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Abstract:

The Regional Secretariat of East Luwu Regency, in improving employee
performance in supporting services and dynamic changing conditions, requires
improving employee performance. Teamwork and work motivation are
important factors that influence employee performance. The Regional
Secretariat of East Luwu Regency faces challenges in improving employee
performance, where teamwork and work motivation are key elements that need
to be considered. This research aims to analyse the effect of collaboration on
employee performance through work motivation of East Luwu Regency
Regional Secretariat Employees. This research uses a quantitative approach,
with the population being 109 East Luwu Regency Regional Secretariat
Employees, with a sampling technique using saturated sampling. Data was
collected through questionnaires distributed to employees of the East Luwu
Regency Regional Secretariat. The data analysis technique used was
descriptive verification using the SmartPLS statistical tool. The research
results show that collaboration has a positive and significant effect on
employee performance and motivation. Motivation has a direct impact on
employee performance and is also able to mediate the relationship between
cooperation and performance significantly. Good collaboration increases
employee motivation. This high motivation then encourages employees to
work harder, be more creative, and be more committed to their work, which
ultimately improves performance.
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Introduction
A government agency is a group of individuals specifically selected to carry out government
functions as a form of non-profit organisation. Every agency needs human resources who pay
attention to the ultimate goal of all development efforts so that they can employ high-
performing human resources so that they can work productively and with quality. Performance
is the result of employee work seen from the aspects of quality, quantity, working time and
cooperation to achieve the goals set by the organisation. Employee performance is work
achievement, namely the comparison between work results that can be seen in real terms and
the work standards that the organisation has set. (Tam et al., 2020).

Increasing organisational performance will greatly depend on efforts to improve individual
performance. Efforts to enhance personal performance in organisations are also carried out in
various ways, for example, through providing effective training, creating a conducive
environment and teamwork, implementing effective education and training, and increasing the
organisational commitment of employees themselves through employee engagement.
(Ngwenya & Pelser, 2020)

Collaboration is an important element in an effective work environment. In the context of
government organisations, such as the Regional Secretariat of East Luwu Regency,
collaboration not only supports the achievement of organisational goals but also improves
overall employee performance. Good collaboration between employees can create positive
synergy, where each individual feels motivated to make their best contribution to the
organisation. (Mendonca et al., 2021). Employee work motivation also plays a crucial role in
determining individual performance. Motivated employees tend to have higher commitment,
greater work enthusiasm, and the ability to complete tasks more effectively and efficiently.
Work motivation can come from various factors, including a supportive work environment,
recognition for work results, and opportunities for self-development (Lopes, 2023).

The Regional Secretariat of East Luwu Regency is an institution formed based on regional
regulations that assist the government (Regent) in carrying out its duties and authority. It cannot
be separated from the demand to become an organisation with high-performing employees.
Therefore, organisations must be able to manage various series of activities directed at
organisational goals. The role of the Regional Secretariat is very important in organising and
driving the working mechanisms of the Government system, which in itself does not escape
the demands of increasing efficiency in managing existing resources.

The Regional Secretariat has the task of assisting the Regent in formulating policies and
administrative coordination regarding the implementation of the tasks of Regional apparatus
and administrative services. The duties and functions of the Regional Secretariat of East Luwu
Regency include the formulation of regional policies; coordinating the implementation of
Regional Apparatus tasks; monitoring and evaluating the implementation of Regional policies;
administrative services and development of State Civil Apparatus in Regional agencies; and
implementation of other official functions assigned by the Regent in accordance with his duties
and functions.

Even though the task is very strategic, as stated above, not all employees are able to optimise
their performance in relation to the tasks given; there are changes in work that require speed
and skill in completing, initiation to make quick decisions so that everything goes as expected,
and so on.
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Various problems faced by employees through initial observations and surveys at the East
Luwu Regency Regional Secretariat by taking information about how well they perform in the
tasks they are responsible for. The results obtained showed that several employees said that the
performance or work performance of the majority of employees within the Regional Secretariat
of East Luwu Regency was not optimal; there was a lack of cooperation between employees,
which caused a decrease in productivity and work efficiency. Lack of coordination and synergy
within a team can hinder the achievement of overall organisational goals. Apart from that, low
work motivation often becomes an obstacle to achieving the expected performance.
Unmotivated employees tend to be less enthusiastic, less disciplined, and have alow
commitment to their work.

Previous research has shown that work motivation has a significant influence on employee
performance. For example, research by (Agsa, 2020) Revealed that work motivation has a
positive effect on employee performance. However, research on the impact of collaboration on
employee performance through motivation is still limited. Many researchers examine the
effects of cooperation on employee performance but do not include motivation variables as
mediators.

