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ABSTRACT

Every organization or company requires resources to achieve its objectives. Human resources
are the most determining factor in every company, so it can be said that human resources
are one of the main assets in a company to achieve corporate goals. PT. Pertamina Trans
Kontinental focuses on offshore activities that assist offshore oil and gas exploration for
lessees of ships owned by the company and third-party vessels. In carrying out its duties and
functions, PT Pertamina Trans Kontinental Marine Regional I Sungai Pakning is supported by
human resources with the status of Organic Employees and Non-Organic Employees totaling
48 people. This company also runs business activities in the shipping and maritime service
industry sector and realizes that customer service is the top priority, so the organization
continues to strive to make its services more effective and efficient. In measuring the Factors
that Influence Employee Performance at PT. Pertamina Trans Kontinental Marine Regional I
Sungai Pakning from 48 respondents with 5 (five) indicators, namely Barriers, Performance
Expectations, Consequences, Feedback, and Individual Knowledge, Skills and Abilities. The
data analysis used Descriptive Statistics. With the Likert scale, scores for each assessment
were obtained with a score range of 1-5. Respondent answers varied with criteria: Strongly
Agree, Agree, Neutral, Disagree, and Strongly Disagree. Based on the recapitulation of
respondent responses for all indicators on the Factors that Influence Employee Performance
at PT. Pertamina Trans Kontinental Marine Regional I Sungai Pakning, the research results
can be categorized as Strongly Agree.

Keyword: Barriers, Performance Expectations, Consequences, Feedback

INTRODUCTION

Employee performance plays a critical role in determining the success of organizations
across various industries. Numerous studies have highlighted the importance of a conducive
work environment, appropriate leadership styles, and human resource management (HRM)
policies in enhancing employee output (Alefari et al., 2020; Zhenjing et al., 2022). More
broadly, it is widely accepted that performance is not solely determined by individual
competence, but also by organizational structure, workplace culture, and external pressures
such as performance demands and productivity targets (Wen et al., 2025). For instance, high
performance pressure has been shown to negatively impact employee well-being, particularly
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when not moderated by vocational delay of gratification or adequately managed workplace
anxiety.

Among the structural factors influencing employee performance, compensation design
has garnered significant scholarly attention. Fair and competitive compensation systems are
positively correlated with job satisfaction and motivation, which in turn lead to improved
performance (Liu et al., 2025). However, this relationship is not always linear, as it can be
moderated by variables such as ownership concentration within the firm. Additionally, the
sensitivity of CEO compensation to firm performance introduces further complexity, as
perceived inequality between executive and employee pay may diminish motivation and affect
overall workplace morale (Jeon, 2025). Consequently, it becomes essential for organizations
to develop compensation structures that are not only economically viable but also perceived
as equitable and transparent across all levels of the organization.

Psychological and cultural factors within organizations also play a pivotal role in
shaping sustainable employee performance. Empirical findings indicate that strong
organizational culture, transformational leadership, and positive employee perceptions of
corporate social responsibility (CSR) significantly enhance job satisfaction, organizational
commitment, and in turn, job performance (Faggio & Silva, 2014; Ibrahim et al., 2017;
Jnaneswar & Ranjit, 2020). In family-owned businesses, these effects may be even more
pronounced due to personalized management approaches and value-based leadership (Lukito
et al., 2025). CSR initiatives, in particular, have been shown to mediate the impact of
leadership on performance, strengthening employee trust and emotional investment in the
organization’s mission (Silva et al., 2023). These findings underscore the necessity of
multidimensional approaches in managing employee performance, beyond traditional
productivity measures (Pawirosumarto et al., 2017).

Furthermore, digital transformation in HRM has emerged as a key enabler of employee
motivation and performance. The implementation of digital HR tools streamlines
administrative processes, facilitates real-time feedback, and enables personalized employee
development strategies (Al-Kharabsheh et al., 2023). Organizational learning and job
satisfaction also serve as vital mediating factors in achieving high employee performance
outcomes (Hendri, 2019; Kundi et al., 2020). Comprehensive reviews further support this
view, identifying training, employee involvement, and leadership as core drivers of
performance, both directly and indirectly. These insights highlight the complexity and
interdependence of psychological, organizational, and technological variables in driving
employee performance, pointing to the need for integrative HR strategies in contemporary
organizational settings (Atatsi et al., 2018; Diamantidis & Chatzoglou, 2019).

