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ABSTRACT

In the rapidly developing electrical construction industry, the success of organizations is directly linked to the performance of their
business partners. This study focuses on Indonesia's state-owned electrical enterprises, where a notable decline in Key Performance
Indicators (KPIs) has raised concerns, hypothesizing that deficiencies in contractor performance are a major barrier to timely
completion of electrical construction projects. At the core of this issue is the role of human resources, identified as a pivotal factor in
contractor performance that directly impacts the project completion. The aim of the research is to elucidate the complex dynamics
between motivator and hygiene factors, which are fundamental to Herzberg's dual factor theory, and their impact on the performance
of the contractor's employees. Using Structural Equation Modeling (SEM), the study analyzes data from questionnaires distributed to
250 industry professionals. The analysis provides key insights into how these factors significantly influence job satisfaction and
ultimately employee performance. These insights play a critical role in strategically planning contractor management practices. By
emphasizing the need to understand the key factors driving employee satisfaction and performance, the study lays a solid foundation
for designing effective employment contracts and management strategies. The practical implications of this research are significant,
offering a pathway for contractors to enhance employee satisfaction and performance. This ultimately leads to the delivery of high-
quality electrical infrastructure projects efficiently and promptly, underlining the study's relevance and importance in the contemporary
industrial landscape.

Keywords: contractor performance, job satisfaction, Herzberg theory, electrical construction project, SEM

INTRODUCTION

Electrical construction project is a cornerstone of modern infrastructure development which play a pivotal role in
shaping the landscapes of cities and countries. Integral to these projects is the construction management which not
only aims to improves investment efficiency but also has a significant impact on social and environmental benefits
[1]. The importance of these projects extends to various scales, from mid-and small-scale electrical works to extensive
power transmission lines, each requiring advanced quality control and specialized attention [2]. In addition, the
incorporation of intelligent technology and automation in building electrical construction project is advancing the
field, highlighting a global shift towards more efficient, technologically integrated construction practices [3]. These
advancements, coupled with the challenges of managing costs and implementing effective site management [4],
underscore the complexity and significance of electrical construction projects in contemporary infrastructure
development.

Indonesia has been at the forefront of enhancing its electricity infrastructure, achieving a remarkable power reserve
capacity that frequently exceeds the 30 percent mark. This robust reserve is a direct manifestation of the country's
continuous investment in and dedication to infrastructure development [5]. The year 2022 was characterized by an
audacious target of adding 5,988.6 megawatts (MW) to the nation's generating capacity. The achievement of 5,338.1
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MW, accounting for 89.14% of the intended goal, is a testament to the country's efforts. This accomplishment has
significantly contributed to elevating the total installed capacity of Indonesia's power plants to an estimated 79.7
gigawatts (GW) [6]. The expansive distribution of power plants, substations, and transmission lines across the
Indonesian archipelago is indicative of a strategic and broad-based approach to national electricity development.
Indonesia's State-Owned Electricity Enterprise (SOEE), or PT Perusahaan Listrik Negara (PT.PLN) - in Indonesian,
holds a strategic position in the country's electrical construction sector, playing a pivotal role in both the domestic
market and global industry. The strategic importance of the enterprise extends beyond their operational roles, as
they also contribute to the development of infrastructure and technology that support the wider goals of Indonesia's
energy sector. The SOEE are not only central to the nation's economic growth but also to its position as a significant
player in the global energy market.

The scale and complexity of large-scale electrical construction projects managed by the SOEE have necessitated a
significant involvement of contractors, engineers, and consultants. Managing these projects involves navigating
complex contracts, employment relationships, limited control, and the need for effective coordination among various
stakeholders [7]. The performance of these diverse stakeholders is closely intertwined with the overall success and
efficiency of the projects, where effective collaboration and management are essential. Therefore, managing these
large-scale electrical construction projects requires a holistic approach that addresses these varied and complex
challenges.

