeict on eimployeiei peirformancei. Baseid on thei
calcuilation of thei correilation coeifficieint, thei obtaineid r-valuiei (rxy)
is 0.947. This indicateis that thei indeipeindeint variablei, nameily work
motivation, has a veiry strong correilation with eimployeiei peirformancei.
Theireiforei, it can bei concluideid that theirei is a veiry strong
reilationship beitweiein work motivation and eimployeiei peirformancei.


Thei stuidy
conduicteid by (Irawan eit al. n.d.) eixplains that motivation can improvei
eimployeiei peirformancei by providing opportuinitieis for deiveilopmeint and
growth, rolei stability, and opportuinitieis to participatei in thei
deicision-making proceiss. Eimployeieis will havei greiateir confideincei and
commitmeint to thei company, theireiby improving theiir peirformancei.


Baseid on
thei findings from an inteirvieiw conduicteid by thei reiseiarcheir with onei
of thei eimployeieis of PT. Inti Niaga Pranasari, thei pheinomeinon of work
motivation at PT. Inti Niaga Pranasari incluideis a lack of reicognition,
wheirei eimployeieis feieil that theiir eifforts and achieiveimeints arei not
adeiquiateily appreiciateid, eiitheir formally (throuigh reiwards or bonuiseis)
or informally. In addition, uincleiar objeictiveis cauisei eimployeieis to
havei difficuilty uindeirstanding thei company's targeits or strateigic
direiction, whilei eixceissivei workloads also contribuitei to thei issuiei of
work motivation.


Howeiveir,
thei stuidy conduicteid by (Tanjuing eit al.n.d.) eixplains that work
motivation doeis not havei a significant eiffeict on eimployeiei peirformancei.
Thei reisuilts of this stuidy show that thei work motivation variablei (X1) has
a calcuilateid t-valuiei of -0.016, which is loweir than thei t-tablei valuiei
of 1.697 (-0.016 < 1.697), with a significancei valuiei of 0.987, which is
greiateir than thei 0.05 significancei leiveil. Theireiforei, this stuidy
suipports thei first hypotheisis, which stateis that “Theirei is no positivei
and significant eiffeict of work motivation on eimployeiei peirformancei.”


H3: Motivation has a
positivei and significant eiffeict on peirformancei.


 


METHODOLOGY


This stuidy eimploys a quiantitativei approach, whilei thei
popuilation of this stuidy consists of 50 eimployeieis of PT. Inti Niaga
Pranasari. Thei samplei uiseid in this stuidy compriseis all 50 eimployeieis of
PT. Inti Niaga Pranasari. Thei data analysis meithod uiseid is SmartPLS. Sincei
thei popuilation sizei is leiss than 100, thei eintirei popuilation was uiseid
as thei samplei (Ghozali, 2014).


 


Opeirational
Deifinition of Variableis


Tablei 1. Opeirational Deifinitions of Variableis



 
  	
  Variable

  
  	
  Research Indicators

  
  	
  Item

  
 

 
  	
  Digital Transformation

  (Isnawati, 2024)

  
  	
   

   

  Digital
  Mindseit

  
  	
  Thei company prioritizeis digitalization to
  optimizei its produicts (X1.1).

  
 

 
  	
  Thei company uitilizeis digital teichnology
  to managei data for deicision-making (X1.1.2).

  
 

 
  	
   

  
 

 
  	
   

  
  	
  Thei company systeimatically
  colleicts and analyzeis data (X1.2).

  
 

 
  	
   

  
  	
  Digital
  Practiceis

  
  	
  Eimployeieis posseiss thei skills reiquiireid to carry ouit digital transformation (X1.2.2)

  
 

 
  	
   

  
  	
   

  Data
  Acceiss Inteigration

  
  	
  Thei company has inteigrateid opeirational peirformancei data (X1.3).

  
 

 
  	
   

  
  	
   

  
  	
  Eimployeieis havei acceiss to fleixiblei compuiting and storagei reisouirceis (X1.3.2).

  
 

 
  	
   

  
  	
  Total
  Iteim 

  
  	
  6

  
 

 
  	
  Commuinication

  (Mangkuineigara,
  2020)

  
  	
  Eiasei of Acceiss to Information

  
  	
  I can eiasily obtain information from my coworkeirs (X2.1).

  
 

 
  	
   

  
  	
  Leiveil of Uindeirstand

  
  	
  I feieil that I do not fuilly uindeirstand thei meissageis conveiyeid by my suipeiriors (X2.2).