Good and proper human resource management is the right way to achieve company
goals effectively and efficiently to reach the desired peak (Erlianti et al., 2022). To achieve
company goals, employees are needed who meet the requirements and employees must be
able to carry out the tasks that have been determined in the company's rules and requirements
(Afrizal et al., 2024; Kusuma, 2024). Employees are the spearhead in the progress of the
company, therefore the progress and decline of a company depends on its employees (Ariani
et al., 2025). Employee capabilities can be seen from the performance results produced
optimally by employees. Employees who have good performance can produce good work
units. Creating good employee performance is not easy, so it takes more effort from a
company to study and find out what factors influence employee performance. Because by
knowing and analyzing what factors influence employee performance, the company can take
action and efforts to improve employee performance appropriately and well, which will also
have an impact on the company's competitiveness in the business world. This also applies to
PT Pertamina Trans Kontinental Marine Regional I Sungai Pakning.

PT. Pertamina Trans Kontinental Marine Regional I located in Sungai Pakning,
Bengkalis Regency with its status as one of the branches of a subsidiary of PT. Pertamina with
share ownership by PT. Pertamia of 99.99% and PT. Patra Dok Dumai 0.01%. Since the



beginning, the purpose and attention of PT. Pertamina Trans Kontinental Marine Regional I is

as a company engaged in the Maritime Services Industry which functions to provide total

support for the activities of PT. Pertamina, namely:

1. For the procurement of fuel distribution to all ports throughout Indonesia that cannot be
reached by tankers.

2. For the procurement of maritime transportation for PT. Pertamina Logistik for the
development of projects spread throughout Indonesia.

In order to carry out the above tasks, the company's permit must be changed to a
Shipping Company specifically in the offshore sector. In 1988, the company aligned the permit
from the business permit based on Government Regulation No. 17 of 1988 (Reorganization
and Entrepreneurs of Sea Transportation) from a Shipping Company specifically in the
Offshore sector to a Shipping Company with SIUPP No.3.XXXX256/AL.58. The Directorate
General of Marine Communications with its new regulations has issued SIUPAL B.XV-
1203/AL.58 on March 26, 2002 for PT. Pertamina Trans Kontinental.

PT. Pertamina Trans Kontinental was assigned to the development activities of PT.
Pertamina in 1974, where PT. Pertamina Trans Kontinental obtained an additional fleet of
supply vessel type ships agreed to serve and fulfill offshore oil and gas drilling exploration and
also production needs (Hildawati & Afrizal, 2021; Wardana, 2024). The research objectives
are to determine the factors that influence employee performance at PT. Pertamina Trans
Kontinental Marine Regional I Sungai Pakning, and to identify the supporting factors that affect
employee performance at PT. Pertamina Trans Kontinental Marine Regional I Sungai Pakning.

RESEARCH METHOD

Data analysis Quantitative is an activity after the data obtained from research
respondents is collected (Clark, 1998; Creswell & Creswell, 2018). Furthermore, the data will
be grouped according to the type of data needed and then presented in the form of a table
that will be equipped with descriptions and explanations (Leavy, 2022; Patton, 2002). The
population in this study consists of all employees of PT. Pertamina Trans Kontinental Marine
Regional I Sungai Pakning using the census sampling technique or saturated sampling with a
total of 48 people. The data analysis technique used according to (Erlianti et al., 2024)

Descriptive Statistics is a statistic used to analyze data by describing or depicting the
data that has been collected as it is without intending to make conclusions that apply to the
public or generalizations. With a Likert scale, the score of each assessment is obtained with a
score range of 1-5. Respondents' answers vary with the criteria: Strongly Agree, Agree,
Neutral, Disagree, and Strongly Disagree. To measure the results of the overall answers to
each variable and indicator in this study, an interval scale is used so that it can be seen how
respondents respond to each variable in this study.

