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Abstract. This research explores the influence of the physical and non-physical work environment on job satisfaction with work 

motivation as a mediating variable at Bank BRI Dago Bandung Branch. The aim of the research is to identify the extent to which the 

work environment influences work motivation and job satisfaction and the role of work motivation in this relationship. The method 

used is path analysis by collecting data through questionnaires distributed to employees. The research results show that the physical and 

non-physical work environment has a significant influence on work motivation but does not have a direct impact on job satisfaction. 

Work motivation is proven to be a significant mediating variable in the relationship between both types of work environment and job 

satisfaction. In conclusion, although the physical and non-physical work environments do not directly influence job satisfaction, they 

both increase job satisfaction through increasing work motivation. 
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I. INTRODUCTION 

The development of aspects of world life is 

accelerating and unstoppable along with the progress of 

sophisticated developments from year to year. The entry of a 

modern era of globalization that is developing rapidly 

following the development of an increasingly global era. 

Human resources are one of the most important factors in the 

organization, because the quality of the organization itself is 

highly dependent on the quality of human resources as 

employees and service actors in an organization. The 

employees have an important role in the progress of its 

operations. Efficient human resources are very important for 

the welfare of the company, especially in dealing with 

situations that are always changing and developing, the 

company also has goals that must be carried out by managers 

to encourage and motivate employees to work in accordance 

with what the organization wants. Employees are the 

company's assets. An asset is something very valuable that 

must be managed properly by the company in order to make 

an optimal contribution. One of the main concerns of the 

company is employee job satisfaction, because employees 

who in their work do not feel comfortable, are less valued, 

cannot develop all the potential they have, automatically these 

employees cannot focus and concentrate fully on their work. 

Job satisfaction is a very personal thing which means that only 

the person concerned can feel it and it is not always the same 

between one person and another. Job satisfaction is an 

important element in human resources and organizational 

behavior. Job satisfaction impacts evaluations of labor 

turnover, morale, grievances and other personal issues 

(Handoko, 2000). When an individual is employed in an 

organization, agency or company the work they accomplish 

directly impacts the productivity of the organization as a 

whole. According to Locke, job satisfaction is a positive and 

pleasant emotion resulting from one's job or job experience 

(Locke, 1976: Judge and Klinger). Satisfaction occurs when 

an individual's needs are met and is related to the employee's 

degree of liking and disliking (Robins, 1999).  

As a preliminary study, researchers conducted 

interviews with several BRI Bank employees who revealed 

that employees look tired at the end of each month due to the 

benchmark for calculating the bank's profit and loss which is 

measured every month at EOM (End of Month). Especially 

the sales division or what is called Lending. Bank marketing 

is in charge of marketing by looking for customers starting 

from marketing strategies, product promotion, and sales. A 

marketing employee is in charge of offering and providing 

services to customers. Account Officers are not only in charge 

of selling bank products, but also taking care of the customers 

they disburse to pay loan installments before closing the book. 

They have targets that must be maintained in order to be 

profitable for the bank. Account Officers also analyze and 

check the financial strength of prospective borrowers. They 

are responsible for the results of the loan disbursement; 

untimely installment payments will have a bad impact on the 

bank. Employees feel less satisfied with the feedback given 

by superiors to employees in carrying out their work, 

employees feel less rewarded in carrying out the work 

assigned to them. The form of rewards and wages given to 

employees is still inadequate. Often the superiors are only 
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focused on the company's goals in order to achieve the given 

company targets.  

In addition to job satisfaction, companies must also 

pay attention to how to maintain and manage employee 

motivation at work so that it is always high and focused on 

company goals. Employees need strong motivation to foster a 

sense of enthusiasm and dedication to the work they do. Every 

employee has different work motivation in their own person 

because they want to achieve a certain goal depending on the 

motivation of each employee. The work motivation factor is 

also no less important in improving employee performance. 