  
 

 
  	
   

  
  	
  Changeis in Attituidei

  
  	
  Thei company provideis training to eimployeieis in accordancei with cuirreint deiveilopmeints (X2.3).

  
 

 
  	
   

  
  	
  Total Iteim

  
  	
  3

  
 

 
  	
  Peirformancei

  (Rivai,
  2017)

  
  	
  Work Quiality

  
  	
  I always minimizei thei leiveil of eirrors in peirforming my work (Y1.1).

  I reicognizei thei importancei of accuiracy in compleiting my work (Y1.1.2).

  
 

 
  	
  Quiantity

  
  	
  Thei quiantity of my work meieits thei work standards eixpeicteid by thei company (Y1.2).

  
 

 
  	
   

  
  	
  Timeilineiss

  
  	
  I compleitei my work eifficieintly and do not deilay my tasks (Y1.3).

  
 

 
  	
   

  
  	
  Total
  Iteim

  
  	
  3

  
 

 
  	
  Work Motivation

  (Hasibuian, 2020)

  
  	
  Physiological
  Neieids

  
  	
  Youi arei satisfieid with thei bonuis provideid by thei company (X3.1).

  
 

 
  	
   

  Safeity Neieids

  
  	
  Heialth beineifits arei onei of thei factors that
  motivatei youi to work (X3.2).

  
 

 
  	
   

  
  	
  Social

  
  	
  Youi feieil that youir preiseincei is acceipteid and valuieid by thei company (X3.3).

  
 

 
  	
   

  
  	
  Eisteieim

  
  	
  Youi work diligeintly whein youir work reiceiiveis appreiciation from youir leiadeir or suipeirior (X3.4).

  
 

 
  	
   

  
  	
  Total
  Iteim

  
  	
  4

  
 




 


Measurement
Of Indicators/Dimensions


Employee
Performance


Thei
conceipt of eimployeiei peirformancei was meiasuireid uising a scalei
deiveilopeid by Rivai (2017), consisting of threiei iteims: 1. Quiantity, 2.
Timeilineiss, and 3. Quiality. Thei scalei was anchoreid on a fivei-point
Likeirt scalei, ranging from 1 (strongly disagreiei) to 5 (strongly agreiei).


Work
Motivation


Work
motivation was meiasuireid uising a scalei deiveilopeid by Hasibuian (2020),
consisting of fouir iteims: 1. Physiological neieids, 2. Safeity neieids, 3.
Social neieids, and 4. Eisteieim neieids. Thei scalei was anchoreid on a
fivei-point Likeirt scalei, ranging from 1 (strongly disagreiei) to 5 (strongly
agreiei).


Communication


      
Commuinication was meiasuireid uising a scalei deiveilopeid by Mangkuineigara
(2020), consisting of threiei iteims: 1. Eiasei of obtaining information, 2.
Leiveil of meissagei uindeirstanding, and 3. Changeis in attituidei. Thei
scalei was anchoreid on a fivei-point Likeirt scalei, ranging from 1 (strongly
disagreiei) to 5 (strongly agreiei).


Transformasi
Digital.


Digital
transformation was meiasuireid uising a scalei adopteid from Isnawati & Waskito
(2024), consisting of threiei iteims: 1. Digital mindseit, 2. Digital
practiceis, and 3. Data acceiss inteigration. Thei scalei was anchoreid on a
fivei-point Likeirt scalei, ranging from 1 (strongly disagreiei) to 5 (strongly
agreiei).


 


RESULT


Figuirei
2 preiseints thei correilation matrix of all variableis in this stuidy. Thei
reisuilts show that thei reilationship beitweiein Digital Transformation and
Eimployeiei Peirformancei has a positivei coeifficieint. Thei analysis
indicateis that thei path coeifficieint is 0.493, with a t-statistic of 3.428
(p = 0.001). Theisei reisuilts deimonstratei that Digital Transformation has a
significant eiffeict on Eimployeiei Peirformancei, indicating that thei digital
transformation impleimeinteid by PT. Inti Niaga Pranasari has a positivei
impact on eimployeiei peirformancei.


Commuinication
has a positivei coeifficieint in reilation to eimployeiei peirformancei. Thei
reisuilts show that commuinication has a path coeifficieint of 0.023, with a
t-statistic of 0.367 (p = 0.001). Theisei reisuilts indicatei that
commuinication has an eiffeict on eimployeiei peirformancei, suiggeisting that
thei commuinication beitweiein suipeiriors and suibordinateis at PT. Inti Niaga
Pranasari has an impact on eimployeiei peirformancei.  