RESULTS AND DISCUSSION

Research is basically a scientific way to obtain data with certain goals and uses.
Therefore, to achieve these goals, in this chapter the author will present the data findings
during the field which will later be analyzed as an effort to answer the problems that the
author presented in Chapter 1. In this study, the researcher will analyze the data from the
research results in the field, the data obtained are the results of questionnaires distributed to
research respondents, namely all employees of PT. Pertamina Trans Kontinental Marine
Regional I Sungai consisting of 48 people and all data obtained will be processed according
to data analysis based on measurement indicators.

1. Barriers

Barriers are all things that exist in the environment of PT. Pertamina Trans Kontinental
Marine Regional I Sungai Pakning employees where they work that can help or influence their
work processes, such as equipment, supplies, finances, information, employee job



descriptions and so on. To see the barriers in this study, it can be seen from the following 4
(four) sub-indicators:

a.

2.

There is a provision of protective equipment for employees who work.; In carrying out a
job, the company is required to provide safe protective equipment for its employees. This
protective equipment can certainly help or influence employees in carrying out their duties.
Therefore, PT. Pertamina Trans Kontinental Marine Regional I Sungai Pakning should be
able to provide safe protective equipment for its employees so that the process of carrying
out the tasks that have been given can run smoothly.

There is information related to the work system being implemented; Each company
certainly has information related to the work system being implemented. PT. Pertamina
Trans Kontinental Marine Regional I Sungai Pakning must be able to convey information
related to the work system being implemented so that employees can understand and
carry out their duties in accordance with the work system that has been implemented by
the company.

There is a detailed description of the work carried out by employees in accordance with
their main duties and functions; Job descriptions greatly affect employee performance in
a company. Understanding the main duties and functions of each employee can be a factor
in the success of a company. PT. Pertamina Trans Kontinental Marine Regional I Sungai
Pakning must be able to provide a clear job description in accordance with the details of
the main duties and functions of each employee so that employees can carry out their
duties properly and correctly.

There is additional income for every job received by employees outside of basic income;
Additional income given to employees for work that has been done can certainly create
high work enthusiasm for employees. If work enthusiasm is high, then all work assigned
to them will be completed faster and more precisely. Work that is completed quickly and
precisely is a good work achievement. PT. Pertamina Trans Kontinental Marine Regional I
Sungai Pakning must be able to provide additional income for every job received by
employees as a form of company appreciation for its employees.

Performance Expectations
Performance Expectations are related to whether the performance standards, targets

or work objectives are known to the employees of PT. Pertamina Trans Kontinental Marine
Regional I Sungai Pakning, in other words whether the performance standards, targets or
work objectives expected by the company have been communicated to the employees. To
measure employee Performance Expectations, it can be seen from the following sub-
indicators:

a.

b.

C.

There are clear company performance standards that are known to its employees;
Performance standards are statements about the situation that occurs when a job is done
effectively. When employees are in the process of completing their work, there are
guidelines on the steps or sequence of how to do the work so that it is right on target. PT.
Pertamina Trans Kontinental Marine Regional I Sungai Pakning must be able to explain
the company's performance standards so that they can be understood and comprehended
by employees so that they can complete their work well.

There are work targets and targets in accordance with company regulations; Work targets
and targets are plans made by the company that must then be achieved within a certain
period of time. The target has been determined by the company and is known and
approved by the employees concerned based on their respective main tasks and functions.
PT. Pertamina Trans Kontinental Marine Regional I Sungai Pakning must have work targets
and targets for each employee so that employees can carry out their main tasks and
functions in accordance with company regulations.

There are work programs in accordance with each employee's field; A work program is
one of the important things for the progress and success of a company. The work program



will be a guide for employees in carrying out their main tasks and functions. The work
program is also used as a means to realize the company's common goals. The clarity
regarding the work program at PT. Pertamina Trans Kontinental Marine Regional I Sungai
Pakning can certainly help employees in carrying out their main tasks and functions.

d. There is a strategy formed in planning the achievement of company goals; To achieve
goals and vision and mission in a company, mature strategic planning and maintaining
consistency are needed. Without a mature strategy, the company will have difficulty facing
and anticipating problems that can arise at any time. PT. Pertamina Trans Kontinental
Marine Regional I Sungai Pakning must have a mature strategy in increasing the progress
and success of its company.