Work motivation can be a driving force for someone to carry 

out an activity in order to get the best results. In an effort to 

improve employee performance and achievement, employees 

need to have work motivation that encourages employees to 

do their work optimally. Motivation according to Luthans 

(2006) is a process as a first step for someone to act due to 

physical and psychological deficiencies or in other words, it 

is a drive that is shown to fulfill certain goals. Motivation is 

the energy that moves individuals to try to achieve the 

expected goals (Sulistiyani & Rosidah, 2009: 76). As for the 

duties of BRI Bank employees for the Teller or counters who 

are always in front after completing customer cash 

transactions, tellers are required to carry out a reconciliation 

process for all transactions that day. Tellers are required to 

match the physical cash balance with the system before 

carrying out the cash closing process. Here the accuracy of a 

teller is tested, if there is no difference between physical cash 

and the system, it means that they will feel safe, otherwise 

tellers who experience less or more physical differences are 

required to re-verify all transactions and find where the source 

of error lies. Often tellers are forced to go home at night 

because they have to verify many transactions that often occur 

at the beginning or end of the month, the cash difference 

factor also causes them to be forced to go home at night due 

to finding transaction errors. Just like in other places, the 

duties of customer service employees who are always at the 

forefront of the bank or commonly referred to as Customer 

Service at the Bank are to provide socialization to customers 

or prospective customers regarding bank products, face and 

serve customers ranging from the need to book accounts, 

deposits, insurance, to the problems faced by customers. A 

Customer Service must be able to provide a way out or 

solution to the problems experienced by bank customers. 

While the Sales Executive or Sales Officier is tasked with 

monitoring credit financing provided to customers and 

facilitating customers who want to apply for bank credit. BRI 

Bank employees feel that there is a lack of motivation given 

between employees or with superiors. Employees need 

motivation in carrying out their work, companies sometimes 

only focus on the goals to be achieved. Bank BRI employees 

are still rarely given motivation to be able to complete their 

work properly. To be able to improve employee performance, 

providing motivation by the company to employees is very 

necessary. Employees who are always motivated will feel 

appreciated with the results of their hard work at work will be 

recognized by the company.  

A comfortable physical work environment can make 

employees feel at ease in carrying out their work. A tidy 

physical work environment with well-organized properties, 

characterized by well-maintained facilities and cleanliness 

can have a positive impact on job satisfaction and employee 

motivation. The non-physical work environment is just as 

important as the physical work environment. By building 

cooperation between coworkers or with superiors in order to 

establish a comfortable atmosphere between one another. 

Another factor that companies need to pay attention to is the 

work environment. According to Nitisemito (2008) the work 

environment is everything that is around the workers and can 

affect him in carrying out the tasks assigned to employees. 

The work environment can be divided into two according to 

Sedarmayanti (2009), namely the physical work environment 

and the non-physical work environment. Both work 

environments affect employees in their behavior in the 

company. An optimal work environment that fosters comfort 

and satisfaction for employees can increase employee 

motivation and productivity in carrying out their work. To 

foster a positive work environment, it is very important for 

employees to get attention with a comfortable work 

environment and good relationships between other employees 

in the work environment. Based on the results from the 

interviews, some employees revealed the presence of 

employees who still showed a lack of enthusiasm in their 

work. This lack of enthusiasm is sometimes evident in the 

slowness of completing tasks and inadequate employee 

responses to customer queries. Air circulation in the 

workplace, noise in the workplace and odors in the workplace 

are included in the physical work environment that can affect 

employees in carrying out their work. With this sometimes 

employees are less focused in carrying out their work so that 

there are delays in serving customers. In addition, based on 

employee behavior, there is a lack of cooperation between 

employees, a tendency to blame one another when facing 

work-related problems and there are also employees who 

complain about trivial things that happen in the office. This 

research aims to explore the various factors that influence job 

satisfaction and employee motivation at Bank BRI Dago 

Branch. First, this study will identify the impact of physical 

and non-physical work environments on employee work 

motivation, as well as how these two aspects of the work 

environment directly affect job satisfaction. Furthermore, this 

study also aims to assess how much influence work 

motivation has on employee job satisfaction. In addition, this 

study will evaluate whether work motivation serves as a 

mediating variable in the relationship between physical and 

non-physical work environment and job satisfaction. By 

understanding these relationships, it is hoped that deep insight 

can be gained into the factors that can increase employee 

motivation and job satisfaction in the banking environment, 

especially at Bank BRI Dago Branch. 