Crucial to the success of organizations within the electrical construction project is the performance of the project
contractors. The critical relationship between organizational success and the performance of project contractors is
evident through various research studies. Contractor performance significantly impacts project timelines, cost-
efficiency, and adherence to safety and quality standards. Studies have shown that factors such as contractor financial
efficiency, political and economic stability, project manager competence, and clarity of contract documents are
crucial for the success of large-scale electrical construction projects [8]. Furthermore, contractor performance is
closely related to the satisfactory completion of projects in terms of time, cost, and quality [9]. These partnerships
between clients (the project owner) and contractors are not merely transactional but deeply integrated, where the
efficiency, reliability, and quality of work provided by contractors directly influence the overall success of projects.
In the context of Indonesia, however, the SOEE often encounter significant challenges in managing contractor
performance for the successful completion of electrical construction projects. A key issue is the limited knowledge
and decision-making processes of contractors, leading to costly losses [10]. These challenges highlight the need for
strategic improvements in contractor management to enhance the overall performance and efficiency of Indonesia's
electrical construction projects managed by the SOEE.

Essential attribute to these challenges lies in the broad array of resources encompassed, including but not limited to,
capital investment, human resources, technological advancement of equipment, innovative work methods, high-
quality materials, and timely information [11]-[13]. The human resource, however, stands out as the linchpin in this
development, with workers' professionalism, discipline, loyalty, motivation, and competence being pivotal to the
realization of the nation's corporate and infrastructural ambitions [14]-[16]. The emphasis on these attributes
underscores their critical importance, as these human factors are not just beneficial but fundamental to the successful
and timely completion of Indonesia’s construction projects.

The performance of contractor employees, in particular, is a crucial in the successful completion of construction
projects. In the South African construction industry, improving employee performance is essential for delivering
completed projects on schedule, emphasizing the direct impact of workforce efficiency on project timelines [17].
This is echoed globally, as contractor performance closely relates to the satisfactory completion of construction
projects in terms of time, cost, and quality [18]. Furthermore, performance appraisal of contractors is recognized as
essential for improvement and ultimate success in construction projects [19]. The commitment of contractors to
contract agreements significantly influences project performance, contributing to improved overall performance,
client satisfaction, and labor productivity [20]. In essence, the performance of contractor employees plays a pivotal
role in determining the success of construction projects, highlighting the importance of skilled, committed, and
well-managed construction labor forces.
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Nusa Tenggara Main Development Unit (Unit Induk Pembangunan Nusa Tenggara, UIP NUSRA - in Indonesian),
as one of organizational units of the SOEE, oversees the construction of electricity generators and networks in the
Nusa Tenggara region. Their primary focus is on ensuring the effective and efficient development of power plants
and networks construction, with a key emphasis on cost, quality, and time management. As a leading provider of
electricity in Indonesia, the SOEE is committed to delivering exceptional service, which hinges on the expertise and
dedication of its human resources. The successful and efficient completion of electricity construction projects by the
organization significantly depends on employee performance, ultimately enabling the SOEE to deliver high-quality
services to the community. Emphasizing employee performance is crucial for fostering discipline and commitment
among employees, aligning them with the goals, vision, and mission of UIP NUSRA [21].

In the operational domain of the UIP NUSRA, ongoing electricity projects are primarily concentrated in the regions
of West Nusa Tenggara Province and East Nusa Tenggara Province, encompassing the construction of 2 generators,
4 substations, and 3 transmission lines. Evaluating the Key Performance Indicators (KPIs) of the UIP NUSRA over
the past three years reveals a notable decline in performance achievement by mid-2022. Specifically, performance
indicators for power plant construction reached 77.12% in 2019, surged to 88.75% in 2020, achieved 100% in 2021,
but experienced a significant drop to only 29% of the 75% target by mid-2022 [22]. However, construction targets
for substations and transmission lines have consistently met or exceeded expectations, reaching 100% by mid-2022.
The projected failure to meet KPI targets for power plant construction in the upcoming year is anticipated, with
indications pointing to incomplete construction due to underperforming Partners/Contractors [23],[24]. The root
cause of this underperformance lies in various factors related to human resources that require a thorough
understanding [25]. These issues raise questions about the balance between extrinsic factors (Hygiene Factors) and
intrinsic factors (Motivator Factors) influencing job satisfaction and worker performance in completing electricity
generation construction projects. Specifically, are the human resources, particularly the contractors, lacking in both
extrinsic and intrinsic motivation factors, leading to a lack of accountability in completing the construction of
electricity generators?