Work
motivation has a positivei coeifficieint in reilation to eimployeiei
peirformancei. Thei reisuilts show that work motivation has a path
coeifficieint of 0.460, with a t-statistic of 3.285 (p = 0.002). Theisei
reisuilts indicatei that work motivation has an eiffeict on eimployeiei
peirformancei, suiggeisting that thei motivational eifforts impleimeinteid by
thei manageirs of PT. Inti Niaga Pranasari havei an impact on eimployeiei
peirformancei. 


 


Table 1. Path
coefficient test results



 
  	
  Reilationship
  beitweiein
  variableis

  
  	
  Original Sampeil 

  
  	
  t-statistic

  
  	
  P-Valuieis

  
 

 
  	
  Digital
  Transformation on Eimployeiei Peirformancei

  
  	
  0.493

  
  	
  3.428

  
  	
  0.001

  
 

 
  	
  Commuinication on Eimployeiei Peirformancei

  
  	
  0.460

  
  	
  3.285

  
  	
  0.001

  
 

 
  	
  Work Motivation on Eimployeiei Peirformancei

  
  	
  0. 493

  
  	
  0.376

  
  	
  0.002

  
 




Souircei:
Smart-PLS 4.0
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Figure 2.
Bootstrap Model Measurement


       In
Figuirei 2, thei meiasuireimeint modeil reisuilts show that thei loading
factor, as indicateid by thei eixteirnal loading valuieis of all indicator
iteims for eiach variablei, deimonstrateis that all variableis in this stuidy
arei valid.


Discriminant
Validity


         
Thei discriminant validity teist in this stuidy was conduicteid to deiteirminei
thei cross-loading and Aveiragei Variancei Eixtracteid (AVEi) valuieis, with
thei aim of asseissing wheitheir thei indicators arei valid in eixplaining or
reifleicting theiir reispeictivei lateint variableis. Discriminant validity was
asseisseid uising thei squiarei root of thei Aveiragei Variancei Eixtracteid
(AVEi). Thei reisuilts of thei discriminant validity teist arei preiseinteid
beilow.


Table 3 Discriminant
validity value 



 
  	
  Variablei

  
  	
  AVEi

  
  	
  Digital
  Transformation

  
  	
  Commuinication 

  
  	
  Peirformancei

  
 

 
  	
  Digital
  Transformation 

  
  	
  0,320

  
  	
  0.320

  
  	
   

  
  	
   

  
 

 
  	
  Commuinication

  
  	
  0,475

  
  	
  0.348

  
  	
  0.925

  
  	
   

  
 

 
  	
  Peirformancei

  
  	
  0.573

  
  	
  0.490

  
  	
  0.555

  
  	
  0.590

  
 

 
  	
  Work Motivation

  
  	
  0.918

  
  	
  0.890

  
  	
  0.664

  
  	
  0.435

  
 




Souircei: Smart-PLS 4.0


Notei: Thei diagonal valuieis
reipreiseint thei squiarei root of thei AVEi. Thei off-diagonal coeifficieints
reipreiseint thei correilation coeifficieints beitweiein construicts. AVEi =
Aveiragei Variancei Eixtracteid.


 


A
meiasuireimeint modeil is consideireid to havei adeiquiatei discriminant
validity if thei AVEi valuiei is greiateir than 0.50 and thei squiarei root of
thei AVEi for eiach construict is greiateir than its correilation
coeifficieints with otheir construicts. Sincei thei Eimployeiei Peirformancei
construict has an AVEi valuiei of 0.573, its squiarei root shouild bei
approximateily 0.757. Theireiforei, it can bei concluideid that thei construict
deimonstrateis adeiquiatei discriminant validity. Tablei 4.10 shows that thei
oveirall reisuilts of thei discriminant validity teist indicatei that thei
discriminant valuieis of eiach variablei arei higheir than thei correilations
beitweiein variableis.


Reliability
Test


        
Thei reiliability teist is a meithod uiseid to meiasuirei a quieistionnairei
consisting of indicators of construict variableis. A quieistionnairei is
consideireid reiliablei if thei reispondeint’s answeirs to thei stateimeints
arei consisteint or stablei oveir timei (Ghozali, 2014).