3. Consequence
Consequences are related to how PT. Pertamina Trans Kontinental Marine Regional I

Sungai Pakning acts towards employees who perform poorly or vice versa towards employees

who perform well, and whether the actions taken by the company are indeed appropriate to

be carried out and in accordance with the time. To measure the consequences that employees
receive in carrying out the tasks assigned to them, it can be seen from the following sub-
indicators:

a. There is firmness of leadership in the company to discipline its employees; Firmness of
leadership is very necessary to be able to discipline its employees. If a company has a
leader who is not firm, then its employees will of course act arbitrarily. Firmness of
leadership is an icon for a company. PT. Pertamina Trans Kontinental Marine Regional I
Sungai Pakning must have a firm and authoritative leader so that employees can respect
and appreciate their leader.

b. There are clear sanctions or punishments for every mistake in carrying out their duties;
Sanctions or punishments given to employees if they make mistakes are consequences
that must be given. These sanctions or punishments can have a deterrent effect so that
employees no longer make the same mistakes in carrying out their main duties and
functions. PT. Pertamina Trans Kontinental Marine Regional I Sungai Pakning must have
clarity regarding what sanctions or punishments will be received if they make a mistake
so that employees can be careful in carrying out their duties.

c. There are rewards for employees who carry out their duties properly and correctly;
Providing rewards for employees who carry out their duties properly and correctly is a
form of appreciation given by the company to its employees. Providing these rewards will
certainly increase the work enthusiasm of employees. PT. Pertamina Trans Kontinental
Marine Regional I Sungai Pakning must be able to provide rewards for employees who
carry out their duties properly and correctly so that employees will be more motivated to
be able to carry out their duties.

d. There are bonuses given to employees who carry out their duties properly and correctly;
Providing bonuses to employees who carry out their duties properly and correctly can
provide several benefits, one of which is maximizing employee performance and
motivating employees to increase work productivity. If employee work productivity
increases, this will certainly have a good impact on the progress and success of a company.
PT. Pertamina Trans Kontinental Marine Regional I Sungai Pakning must be able to provide
bonuses to employees who carry out their duties properly and correctly so that employees
can be motivated to continue to increase their work productivity.

4, Feedback

Feedback is related to information obtained by employees of PT. Pertamina Trans
Kontinental Marine Regional I Sungai Pakning regarding their performance. This information
comes from the employee's superior. To measure the feedback received by employees in
carrying out the tasks assigned to them, it can be seen from the following sub-indicators:



5.

There is a good relationship between the company's leadership and its employees; The
relationship between the company's leadership and its employees will certainly affect the
comfort in the company. The establishment of a good relationship will be able to make
the company's leadership and employees work together well in achieving common goals.
PT. Pertamina Trans Kontinental Marine Regional I Sungai Pakning must be able to create
good relationships for mutual comfort and in order to be able to work together well to
achieve the company's ideals.

There is information about the performance of each employee that is conveyed well by
the company's management; Information about the performance of each employee is very
necessary so that employees can understand and carry out their duties properly and
correctly in accordance with what has been determined by the company. The management
of PT. Pertamina Trans Kontinental Marine Regional I Sungai Pakning must be able to
convey information about the performance of each employee well in order to avoid
mistakes made by employees in carrying out their duties.

There is good communication between the company's management and its employees; It
is important to have good communication between the company's management and its
employees. Good communication can affect the quality of work of management and
employees. PT. Pertamina Trans Kontinental Marine Regional I Sungai Pakning must be
able to maintain good communication between management and employees so that they
can work together well for the progress and success of the company.