Numerous studies have explored how motivator and hygiene factors impact customer satisfaction and employee
performance, aiming to expedite the completion of electricity construction projects [26]-[30]. For example,
Mardanov [26] investigated how the organizational environment and intrinsic and extrinsic motivation factors
correlate with various latent variables, ultimately influencing employee satisfaction. This satisfaction, in turn,
significantly boosts job performance, satisfaction, and retention intention. Notably, job satisfaction has a more
pronounced effect on retention intention compared to overall employee satisfaction. Motivation plays a pivotal role
in sustaining or enhancing current employee productivity while also preparing them for organizational transitions
[27],[29]. Additionally, both hygiene and motivator factors significantly influence the level of job satisfaction among
contractor employees [28],[30].

However, previous research in the construction sector primarily focused on ranking factors influencing work
productivity without thoroughly examining their interrelationships. Besides, some studies only measured the
influence of hygiene factors on job satisfaction, along with the impact of training and motivation on employee
performance. Given the complexity of selecting an electricity contractor, there is a pressing need for the SOEE to
address this multifaceted challenge. Therefore, this research aims to fill this gap by studying the variables (hygiene
and motivator factors) that influence employee satisfaction and performance, thereby accelerating the completion
of electricity construction projects. By identifying the variables that significantly affect employee satisfaction and
performance, this study aims to provide valuable insights for strategic management planning among contractors
tasked with electricity project construction. These insights can inform decision-making processes, facilitating the
selection of contractors and expediting project development.

METHODS

In numerous studies, job satisfaction is significantly influenced by hygiene and motivator factors [31]-[33]. However,
several factors substantially impact job satisfaction as an intervening variable in employee performance [34]-[36].
Figure 1 presents the proposed model of this study. The Structural Equation Modeling (SEM) approach, which
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Figure 1. Proposed Model of the Influence of Each Variable for the Acceleration of Electricity Construction
Development

integrates factor analysis and simultaneous equation modeling statistical techniques, is employed to identify the
determinants of employee performance and job satisfaction. SEM is utilized to assess the strength of the relationships
among the model's variables. Furthermore, SEM elucidates the effects of one variable on another, either directly or
through an intermediary variable (referred to as an intervening or mediating variable) positioned between the two
variables [37],[38].

This research is grounded in Herzberg's theory of motivation, which categorizes human needs and their fulfillment
into two groups: hygiene factors and motivators. Hygiene factors pertain to the fundamental requirements of
employees, encompassing extrinsic elements that contribute to physical well-being. In contrast, motivators are
intrinsic factors essential for psychological growth, such as the sense of accomplishment derived from completing
tasks and receiving personal recognition directly related to work performance [39]. Herzberg's theory serves as a
crucial framework for understanding job satisfaction and employee performance, particularly in the context of
electricity generation construction. By addressing both hygiene factors and motivators, this theory can help ensure
that workers are motivated and responsible in completing their tasks, thereby enhancing overall performance and job
satisfaction in the construction of power plants. Job satisfaction refers to an employee's emotional response to their
job, encompassing feelings of happiness or unhappiness, and overall satisfaction or dissatisfaction at work. Employee
performance, on the other hand, is defined as the measurable output an individual produces when completing
assigned tasks, influenced by factors such as time management, dedication, experience, and skills [40]. This study
aims to identify critical factors that enhance job satisfaction and, in turn, improve employee performance by
examining the interrelationships among these aspects.

The model was tested using a Likert scale questionnaire administered to a sample of 250 respondents. Respondents
were selected through purposive sampling, based on the researcher’s judgment of which samples were most
appropriate, useful, and representative of a population of electricity contractors collaborating with PLN UIP Nusa
Tenggara. The estimation method employed was Maximum Likelihood (ML), which identifies parameter values that
most likely produce the highest covariance or correlation of the existing data. Data analysis was conducted using
AMOS 23.0 software, following the procedures outlined in the AMOS 23.0 User's Guide. The ML estimation method
is advantageous due to its conceptual simplicity and the possibility of proceeding with a numerical approach to obtain
parameter estimates if explicit results are achieved. The indicators used to measure job satisfaction and worker
performance are detailed in Table 1.