Based on the above background, research will be 

conducted with the title "The Effect of Work Environment 

(Physical and Nonphysical) on Job Satisfaction mediated by 

Work Motivation at Bank BRI Dago Bandung Branch." 
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II. RESEARCH METHOD 

This study adopts a descriptive method with a survey 

approach to examine the effect of work environment on job 

satisfaction and motivation at Bank BRI Dago Branch. The 

descriptive method allows researchers to describe in detail the 

phenomena that occur without drawing broader conclusions, 

while the survey approach uses questionnaires to collect data 

from a sample of the population. By collecting primary data 

through surveys, observations, and interviews, as well as 

secondary data from company publications, this research aims 

to gain a thorough understanding of the factors that influence 

employee satisfaction and motivation. In this study, all 

employees of Bank BRI Dago Branch were sampled because 

of the relatively small population. The variables studied 

include job satisfaction and work motivation, with indicators 

such as work itself, salary, promotion, supervision, and 

physical and non-physical work environment. The data 

analysis technique used is Partial Least Square (PLS) with the 

Structural Equation Modeling (SEM) method, which allows 

researchers to test the validity and reliability of data and the 

relationship between the variables studied. This analysis is 

carried out by examining the outer model for validity and 

reliability and the inner model for hypothesis testing. The 

results of this study are expected to provide deep insight into 

how various aspects of the work environment affect job 

satisfaction and motivation at Bank BRI Dago Branch. The 

findings will assist bank management in identifying areas that 

require improvement and in designing more effective 

strategies to increase employee satisfaction and motivation. 

Thus, this study not only provides academic but also practical 

contributions in the context of human resource management 

in financial institutions. 

 

III. RESULT AND DISCUSSION 

 In this study, the characteristics of participating 

respondents were broken down by gender, age, latest 

education, and length of employment. The data obtained 

shows that out of a total of 70 respondents, the majority are 

female (52.86%), with the highest age in the range of 26-35 

years (52.86%). The last education of most respondents was 

bachelor’s degree (71.43%), and the majority had a length of 

service between 6-10 years (52.86%). These descriptive 

statistics provide a clear initial picture of the respondents' 

demographic profile, which is important for understanding the 

further context of the data. Descriptive statistics for job 

satisfaction, work motivation, physical work environment, 

and non-physical work environment variables show that the 

average respondent's assessment is in the high category. The 

assessment of job satisfaction with an average value of 4.944, 

work motivation 4.940, physical work environment 4.861, 

and non-physical work environment 4.886 indicates that these 

factors are considered good by employees. These findings 

indicate that in general, employees are satisfied and motivated 

with their work environment, both in terms of physical and 

non-physical, which has the potential to contribute positively 

to their performance and productivity at Bank BRI Dago 

Branch. 

 

The Effect of Physical Work Environment on Work 

Motivation of Employees of Bank BRI Dago Branch 

Based on the results showed that the path coefficient 

value between the influence of the physical work environment 

on work motivation with a positive direction of 0.559 means 

that if the physical work environment increases, work 

motivation increases. Meanwhile, the significance value or p-

value of 0.00 <0.05 means that the physical work environment 

has a significant effect on work motivation. It can be 

concluded that Ha is accepted, which means that the physical 

work environment has a positive and significant effect on the 

work motivation of employees of Bank BRI Dago Branch. 

