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Abstract: The purpose of this study was to determine and analyze: (1) Organizational 

Communication Climate (2) Work Motivation; (3) performance; and (4) the influence of 

organizational communication climate and work motivation on employee performance at PT 

Kalmar Jaya Bandung, either simultaneously or partially. The research method used in this 

research is a descriptive survey and an explanatory survey, the unit of analysis in this study is 

the staff at PT Kalmar Jaya Bandung with a sample of 30 people. The type of investigation is 

causality, and the time horizon in this study is cross-sectional. Based on the results of the 

study, it was found that the Organizational Communication Climate of the employees of PT 

Kalmar Jaya Bandung turned out to be giving good responses, the work motivation of the 

employees of PT Kalmar Jaya Bandung in general was good, the performance of employees 

of PT Kalmar Jaya Bandung was currently considered good. Organizational Communication 

Climate and Work Motivation simultaneously affect the performance of employees of PT 

Kalmar Jaya Bandung. However, partially, Organizational Communication Climate 

dominantly affects employee performance rather than work motivation. Because 

Organizational Communication Climate is more dominant in influencing performance, it 

becomes the first priority in improving employee performance. then employees of PT Kalmar 

Jaya Bandung are advised to consistently maintain the existing Organizational 

Communication Climate, so that they are able to work more professionally 
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INTRODUCTION 

 In various fields, especially organizational life, the human factor is the main problem 

in every activity in it. The organization is a consciously coordinated social unit with an 

identifiable reactive boundary, working continuously to achieve goals (Robbins, 2005). All 

actions taken in each activity are initiated and determined by humans who are members of the 

company. The company requires the existence of potential human resource factors, both 

leaders and employees in the pattern of tasks and supervision which are the determinants of 

achieving company goals. Human resources are a central figure in organizations and 
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companies. In order for management activities to run well, companies must have 

knowledgeable and highly skilled employees as well as efforts to manage the company as 

optimally as possible so that employee performance increases. According to Masrukhin and 

Waridin (2006) employee performance is the result or performance of employees who are 

assessed in terms of quality and quantity based on work standards determined by the 

organization, good performance is optimal performance, namely performance that is in 

accordance with organizational standards and supports the achievement of organizational 

goals. . A good organization is an organization that seeks to improve the capabilities of its 

human resources, because this is a key factor to improve employee performance. Improved 

employee performance will bring progress for the company to be able to survive in an 

unstable competitive business environment. Therefore, efforts to improve employee 

performance are the most serious management challenges because success in achieving the 

goals and survival of the company depends on the quality of the performance of the human 

resources in it.   

 PT Kalmar Jaya was established in 1991 in the city of Bandung, Kalmar then focused 

the company's business on the property sector. Gradually Kalmar completed several 

residential and housing development projects. In 2010, the founders of the company, namely 

Edwin Alkantri, Dadang Tahya, and Ali Gazali, expanded the company's business wing by 

planning and building housing, rusunami, apartments, and hotels. And within a period of 6 

years, we have succeeded in establishing 2 high-rise projects and 8 landed houses at several 

strategic points in West Java, such as Easton Park Residence and Bellacasa Cluster. Through 

professional management of the company, Kalmar maintains the values of local wisdom and 

integrity in every company activity, both internally and externally. By creating quality 

infrastructure in development areas, it means that we are also laying a strong foundation for 

the community to grow and develop, achieving a brighter tomorrow. Everything begins with 

a balance between realm and taste. PT. Kalmar Jaya has a commitment that is “Maintaining a 

balance of all related elements, between products and services, between construction and the 

environment, between technology and people. 

 Based on the results of preliminary observations (2021), there are several phenomena 

that occur at PT Kalmar Jaya Bandung related to performance, namely as follows: 

1. Employees tend to be late in uploading documents related to their daily tasks 

2. Employees tend to be less productive in utilizing their free time during working hours 

3. Employees tend to take time off to the maximum, so it looks like a lack of motivation at 

work 

4. Employees tend to lack communication in the office environment, causing 

misunderstandings between employees, employees and superiors in completing work 

assignments/organizational projects 

5. Employees tend to resolve personal conflicts in the work environment, so the work 

environment is less conducive. 

 Based on the explanation of the above phenomenon, high employee performance is 

expected by PT Kalmar Jaya Bandung. The more employees who have high performance, the 

productivity of PT Kalmar Jaya Bandung as a whole will increase so that PT Kalmar Jaya 

Bandung can provide the best contribution to consumers. 
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There are negative factors that can reduce employee performance, including the decreased 

desire of employees to achieve work performance, lack of punctuality in completing work so 

that they do not obey the rules, influences that come from their environment, coworkers who 

also decrease their enthusiasm and there are no examples to be used as references. in 

achieving good work performance. All of this causes a decrease in employee performance at 

work. Factors that can be used to improve performance include organizational 

communication climate and work motivation. 

 

LITERATURE REVIEW 

 Organizational communication as a system has a purpose or purpose, work procedures 

or procedures and structures. The purpose or purpose of organizational communication 

according to Hardjana (2000:41) is to assist the achievement of organizational goals 

(organizational goals). Operational work procedures involve three things: the use of 

communication networks related to organizational goals, the adoption of communication 

policies that are suitable for the purposes of the communication networks and the 

implementation of these policies through appropriate communication activities. The 

organizational structure consists of four elements, namely: organizational work units, 

functional communication networks, communication policies and communication activities. 