The hypotheses for this research are designed to explore the relationships between job satisfaction and worker
performance, as well as the influence of various factors on these variables. Specifically, the hypotheses aim to test the
direct impact of hygiene and motivator factors on job satisfaction, and subsequently, the effect of job satisfaction on
employee performance. These hypotheses are formulated to provide a comprehensive understanding of the dynamics
at play and to identify key determinants that enhance job satisfaction and performance among electricity contractors
working with PLN UIP Nusa Tenggara. The detailed hypotheses are presented in Table 2.
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Table 1. Indicators List of The Proposed Research

Construct Indicators Label

1. Hygiene Factors 1. Company regulations and procedures HF1
2. Interactions with coworkers HEF2
3. Relationship with boss HF3
4. Wage/salary HF4
5. K3 HF5
6. Supervision HEF6

2. Motivator Factors 1. The job itself MF1
2. Achievements MEF2
3. Opportunity to move forward MF3
4. Recognition of others MF4
5. Responsibility MF5

3.Job Satisfaction 1. Achievement of work performance JS1
2. Feel comfortable interacting with co-workers JS2
3. Get compliments on work completed JS3
4. Feel comfortable with the way the boss handles complaints from ]S4

subordinates

5. Have the opportunity to be independent in completing work JS5

4. Employee Performance 1. Work Quality EP1
2. Work Quantity EP2
3. Employee work attitude EP3
4. Work responsibilities EP4

Table 2. Research Hypothesis

Hypothesis Description

H1 Hygiene factors (extrinsic factors) have a positive effect on job satisfaction

H2 Motivator factors (Intrinsic Factors) have a positive effect on job satisfaction

H3 Hygiene factors (extrinsic factors) have a positive effect on employee performance

H4 Motivator Factors (Intrinsic Factors) have a positive effect on employee performance

H5 Job satisfaction has a positive effect on employee performance

RESULT AND DISCUSSION

This study seeks to empirically investigate the hypothesis positing that the adverse impacts stemming from
inadequate hygiene and motivator factors on contractor employees' performance in executing electrical construction
projects can be elucidated by their influence on job satisfaction. More precisely, this research endeavors to apply
Herzberg's two-factor theory within the context of contractors overseeing electrical construction endeavors.

In this section, we delve into a comprehensive examination of the model, traversing through multiple stages of
evaluation. Initially, we depict the intricate relationships between variables and indicators through the construction
of path diagrams within the framework of Structural Equation Modeling (SEM). This visual representation serves as
a fundamental tool for conceptualizing the complex interplay between various constructs. Subsequently, we explore
the critical phase of analyzing indicator validity. This process entails scrutinizing each indicator to ensure its
appropriateness and effectiveness in capturing the underlying constructs accurately. Rigorous assessment of validity
is indispensable for safeguarding the integrity and reliability of the ensuing analysis. Finally, the culmination of this
methodological journey lies in hypothesis testing. Herein, we systematically evaluate the proposed hypotheses
against empirical data, seeking to corroborate or refute the hypothesized relationships elucidated by Herzberg's

DOI: 10.25077/josi.v23.n1.p15-28.2024 Saputri and Nasrulloh 19


https://doi.org/10.25077/josi.v23.n1.p15-28.2024

SAPUTRI AND NASRULLOH / JURNAL OPTIMASI SISTEM INDUSTRI, VOL. 23 NO. 1 (2024) 15-28

@

28

HygieneFactors

©

@®

eJeleleleloN

04

@

1,00

| 1
33 . JobSatisfaction EmployeesPerformance 91
- 3

®OEO,

49,
0 Goodness of Fit
g Chi-Square=932,328
€10 , Probability=,000
,92 1 o GFI=,689
@ - : MotivatorFactors AGFI=,601
782 150 RMSEA=,137
@ 1 00 TLI=\tlo
e NFI=,604
e 1 PCFI=,557
PNFI=,521

Figure 2. Path diagram of the SEM model

theory. Through this rigorous analytical framework, we aim to contribute to a deeper understanding of the intricate
dynamics governing job satisfaction and employee performance within the realm of electrical construction
contracting.