The results of this study are in line with previous findings 

(Hafidzi et al., 2023; Purnama et al., 2020; R. A. Putra & 

Khasanah, 2021) which states that the physical work 

environment has a positive effect on work motivation. which 

states that the physical work environment has a significant 

positive effect on employee motivation. Therefore, this 

finding strengthens previous findings. One of the factors that 

influence work motivation is the physical work environment. 

The work environment has a significant impact on the 

psychological state of employees as they carry out their 

duties. (Sedarmayanti, 2019). With an adequate physical 

environment, employees will feel at home working, which in 

turn fosters enthusiasm and work enthusiasm in carrying out 

their duties. A comfortable and safe work environment 

provides support for employees to focus and be productive, so 

they feel valued and motivated. (Maria & Anastasia, 2019). 

Indicators of the physical work environment in this 

study include several important aspects, including lighting, 

workspace circulation, space layout, decoration, noise, and 

facilities. (Sedarmayanti, 2019). Good lighting not only 

improves visibility but also affects employee mood and 

productivity. Efficient workspace circulation allows easy 

movement and reduces the potential for accidents. A well-

designed space layout can improve collaboration and 

communication between employees. Attractive and 

aesthetically pleasing décor can create a pleasant environment 

and stimulate creativity. Low noise levels are important for 

maintaining concentration and reducing stress. Complete and 

adequate facilities, such as break areas, pantries, and health 

facilities, provide comfort and support for employees. If all 

these indicators are met, it will greatly impact employee 

motivation, creating an environment conducive to their 

productivity and well-being. 

The Effect of Non-Physical Work Environment on Work 

Motivation of Employees of Bank BRI Dago Branch 

Based on the results showed that there is a path 

coefficient value between the influence of the non-physical 

work environment on work motivation with a positive 

direction of 0.398, meaning that if the non-physical work 

environment increases, work motivation increases. 

Meanwhile, the significance value or p-value of 0.006 <0.05 

means that the non-physical work environment has a 

significant effect on work motivation. It can be concluded that 

Ha is accepted, which means that the non-physical work 

environment has a positive and significant effect on work 
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motivation. The results of this study support previous findings 

(Pranitasari & Saputri, 2020) which states that the non-

physical work environment has a significant positive effect on 

employee work motivation. The non-physical work 

environment refers to those aspects that are intangible but 

greatly affect employee comfort and productivity. It includes 

the emotional, psychological, and social aspects of the work 

environment (Akinwale & George, 2020). Work motivation 

is one of the factors influenced by the non-physical work 

environment. Relationships between coworkers that are not 

well established can cause discomfort for employees, 

resulting in decreased motivation and productivity. 

(Wiryawan et al., 2020).. The work environment is a place 

where employees spend most of their time, so the quality of 

social interactions in the workplace is very important. 

Effective communication, social support, and a sense of 

community among coworkers can create a positive and 

supportive work atmosphere. Conversely, conflict, lack of 

communication, or unfairness within the team can lead to 

stress and feelings of dissatisfaction. Therefore, creating a 

healthy non-physical work environment, where relationships 

between coworkers are based on mutual respect and 

cooperation, is essential to improving employees' work 

motivation and well-being. 

The Effect of Physical Work Environment on Job 

Satisfaction of Employees of Bank BRI Dago Branch 

The results showed that there is a path coefficient 

value between the effect of the physical work environment on 

job satisfaction with a negative direction of -0.226, meaning 

that if the physical work environment increases, job 

satisfaction decreases. Meanwhile, the significance value or 

p-value of 0.560> 0.05 means that the physical work 

environment has no significant effect on job satisfaction. It 

can be concluded that Ha is rejected, which means that the 

physical work environment has a negative and insignificant 

effect on job satisfaction. The results of this study differ from 

the findings of previous findings (Akinwale & George, 2020; 

Anasi, 2020; Bangwal & Tiwari, 2019) which states that there 

is a significant positive influence between the physical work 

environment on employee job satisfaction. Therefore, this 

finding is a new finding because it is different from previous 

findings. In general, a climate of poor indoor temperature, 

noise, and distraction has a negative impact on employee 

health and well-being which in turn leads to reduced job 

satisfaction (Voordt & Jensen, 2023). (Voordt & Jensen, 

2023).. However, in contrast to the findings of this study, 

employees may be more satisfied with their jobs if they feel 

that the compensation and benefits they receive are adequate. 