There is information regarding employee performance evaluation in carrying out their main
tasks and functions; Work evaluation is a form of assessment and review that is carried
out periodically on employees in the workplace. The purpose of work evaluation is to
improve or enhance employee performance. PT. Pertamina Trans Kontinental Marine
Regional I Sungai Pakning must be able to carry out work evaluations routinely and
periodically according to the time set by the company in order to improve the quality of
its employees' performance.

Knowledge/skill and Individual Abilities
Knowledge/Skills and Individual Abilities are directly related to employees of PT.

Pertamina Trans Kontinental Marine Regional I Sungai Pakning, whether employees have the
ability to do the work assigned to them which can ultimately affect employee performance.
To measure the employee's ability to carry out the tasks assigned to them, it can be seen
from the following sub-indicators:

a.

b.

C.

There is employee competence in carrying out their work; Employee competence in
carrying out their work is a form of human resource quality in a company. Employees who
are competent in carrying out their duties can certainly help the company in improving the
progress and success of the company. PT. Pertamina Trans Kontinental Marine Regional I
Sungai Pakning must be able to create good human resources in carrying out their duties
so that they can be completed effectively and efficiently.

There is the ability to complete work according to the tasks in their respective fields;
Employee work ability is a work process that provides understanding and ability to
employees in carrying out activities, so that what the company expects can be achieved
properly in order to improve the quality of employee performance. employee ability in
carrying out their main tasks and functions is proof of the responsibility and quality of
employee performance. One effort that can be made by the company to improve employee
skills is through education and training.

There are employee skills or initiatives in carrying out their work; Having initiative in the
workplace means having the ability to initiate things that are not the main obligations of
employees in working but can make work easier and even produce better performance for
themselves, the team, or the company in general. The skills or initiatives that employees
have in carrying out their work certainly have a positive impact, one of which is that having
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high initiative will make employee performance get more attention from colleagues and
superiors.

d. There is employee placement according to educational background and expertise;
Educational background and expertise are the benchmarks for employee placement.
Accuracy in placing employees according to their educational background and expertise
will certainly be able to help employees in carrying out their main tasks and functions
properly. Therefore, it is hoped that employees are able to carry out their main tasks and
functions that have been given as optimally as possible according to their background and
expertise.

Factors Affecting Employee Performance at PT. Pertamina Trans Kontinental Marine
Regional I Sungai Pakning are in the Strongly Agree category, this fact is proven by research,
namely Barriers with a score of 809, Performance Expectations with a score of 826,
Consequence with a score of 795, Feedback with a score of 815 and Knowledge Skill and
Individual Abilities with a score of 825. Furthermore, to see the criteria that have been set
from the frequency obtained regarding the five indicators of Factors Affecting Employee
Performance at PT. Pertamina Trans Kontinental Marine Regional I Sungai Pakning can be
seen based on the following table and pie diagram:

Table 1. Recapitulation of Factors that Influence Employee Performance At PT. Pertamina

Trans Kontinental Marine Reiional I Suniai Paknini

. Frek | 63 107 22 0 0 192
1 | Barriers
Skor | 315 428 66 0 0 809
, | performance Frek | 74 | 102 | 16 | 0 | 0 | 192
Expectations Skor | 370 408 48 0 0 826
Frek | 57 111 21 1 2 192
3 | Conssequence
Skor | 285 444 63 2 2 796
Frek | 61 118 12 1 0 192
4 | Feedback
Skor | 305 472 36 2 0 815
Knowledge Skill And | Frek | 82 88 20 | 1 1 192
5 . e
Individual Abilities Skor | 410 | 352 60 2 1 825
337 526 91 3 3 960
Amount Frek 3505 | 55% | 10% | 0% | 0% | 100%
Score 1.685 | 2.104 | 273 | 6 3 4.071