Path Diagram

The initial step in the analysis involves constructing a path diagram that visually represents the relationships between
variables and their corresponding indicators, as shown in Figure 2. This diagram is essential for conceptualizing the
model structure and serves as the foundation for subsequent data analysis. Utilizing AMOS software for data
processing, the preliminary results from the initial model indicated the necessity for refinements to achieve a P value
greater than 0.05, signifying an acceptable model fit. Model improvement was attempted by addressing high error
values through appropriate adjustments and connections. Despite these efforts, the subsequent data revealed that
the Probability value remained at 0.000, which is still below the critical threshold of 0.05 required for model fit. This
persistent issue indicated that the model was not yet adequately fitting the data. As a result, the model was deemed
unfit, necessitating further evaluation. The next steps involved conducting validity tests on each model indicator to
determine their suitability and contribution to the model. This process was essential for identifying and addressing
any indicators that failed to meet the validity criteria, thereby ensuring that the final model would be both robust
and reliable.

Validity and Reliability Test

After The loading factor values are essential for assessing the validity of the indicators in the model. These values,
obtainable from the standardized regression weights in the AMOS output, indicate how well each indicator
contributes to the respective latent variables. According to established criteria, an indicator is deemed valid if its
loading factor exceeds 0.5 [41]. In the current analysis, the AMOS results revealed that several indicators—namely
HF5, HF3, HF2, MF4, MF3, ]JS1, JS2, and EP4—exhibited loading factor values below the 0.5 threshold, thus failing
the validity test. As a result, these indicators do not adequately measure their respective constructs and should be
excluded from the model. The necessity to re-estimate the model by removing these invalid indicators is paramount
to enhance the overall model fit and ensure the reliability and validity of the results. This process aims to refine the
model, ensuring that only robust indicators with significant contributions are retained, thereby improving the
accuracy and interpretability of the study's findings.

20 Saputri and Nasrulloh DOI:10.25077/josi.v23.n1.p15-28.2024


https://doi.org/10.25077/josi.v23.n1.p15-28.2024

SAPUTRI AND NASRULLOH / JURNAL OPTIMASI SISTEM INDUSTRI, VOL. 23 NO. 1 (2024) 15-28

. HygieneFactors

JobSatisfaction EmployeesPerformance

Goodness of Fit
Chi-Square=212,455
Probability=,000
GFI=,783
| MotivatorFactors AGFI=,648
RMSEA=,166
TLI=\tlo
NFI=,845
PCFI=,636
PNFI=,615

Figure 3. Indicators that passed the validity

To enhance the model, necessary adjustments were implemented, and the refined models are depicted in Figure 3.
Concurrently, the results of the validity tests are detailed in Table 3. Within the Structural Equation Modeling (SEM)
framework, reflective indicators are expected to exhibit robust associations with their respective latent variables. The
reduction of indicators should not compromise the significance of the latent variables, as all indicators should
maintain strong correlations. A crucial benchmark is the outer loading value, where an indicator is deemed to
contribute substantially to constructing the latent variable if its loading value surpasses 0.5 [42]. Following the re-
estimation process, the results presented in Table 4 indicate that the loading values of the indicators exceed the 0.5
threshold. This validates all indicators and permits the continuation of the model evaluation process. These findings
affirm the reliability and appropriateness of the refined model, ensuring the integrity of subsequent analyses.