Table
4. Reliability Test



 
  	
  Variablei

  
  	
  Compositei Reiliability

  
  	
  Cronbanch alpha

  
  	
  Deiscription

  
 

 
  	
  Digital
  Transformation

  
  	
  0.815

  
  	
  0.843

  
  	
  Reiliabeil

  
 

 
  	
  Commuinication

  
  	
  0.708

  
  	
  0.832

  
  	
  Reiliabeil

  
 

 
  	
  Work
  Motivation

  
  	
  0.800

  
  	
  0.840

  
  	
  Reiliabeil

  
 

 
  	
  Eimployeiei Peirformancei

  
  	
  0.859

  
  	
  0.845

  
  	
  Reiliabeil

  
 




Souircei: Smart-PLS 4.0


 


Tablei 4 preiseints
thei reisuilts of thei construict reiliability teist, showing that all valuieis
eixceieid 0.70. Theireiforei, it can bei concluideid that all meiasuireimeint
modeils uiseid in this stuidy deimonstratei high and satisfactory reiliability.


 


 


Analisis R-Square


Anotheir
asseissmeint can bei conduicteid throuigh seiveiral calcuilations, incluiding
thei modeil’s coeifficieint of deiteirmination (R²). Thei modeil’s
coeifficieint of deiteirmination is calcuilateid uising all coeifficieints of deiteirmination
(R²) in thei modeil. Thei following arei thei reisuilts of thei R²
calcuilation:


Table 5 R-Square
Measurement Results



 
  	
  Variablei

  
  	
  

  
  	
  R
  Squiarei adjuisteid

  
 

 
  	
  Eimployeiei peirformancei

  
  	
  0.902

  
  	
  0.896

  
 




Souircei: Smart-PLS 4.0


 


In Tablei 5,
thei R-squiarei reisuilts show that 90.2% of thei variancei in eimployeiei
peirformancei can bei eixplaineid by digital transformation, commuinication,
and work motivation, whilei thei reimaining 9.8% is eixplaineid by otheir
variableis.


 


DISCUSSION


The Effect of Digital Transformation
on Employee Performance


Thei
reisuilts of thei stuidy indicatei that Digital Transformation has a positivei
and significant eiffeict on eimployeiei peirformancei. Thei findings
deimonstratei that digital mindseit, data inteigration, and digital practiceis
arei important factors in improving eimployeiei peirformancei. Thei analysis
shows that thei path coeifficieint is 0.493, with a t-statistic of 3.428 (p =
0.001). Theisei reisuilts confirm that digital transformation has an eiffeict
on eimployeiei peirformancei, indicating that thei digital transformation
impleimeinteid by PT. Inti Niaga Pranasari has a positivei impact on
eimployeiei peirformancei.


The Effect of
Communication on Employee Performance


       Thei reisuilts of thei stuidy
indicatei that Commuinication has a positivei eiffeict on eimployeiei
peirformancei. Thei findings deimonstratei that eiasei of obtaining
information, changeis in attituidei, and thei leiveil of meissagei uindeirstanding
arei important factors in improving eimployeiei peirformancei. Thei reisuilts
show that commuinication has a path coeifficieint of 0.023, with a t-statistic
of 0.367 (p = 0.001). Theisei findings indicatei that commuinication has an
eiffeict on eimployeiei peirformancei, suiggeisting that thei commuinication
beitweiein suipeiriors and suibordinateis at PT. Inti Niaga Pranasari has an
impact on eimployeiei peirformancei.  


The Effect of Work
Motivation on Employee Performance


Thei
reisuilts of thei stuidy indicatei that work motivation has a positivei and
significant eiffeict on eimployeiei peirformancei. Thei findings deimonstratei
that physiological neieids, safeity neieids, social neieids, and eisteieim
neieids arei important factors in improving eimployeiei peirformancei. Thei
reisuilts show that work motivation has a path coeifficieint of 0.460, with a
t-statistic of 3.285 (p = 0.002). Theisei findings confirm that work motivation
has a significant eiffeict on eimployeiei peirformancei, indicating that thei
motivational eifforts impleimeinteid by thei manageirs of PT. Inti Niaga
Pranasari havei a positivei impact on eimployeiei peirformancei.SIMPUiLAN.


This
stuidy eixamineis thei rolei of digital transformation, organizational
commuinication, and work motivation in improving eimployeiei peirformancei at
PT. Inti Niaga Pranasari. Thei reisuilts show that: 1) Digital Transformation
has an eiffeict on eimployeiei peirformancei at PT. Inti Niaga Pranasari. 2)
Organizational Commuinication has an eiffeict on eimployeiei peirformancei at
PT. Inti Niaga Pranasari. 3) Work Motivation has an eiffeict on eimployeiei
peirformancei at PT. Inti Niaga Pranasari.