Source: Author, 2025

Table 1 presents a recapitulation of the factors that influence employee performance
at PT. Pertamina Trans Kontinental Marine Regional I Sungai Pakning. The table categorizes
employee responses into five indicators: Barriers, Performance Expectations, Consequences,
Feedback, and Knowledge, Skill, and Individual Abilities. Each indicator is evaluated based on
five response categories: Strongly Agree (SS), Agree (S), Neutral (N), Disagree (TS), and
Strongly Disagree (STS). The total number of respondents was 192, and the scoring system
reflects a Likert scale, where higher scores indicate stronger agreement or positive perception
toward each factor. The highest average score was found in the Performance Expectations
indicator, with a total score of 826, showing that most employees clearly understand and
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agree with the performance standards expected by the organization. Knowledge, Skill, and
Individual Abilities followed closely with a score of 825, suggesting that the workforce
perceives themselves as well-equipped to meet job demands. Feedback also received a strong
response (score: 815), indicating that employees believe they are given adequate input to
improve their performance. On the other hand, Consequences and Barriers received slightly
lower scores (796 and 809, respectively), suggesting potential areas for improvement in terms
of performance outcomes and obstacles encountered in the workplace.

Overall, 90% of the responses fall into the Strongly Agree and Agree categories, with
only 10% remaining neutral and almost no responses falling into disagreement categories.
This overwhelmingly positive response indicates a generally favorable perception among
employees regarding the factors that support their performance. The total cumulative score
of 4,071 further emphasizes this strong level of agreement across all indicators. These results
suggest that the organizational environment is supportive, expectations are clearly
communicated, and the employees feel capable and motivated to perform, although
continuous improvement in managing consequences and reducing barriers would be
beneficial.

Knowledge Skill & Individual

Abilities 20,27%
Feedback 20,01
Conssequence 19,55%
Performance Expectations 20,29%
Barriers 19,88%

18% 19% 19% 20% 20% 21% 21% 22%

Figure 1. Recapitulation of Factors Affecting Employee Performance at PT. Pertamina Trans
Kontinental Marine Regional I Sungai Pakning
Source: Author, 2025

Figure 1 illustrates the percentage distribution of key factors affecting employee
performance at PT. Pertamina Trans Kontinental Marine Regional I Sungai Pakning. The chart
displays five main indicators Knowledge, Skill & Individual Abilities, Feedback, Consequence,
Performance Expectations, and Barriers and their respective contributions to the overall
employee performance score. The values are derived from a cumulative scoring system based
on employee responses using a Likert scale, then converted into percentage form for
comparative clarity.

Among the five indicators, Performance Expectations recorded the highest percentage
at 20.29%, followed very closely by Knowledge, Skill & Individual Abilities at 20.27%. This
suggests that employees strongly recognize the importance of clear expectations and
individual capabilities in achieving optimal performance. Feedback also scored significantly,
contributing 20.01%, indicating that timely and constructive feedback is another vital factor
in sustaining or improving performance. These three categories account for more than 60%
of the total influence, underlining their central role in the organizational performance
framework.

CONCLUSION
Factors Affecting Employee Performance at PT. Pertamina Trans Kontinental Marine
Regional I Sungai Pakning from 48 respondents studied which were measured from 5 (five)



indicators, namely Barriers, Performance Expectations, Consequences, Feedback, and
Knowledge Skill and Individual Abilities. Based on the recapitulation of respondents' responses
for all indicators on Factors Affecting Employee Performance at PT. Pertamina Trans
Kontinental Marine Regional I Sungai Pakning, the results of the study can be categorized as
Strongly Agree. This is evident from the total score obtained of 4,071 which is in the score
range of 4,035 - 4,800.

The supporting factors in Factors Affecting Employee Performance at PT. Pertamina
Trans Kontinental Marine Regional I Sungai Pakning includes performance standards, targets
and work programs, employee skills, employee abilities, employee skills and employee
placement according to their educational background. It is recommended to the Manager of
PT. Pertamina Trans Kontinental Marine Regional I Sungai Pakning to pay more attention to
matters related to employee performance such as holding training aimed at improving the
quality of employee performance so as to minimize errors made by employees in carrying out
their duties and responsibilities. It is recommended to the Manager of PT. Pertamina Trans
Kontinental Marine Regional I Sungai Pakning to provide clarity on sanctions/punishments for
employees who make mistakes in carrying out their duties and responsibilities and there needs
to be an increase in bonuses or additional income given to employees for the work done in
order to increase employee morale.
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