In order to ascertain the instrument's precision, consistency, and accuracy in measuring constructs, a rigorous
reliability assessment was conducted. Reliability, in essence, delineates the extent of consistency and stability
inherent in a measuring instrument's performance over repeated administrations. It serves as a crucial metric
to gauge the internal consistency of the indicators comprising a construct, thereby elucidating the extent to

Table 3. Model Validity Test

Construct (Latent Variable) Indicators Loading Factor Decision
Hygiene Factors HF6 0.539 Valid
HF4 0.629 Valid
HF1 0.571 Valid
Motivator Factors MF5 0.702 Valid
MEF2 0.765 Valid
MF1 0.555 Valid
Job Satisfaction JS5 0.768 Valid
]S4 0.803 Valid
JS3 0.565 Valid
Employee Performance EP1 0.773 Valid
EP2 0.794 Valid
EP3 0.722 Valid

DOI: 10.25077/josi.v23.n1.p15-28.2024 Saputri and Nasrulloh 21


https://doi.org/10.25077/josi.v23.n1.p15-28.2024

SAPUTRI AND NASRULLOH / JURNAL OPTIMASI SISTEM INDUSTRI, VOL. 23 NO. 1 (2024) 15-28

Table 4. Result of Construct Reliability

Construct Indicators 2 1) CR Decision
Hygiene Factors HF6 0.539 0.575 0.68155 Acceptable
HF4 0.629 0.397
HF1 0.571 0.441
Motivator Factors MF5 0.702 0.498 0.76157 Acceptable
MEF2 0.765 0.288
MF1 0.555 0.494
Job Satisfaction JS5 0.768 0.295 0.81934 Acceptable
]S4 0.803 0.285
]S3 0.565 0.426
Employee Performance EP1 0.773 0.285 0.85229 Acceptable
EP2 0.794 0.300
EP3 0.722 0.323

which each indicator aptly reflects the underlying construct. A widely acknowledged criterion for evaluating
construct reliability (CR) posits that a CR value exceeding 0.7 is imperative for confirmatory studies, indicative of
robust reliability, while values ranging between 0.6 and 0.7 are deemed acceptable for exploratory research [43].
These benchmarks provide researchers with invaluable guidance in interpreting the reliability coefticients, thereby
informing the reliability assessment process. By employing specific formulas tailored to the measurement context,
researchers calculated the CR values, thus quantifying the reliability of the instrument. Subsequent examination of
the CR values revealed that the motivator factor, job satisfaction, and employee performance variables surpassed the
threshold of 0.70, indicating strong reliability. Furthermore, the hygiene factor variable exhibited a CR value
exceeding 0.60, which is deemed acceptable for research purposes. This comprehensive assessment underscores the
suitability of all variables for inclusion in the model, bolstering the methodological robustness and validity of the
study.

Direct, Indirect, and Total Effect

In this study, Structural Equation Modeling (SEM) emerged as the methodological cornerstone, providing a robust
analytical framework to untangle the intricate network of relationships among the variables comprising the model.
This advanced statistical technique allowed for a nuanced examination of the direct, indirect, and total effects
shaping the interplay between the latent variables under scrutiny. Direct effects, denoted by arrows connecting latent
variables, signify the immediate impact one variable exerts on another within the model. These direct pathways offer
invaluable insights into the primary drivers of influence within the conceptual framework. Conversely, indirect
effects elucidate the more subtle, cascading pathways through which variables indirectly influence each other via one
or more intermediary latent variables. These indirect pathways unveil the complex interdependencies and ripple
effects inherent in the model structure, providing a deeper understanding of the underlying mechanisms at play.

The combination of direct and indirect effects culminates in the total effect, encapsulating the overall
relationship between the latent variables. This holistic perspective offers a comprehensive lens through which
to assess the broader implications of the model's constructs on each other. The result presented in Table 5
synthesizes the magnitudes of influence exerted by each latent variable, both directly and indirectly, as well as
the total effect. Notably, the data elucidate significant direct influences of the motivator and hygiene factor
variables on job satisfaction, highlighting their pivotal roles in shaping employee perceptions. Furthermore, the
profound direct effect of job satisfaction on employee satisfaction underscores its central importance as a
determinant of overall employee well-being and engagement. Interestingly, the nuanced findings also reveal
differential indirect effects of the hygiene and motivator factors on employee performance. While both factors

exert indirect influence, the hygiene factor demonstrates a more pronounced impact on employee performance
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Table 5. Results of Direct, Indirect, and Total Effects