Good salaries, benefits, and bonuses can compensate for 

deficiencies in the physical work environment. In addition, 

employees have become accustomed to the physical 

conditions in their workplace and have developed strategies 

to cope with them. For example, employees who work in 

noisy spaces may have found ways to concentrate despite 

distractions. 

The Effect of Non-Physical Work Environment on Job 

Satisfaction of Employees of Bank BRI Dago Branch 

Based on the results showed that the path coefficient 

value between the influence of the non-physical work 

environment on job satisfaction with a negative direction of -

0.561 means that if the non-physical work environment 

increases, job satisfaction decreases. Meanwhile, the 

significance value or p-value of 0.158> 0.05 means that the 

non-physical work environment has no significant effect on 

job satisfaction. It can be concluded that Ha is rejected, which 

means that the non-physical work environment has a negative 

and insignificant effect on job satisfaction. The results of this 

study differ from previous findings (Pratama & Badar, 2023; 

A. I. Wati & Yusuf, 2020) which states that the non-physical 

work environment has a significant positive effect on job 

satisfaction, so this finding is a new finding because it is 

different from previous findings. The work environment plays 

an important role in employee retention. The work 

environment includes not only the physical structure but also 

all the non-physical things that keep employees engaged in 

the work itself. A positive non-physical work environment 

makes employees feel comfortable at work and provides the 

necessary boost to maintain their morale throughout the day. 

(Padmaja et al., 2020). However, this contradicts the findings 

of this study because it could be that a positive work climate 

does not always suit all individuals. Employees may feel 

pressured or uncomfortable despite the favorable non-

physical environment, if they do not match the company's 

values or communication style. In other words, each 

employee has different preferences and needs. Non-physical 

environments such as relationships between coworkers may 

not be to the liking of certain individuals, making their impact 

on job satisfaction less significant. 

The Effect of Work Motivation on Job Satisfaction of 

Employees of Bank BRI Dago Branch 

Based on the results showed that there is a path 

coefficient value between the effect of work motivation on job 

satisfaction with a positive direction of 1.567, meaning that if 

work motivation increases, job satisfaction increases. 

Meanwhile, the significance value or p-value of 0.00 <0.05 

means that work motivation has a significant effect on job 

satisfaction. It can be concluded that Ha is accepted, which 

means that work motivation has a positive and significant 

effect on job satisfaction. The results of this study support 

previous findings (Sultana et al., 2024) which states that there 

is a significant influence between work motivation on job 

satisfaction. Increasing the importance of implementing 

employee work motivation directed at achieving job 

satisfaction based on pleasant or unpleasant job prospects. 

This is a consideration for each employee to choose and carry 

out their work according to their interests. (Hajiali et al., 

2022). In this case, good work motivation can significantly 

affect job satisfaction. Employees who feel inspired and 

motivated tend to be more satisfied with their work, especially 

if the work matches their interests and aspirations. Therefore, 

it is important for companies to have a work atmosphere that 

supports employees' interests and preferences so that they feel 

more engaged and satisfied in their work. 
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The Effect of Physical Work Environment on Work 