Taguiri defines organizational climate as a relatively enduring quality of the organization's 

internal environment experienced by its members, influencing their behavior and can be 

described in terms of values of a certain set of characteristics of the environment (Goldhaber, 

2000:63). Payne and Pugh define organizational climate as a concept that reflects the content 

and strength of the general values, norms, attitudes, behavior and feelings of members of a 

social system (Robbins, 2005). The climate phase of organizational communication describes 

an allusion to the physical climate, the way people react to aspects of the organization. 

Communication climate on the other hand is a combination of perceptions of a macro 

evaluation of communication events, human behavior, processes and expectations. 

Interpersonal conflict is an opportunity for change in the organization. Organizational 

communication climate is something that needs to be the attention of an organizational leader 

because these factors more or less influence employee behavior. 

 Motivation is the drive, effort and desire that exists in humans that activates, 

empowers and directs behavior to carry out tasks well within the scope of work (Hakim, 

2006). Robbins (2005) defines motivation as a process that helps determine the intensity, 

direction, and persistence of individuals in an effort to achieve goals. Motivation as a process 

that starts from physiological and psychological forces or needs that result in behavior or 

encouragement aimed at a goal or incentive (Moekijat, in Hakim, 2006). Several researchers 

have tested the relationship between motivation and employee performance, including 

Suharto and Cahyono (2005), Hakim (2006). The effect of work motivation on performance 

shows the same results that the relationship between motivation and employee performance 

shows a positive and significant relationship. 

 

RESEARCH METHOD 

 The method used in this research is the description survey and explanatory survey 

methods which are carried out through data collection in the field. The survey method. In the 
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opinion of Nazir (2000), is "an investigation conducted to obtain facts from existing 

phenomena and seek factual information, whether about social, economic or political 

institutions of a group or an area". The type of investigation in this study is causality, because 

it will examine the causal relationship of these variables. The sample in this study were 30 

employees of PT Kalmar Jaya Bandung who filled out a questionnaire and processed using a 

path analysis approach. 

 

FINDINGS AND DISCUSSION 

 The results of the study indicate that organizational climate and work motivation on 

employee performance can be seen from the diagram below: 

 
Picture 1. Path Analysis Calculation Results 

 

Based on the results of the above calculations, it can be seen that 

1. For the first hypothesis, tcount is greater than ttable (5,817 > 1.68). which means that the 

organizational climate affects employee performance 

2. For the first hypothesis, tcount is greater than ttable (2,241 > 1.68). which means that work 

motivation affects employee performance 

 Then for the simultaneous effect, it can be seen that the organizational climate and 

work motivation on employee performance together are 40.8% of which 27.14% is 

dominated by the influence of organizational climate on employee performance, and 17.26% 

the effect of work motivation on employee performance. 

The results of the above study indicate that 

1. Organizational climate has a positive effect on employee performance, so this supports 

Hermanto's (2018) research that organizational climate has a significant positive effect on 

employee performance at the Pekanbaru City DPMPTSP, which means that the higher or 

better the organizational climate, the employee's performance will increase. The same 

thing was expressed by Mukhtar and Asmawiyah (2019) that the organizational climate 

greatly affects the performance of PT Anugerah Fitrah Hidayah's employees. An 

organizational climate that gets good attention will have an influence on employee 

performance. 

2. Work motivation has a positive effect on employee performance, so this supports the 

research of Suharto and Cahyono (2005) and Hakim (2006) which states that there is one 

factor that affects performance, namely the motivation factor, where motivation is a 
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condition that moves a person to try to achieve goals or achieve goals. desired result. 

Rivai (2004) shows that the stronger the work motivation, the higher the employee's 

performance. This means that every increase in employee motivation will provide a very 

significant increase for improving employee performance in carrying out their work. 

This article discusses the variables of Organizational Climate, Work Motivation and 

Employee Performance. This research is in line with the previous ones, including: 1) 

Organizational Climate: (Harini et al., 2020), (Elmi et al., 2016), (Limakrisna et al., 2016); 2) 

Work Motivation: (Riyanto et al., 2017), (Bastari et al., 2020), (Prayetno & Ali, 2017), (Rivai 

et al., 2017), (Chauhan et al., 2019), (Aima et al., 2017), and (Masydzulhak et al., 2016); and 

3) Employee Performance: (Riyanto et al., 2017), (Prayetno & Ali, 2017), (Ridwan et al., 

2020), (Djoko Setyo Widodo, P. Eddy Sanusi Silitonga, 2017) and (Agussalim et al., 2016). 

 

CONCLUSION 

 Starting from the discussion of the problem, theoretical basis, empirical data analysis, 

Based on the results of research and observations that have been carried out, the authors 

would like to propose some suggestions that can be taken into consideration for PT Kalmar 

Jaya Bandung. to improve Organizational Communication Climate and Work Motivation. 

These suggestions include: 

1. Organizational Communication Climate at PT Kalmar Jaya Bandung further enhances the 

environment and one-way communication to support improved performance. 

2. Improvement of employee work motivation can be done through increasing 

understanding of the applicable value system and responsiveness in responding to all 

information received, it is better for PT Kalmar Jaya Bandung to increase employee 

motivation both through the provision of several awards and adequate facilities, so that in 

the future it will encourage the achievement of performance high officer. 

3. Employee performance of PT Kalmar Jaya Bandung must be improved, especially 

regarding increasing creativity and innovation in creating competitive and comparative 

advantages in completing tasks, cooperation with fellow co-workers to complete work is 

further increased and the frequency of periodic maintenance of work equipment is 

increased. 

4. The priority that must be considered by PT Kalmar Jaya Bandung is to create a 

unidirectional organizational communication climate in order to create premium 

performance 
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