Effects Between Variables Direct Effects  Indirect Effects  Total Effects
Motivator Factor > Job Satisfaction 0.337 - 0.337
Hygiene Factor - Job Satisfaction 0.538 - 0.538
Motivator Factor » Employee Performance 0.368 0.304 0.672
Hygiene Factor > Employee Performance -0.337 0.484 0.147
Job Satisfaction > Employee Performance 0.900 - 0.900

compared to the motivator factor. This nuanced observation underscores the multifaceted nature of employee
motivation and satisfaction dynamics within the organizational context. Through this comprehensive analysis, we
gain invaluable insights into the complex mechanisms driving employee satisfaction and performance, laying the
groundwork for informed decision-making and strategic interventions aimed at enhancing organizational
effectiveness and employee well-being.

Hypothesis test

The hypotheses underwent rigorous testing to ascertain the potential positive impact of the hygiene factor, motivator
factor, hygiene factor on employee performance, motivator factor on employee performance, and the job satisfaction
variable on employee performance on job satisfaction. Utilizing the sophisticated analytical capabilities of AMOS,
hypothesis testing was conducted to scrutinize these relationships. The findings of this empirical examination are
detailed in Table 6. The critical ratio (C.R.) values presented in Table 6 were computed by dividing the estimated
values by the standard error (S.E.). A higher C.R. value signifies greater significance. Furthermore, accompanying
each C.R. value is a p-value, which indicates the statistical significance of the estimate. Notably, a p-value less than
0.05 is conventionally deemed significant, suggesting that the observed effect is unlikely to have occurred by chance.
Conversely, a p-value above 0.05 suggests no statistically significant difference, indicating that the data analyzed may
not sufficiently support the proposed model. These statistical metrics serve as vital indicators of the robustness and
validity of the hypothesized relationships within the model.

The empirical analysis substantiates the pivotal role of hygiene factors in shaping job satisfaction dynamics, thereby
affirming the acceptance of Hypothesis 1 (H1). It elucidates that in organizational contexts, the fulfilment of basic
hygiene conditions mitigates employee discontentment. This underscores the notion that once these fundamental
needs are met, additional motivators may not be as critical in fostering satisfaction among employees. Delving deeper
into the specific indicators of hygiene factors influencing job satisfaction, the study highlights the importance of
factors such as effective supervision, equitable salary structures, and adherence to company policies and regulations.
These facets resonate with established literature, which underscores the significance of comprehensive hygiene
factors, including equitable pay systems, competent management practices, conducive corporate cultures, and
conducive work-life balance initiatives, in nurturing employees' sense of contentment [25]. Moreover, the study's
findings align with broader scholarly discourse, which acknowledges the multifaceted nature of hygiene factors'
impact on job satisfaction. This encompasses various dimensions such as job security, efficient policy administration,
harmonious interpersonal relationships, conducive working conditions, effective technical supervision, recognition
of employee status, fair remuneration, and fostering workplace cohesion [44]. By corroborating these established
findings, the study not only enriches our understanding of organizational behaviour but also provides practical

Table 6. Hypothesis test

Hypothesis Variable Estimate S.E. CR. P Label

H1 Hygiene Factors - Job Satisfaction 0.441 0.237 1.861 0.063 Significant

H2 Motivator Factors -> Job Satisfaction 0.393 0.349 1.127 0.260 Not significant
H3 Hygiene Factors > Employee Performance -0.301 0.227 -1.328 0.184 Not significant
H4 Motivator Factors > Employee Performance  0.469 0.329 1423 0.155 Not significant
H5 Job Satisfaction > Employee Performance 0.983 0.276  3.560 *** Significant
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insights for organizational leaders and HR practitioners. It underscores the importance of prioritizing hygiene
factors alongside motivators to cultivate a conducive work environment that fosters employee satisfaction and well-
being. This nuanced understanding can inform strategic HR interventions aimed at enhancing organizational
effectiveness and fostering a positive organizational culture.