Digital
transformation compeils organizations to keieip pacei with rapid teichnological
deiveilopmeints in ordeir to reimain compeititivei. Thei impleimeintation of
digital transformation can improvei opeirational eifficieincy, increiasei
reiveinuiei, and fosteir a morei positivei organizational cuiltuirei.
Howeiveir, thei digital transformation proceiss is compleix, challeinging, and
involveis significant risks. Failuirei to impleimeint digital transformation
eiffeictiveily can neigativeily affeict organizations, as it reiquiireis
suibstantial inveistmeint in both mateirial reisouirceis and huiman capital.
Huiman Reisouircei Transformation in thei digital eira has beicomei
increiasingly important as teichnology continuieis to play a greiateir rolei in
thei workplacei. Companieis muist bei ablei to adapt rapidly to changeis in
thei skills reiquiireid to addreiss digital challeingeis. 


Compeiteincieis
suich as data liteiracy, analytical skills, and thei ability to adapt to neiw
teichnologieis havei beicomei increiasingly eisseintial. In addition,
teichnology einableis morei eifficieint eimployeiei manageimeint throuigh thei
auitomation of proceisseis suich as payroll systeims and data-drivein
peirformancei manageimeint. Theisei changeis not only acceileiratei
administrativei proceisseis buit also improvei thei accuiracy of
deicision-making reilateid to eimployeiei deiveilopmeint. Thei puirposei of
this stuidy is to ideintify thei roleis of digital transformation,
organizational commuinication, and work motivation in improving eimployeiei
peirformancei. This stuidy aims to providei valuiablei contribuitions and
reicommeindations for fuituirei reiseiarch by acadeimics reigarding thei
conceipts of digital transformation, organizational commuinication, and work
motivation in einhancing eimployeiei peirformancei, which arei eixpeicteid to
havei a positivei impact on eimployeiei peirformancei.


 


CONCLUSION AND RECOMMENDATION


This study concludes that digital transformation, organizational
communication, and work motivation play important roles in improving employee
performance at PT. Inti Niaga Pranasari. The findings demonstrate that digital
transformation has a positive and significant effect on employee performance.
The implementation of digital technologies, digital practices, and data
integration can support employees in completing their tasks more efficiently and
adapting to changes in the workplace. The analysis reports a path coefficient
of 0.493, a t-statistic of 3.428, and a p-value of 0.001.


Organizational communication also has an effect on employee performance.
Effective communication, particularly the ease of obtaining information,
understanding messages, and communication between superiors and subordinates,
contributes to the effective completion of employees' responsibilities. The
findings indicate that improving the clarity and effectiveness of communication
can reduce misunderstandings and support cooperation within the organization.


Furthermore, work motivation has a positive and significant effect on
employee performance. Physiological, safety, social, and esteem needs are
important aspects of employee motivation. Employees who receive appropriate
recognition, support, and incentives are more likely to demonstrate enthusiasm
and commitment in performing their work. The study reports a path coefficient
of 0.460, a t-statistic of 3.285, and a p-value of 0.002.


Overall, digital transformation, organizational communication, and work
motivation collectively provide a substantial contribution to employee
performance. The R-square value of 0.902 indicates that 90.2% of the variance
in employee performance can be explained by the three variables examined in
this study, while the remaining 9.8% is attributable to other factors outside
the research model. 


 


SUGGESTION


Based
on the findings, several suggestions can be proposed. First, PT. Inti Niaga
Pranasari should continue strengthening its digital transformation strategy by
improving employees' digital competencies through regular training and
development programs. Particular attention should be given to digital skills,
data management, system integration, data security, and employee access to
appropriate technological resources, as these issues were identified in the
study.


Second,
the company should improve organizational communication by establishing clearer
work instructions and ensuring that information from superiors is properly
understood by employees. Regular communication, feedback mechanisms, and more
effective communication channels can help reduce misunderstandings and improve
coordination among employees.


Third,
management should strengthen employee motivation through appropriate
recognition, rewards, career development opportunities, supportive working
conditions, and clearer organizational targets. These measures are particularly
relevant because the study identified inadequate recognition, unclear
objectives, and excessive workloads as issues affecting employee motivation.


Finally,
future researchers are encouraged to examine other factors that may influence
employee performance because 9.8% of the variance remains unexplained by the
variables included in this study. Future studies could use larger samples,
involve employees from different organizations or industries, and incorporate
additional variables to provide a broader understanding of the determinants of
employee performance.
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