Motivation of Employees of Bank BRI Dago Branch with 

Work Motivation as an Intervening Variable 

Based on the results of the study, it shows that there is 

a positive path coefficient value between the effect of the 

physical work environment on job satisfaction through work 

motivation of 0.877, which means that if the physical work 

environment increases, work motivation also increases which 

then has an impact on job satisfaction. The significance value 

of 0.002 <0.05 means that work motivation acts as a 

mediating / interveing variable. It can be concluded that Ha is 

accepted, which means that work motivation acts as a 

mediating variable between the influence of the physical work 

environment on job satisfaction. This finding supports 

previous findings (Gheitani et al., 2019; A. Wati & Murkhana, 

2020) which states that work motivation acts as a mediating 

variable. When the physical environment in the workplace is 

supportive, employees feel more energized and enthusiastic 

about their work. A supportive physical environment includes 

elements such as comfortable facilities, good lighting, and 

efficient workspace design. With a pleasant and adequate 

environment, employees feel more comfortable and can work 

more productively. Employees who feel that their work 

environment supports their needs and comfort tend to feel 

more cared for and valued by the company. This condition 

also contributes to increased work motivation (Maria & 

Anastasia, 2019). High motivation makes employees feel 

more engaged and passionate about their work, which in turn 

increases their sense of satisfaction with the job. Thus, 

creating an environment that supports motivation and 

provides opportunities for employees to develop is key to 

increasing job satisfaction (Hendrawati et al., 2019). 

(Hendrawati et al., 2024).. 

The Effect of Non-Physical Work Environment on Work 

Motivation of Employees of Bank BRI Dago Branch with 

Work Motivation as an Intervening Variable 

Based on the results of the study, it shows that there is 

a positive path coefficient value between the influence of the 

non-physical work environment on job satisfaction through 

work motivation of 0.623, which means that if the non-

physical work environment increases, work motivation also 

increases which then has an impact on job satisfaction. The 

significance value of 0.011 <0.05 means that work motivation 

acts as a mediating / interveing variable. It can be concluded 

that Ha is accepted, which means that work motivation acts as 

a mediating variable between the influence of the non-

physical work environment on job satisfaction. The results of 

this study support previous findings (A. Wati & Murkhana, 

2020) which states that work motivation acts as a mediating 

variable. The non-physical environment refers to aspects 

related to the social atmosphere and interactions in the 

workplace, involving relationships between employees within 

their work units as well as within the overall organization. 

Unlike the physical environment which focuses more on 

elements such as workspace design, lighting, and furnishings, 

the non-physical environment deals with the social dynamics 

and work culture that influence the way employees interact 

and feel at work. Therefore, if the non-physical work 

environment is taken into account, it is not impossible to 

increase employee motivation. (Manao, 2022). When 

employees feel motivated, they tend to be more passionate 

and committed to their work. When employees feel that their 

efforts are paying off and they are achieving their goals, this 

leads to higher job satisfaction. Job satisfaction arises when 

employees feel satisfied with their accomplishments, feel 

valued for their contributions, and sense that their work 

provides personal meaning and satisfaction. 

 

IV. CONCLUSIONS 

The results showed that the physical and non-physical 

work environment has a significant influence on work 

motivation at Bank BRI Dago Bandung Branch. The physical 

work environment shows a positive path coefficient of 0.559 

and a significance value of 0.00, which means that an increase 

in the physical work environment can significantly increase 

work motivation. The non-physical work environment also 

has a positive effect on work motivation with a path 

coefficient of 0.398 and a significance value of 0.006. 

However, although these two factors influence work 

motivation, they do not show a significant effect on job 

satisfaction directly. The path coefficient for the effect of the 

physical work environment on job satisfaction was -0.226 

with a significance value of 0.560, while that for the non-

physical work environment was -0.561 with a significance 

value of 0.158, indicating that an increase in the physical or 

non-physical work environment does not directly impact job 

satisfaction. In contrast, work motivation has a positive and 

significant influence on job satisfaction with a path coefficient 

of 1.567 and a significance value of 0.00. In addition, work 

motivation serves as a significant mediating variable in the 

relationship between physical work environment and job 

satisfaction, with a positive path coefficient of 0.877 and a 

significance value of 0.002. Similarly, work motivation also 

plays a mediating role in the relationship between non-

physical work environment and job satisfaction, with a 

positive path coefficient of 0.623 and a significance value of 

0.011. This suggests that while physical and non-physical 

work environments do not have a direct impact on job 

satisfaction, they influence job satisfaction indirectly through 

increased work motivation. 
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