The analysis yielded compelling insights regarding the motivator factor's impact on job satisfaction, leading to the
rejection of Hypothesis 2 (H2). Contrary to expectations, the motivator factor demonstrated no statistically
significant effect on job satisfaction within the context of this study. This underscores the complex interplay between
intrinsic motivators and employee satisfaction. Traditionally, the motivator factor encompasses intrinsic conditions
that, when present, engender a heightened sense of motivation among workers, thereby enhancing job performance.
Conversely, the absence of these conditions may result in diminished job satisfaction. The rejection of H2
underscores the imperative to bolster factors such as responsibility, job performance, and the intrinsic nature of the
work itself to augment job satisfaction levels.

This nuanced understanding suggests that while high hygiene factors may mitigate certain grievances, the absence
of significant motivator factors may lead to a sense of disengagement among employees. In such instances, employees
may view their roles merely as a means of earning a salary, rather than deriving intrinsic fulfilment from their work.
This finding underscores the importance of addressing both hygiene and motivator factors to cultivate a work
environment conducive to employee satisfaction and engagement. It highlights the need for organizational leaders
and managers to foster a culture that not only addresses basic hygiene needs but also cultivates intrinsic motivators
to nurture a sense of purpose and fulfilment among employees. Through strategic interventions aimed at enhancing
both hygiene and motivator factors, organizations can foster a more enriching and fulfilling work experience for
their employees.

Moreover, the analysis unveiled that neither the hygiene factor nor the motivator factor exhibited a statistically
significant effect on employee performance, leading to the rejection of Hypotheses 3 and 4 (H3 and H4). Conversely,
the findings revealed a noteworthy positive association between job satisfaction and employee performance, thus
validating Hypothesis 5 (H5). This underscores the intrinsic link between job satisfaction and employee
performance, wherein a conducive work environment that fosters job satisfaction can have a tangible impact on the
quality, quantity, and overall attitude towards work among contractors. Specifically, when a job affords contractors
autonomy in task completion, mechanisms for addressing grievances, and recognition for accomplishments, it is
likely to enhance job satisfaction, consequently bolstering contractor performance.

This finding resonates with prior research, which has underscored the reciprocal relationship between job
satisfaction and employee performance [42]. Notably, job satisfaction parameters encompass a range of factors,
including promotions, salary and wages, rewards, growth opportunities, and safe working conditions. Similarly,
employee performance parameters encompass the quantity of work, employee proficiency, resilience under pressure,
time management skills, and planning aptitude. By leveraging the insights gleaned from this research, organizations
such as PLN UIP Nusa Tenggara can proactively identify strategies to enhance both job satisfaction and performance
among their work partners involved in electricity projects. By prioritizing factors that foster job satisfaction and
performance, companies can mitigate the risk of declining Key Performance Indicators (KPIs) and ensure the
sustained success of their projects. This underscores the importance of a holistic approach to human resource
management, wherein attention to both job satisfaction and performance optimization is paramount for
organizational success.

CONCLUSION

In conclusion, the findings of this study provide compelling evidence that the hygiene factor significantly influences
both job satisfaction and employee performance among contractors in electricity construction projects. Key
parameters associated with the hygiene factor, such as supervision, salary, and adherence to company policies,
emerged as crucial drivers of job satisfaction among contractors. Consequently, when contractors experience a work
environment that allows them autonomy in completing tasks, fosters effective complaint handling by superiors, and
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acknowledges their achievements, it positively impacts their performance. This suggests that enhancing job
satisfaction leads to tangible improvements in work quality, quantity, and overall attitude, thereby expediting project
development. While the study focused on a specific region, future research could extend nationwide, providing
insights for organizational development and project management on a larger scale. Recommendations include
investing in partners' skills through training and recognition schemes, refining supervision techniques, and revisiting
working hour allocation. Employing engaging communication mediums can enhance rule socialization efforts,
fostering a culture of continuous improvement and professional development within the workforce. Broadening the
scope of research to encompass contractors nationwide can lead to a more comprehensive understanding of the
factors influencing job satisfaction and performance, thereby informing robust strategies for organizational
development and project management on a national scale.
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