This research aims to examine the effect of collaboration on employee performance by looking
at the role of motivation as a mediating variable. By understanding the relationship between
these three variables, it is hoped that effective strategies can be found to improve employee
performance at the East Luwu Regency Regional Secretariat. A quantitative approach was used
in this research to measure and analyse data obtained through surveys of employees. It is hoped
that the results of this research can make a significant contribution to human resource
management and organisational development in the government sector.

Literature Review

Cooperation

Phina et al., (2018) Stated that cooperation is the most important thing in efforts to improve the
quality of performance and avoid miscommunication that can occur between employees and
leaders. Apart from that, collaboration needs to be trained with aspects tailored to the company.
A team is a group of people who, based on their abilities, work together and complement each
other to achieve the same goal.

Collaboration produces coordination, so a team must make a good and effective contribution
to the organisation or company. One of the ideas put forward. Mendonca et al.,
(2021)Collaboration is carried out by several employees who have the same goals and
strategies for achieving company targets. Through collaboration, employees in the company
are able to share a lot of knowledge and experience. From the various opinions above, it can
be concluded that cooperation is a group of people with different abilities, talents, experiences
and backgrounds who come together to achieve one goal in one or more activities.

The formation of a collaboration is based on several factors that play an important role in it.
According toAziz & Abadiyah, (2022) Several factors underlie the formation of collaboration
in an organisation, namely as follows: A sense of responsibility from two or more people,
contributing to each other in carrying out tasks, team members being able to get to know or
trust each other, and building cohesiveness within an agency. Teamwork is a process and
strategy that is built to realise the vision and mission of a company so that in teamwork, several
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indicators can be used. According toMulyati & Herawati, (2022) Determining the teamwork
indicators that will be used in this research consist of six indicators, namely responsibility,
shared goals, intensive communication, focus on the future, focus on the task, and fast response.

Employee Motivation

Werang et al., (2019) Stated that motivation is an active driving force which occurs at a certain
time, especially when the need to achieve a need is felt or is urgent. Meanwhile, according to
Erica et al. (2020), motivation is an impulse within an individual based on which he tries and
behaves in a certain way to fulfil his needs and desires.

According toNurhuda et al., (2020) Employee motivation is the amount of effort a person gives
to carry out their work duties, and if they are not motivated, it isn't easy to expect high work
productivity. Employee motivation is the willingness to expend a high level of effort for
organisational goals, which is conditioned by the ability of the effort to meet individual
needs.Farhah et al., (2020) States that employee motivation is a change in energy within a
person, which is characterised by the emergence of feelings and reactions to achieve goals.
From the definitions above, it can be concluded that employee motivation is a drive from within
that gives rise to feelings or reactions to do a job to achieve goals.

Maslow stated that humans have various needs and tries to encourage them to move to fulfil
these needs. Maslow grouped five hierarchies of needs in humans, namely: Physiological
Needs, namely basic needs to support human life, such as food, clothing and shelter; Safety
Needs, namely the need to be free from physical danger, such as the fear of losing something
one loves, such as a job or material possessions, Social Needs Of Affiliation, namely human
needs related to socialisation or association with others and their environment, Esteem Needs,
namely humans actually need recognition from other people about themselves who feel they
want to be appreciated, Self Actualization Needs are human needs who try to realise their
dreams. (Sunarya, 2022).

This research will use motivation indicators according to (Zou et al., 2024)Consisting of: The
dimensions of Internal and External Motivation have indicators including responsibility in
carrying out tasks, having clear and challenging goals, feedback on the results of their work,
having a feeling of joy at work, always trying to fulfil their needs and work life, happy to
receive praise for what they do, work in the hope of getting incentives.

Employee Performance

Loyarte-Lopez et al (2020) Defines performance improvement as an effort to increase
productivity and work efficiency through various approaches such as training, skill
development, and increasing employee motivation. It also emphasises the importance of
constructive feedback and recognition of achievements to encourage better performance.Zhang
et al., (2021) Defines performance improvement as a systematic process that aims to improve
work results through identifying and solving performance problems, as well as developing
required skills and competencies

Performance improvement is an effort made by individuals and organisations to increase
productivity, efficiency and effectiveness in achieving predetermined goals. (Omar et al.,
2023). It includes a variety of activities and strategies designed to optimise the use of resources,
improve work processes, increase employee capabilities and motivation, and create a
supportive work environment. The main goal of performance improvement is to achieve better
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results, both in the short and long term, as well as to ensure the sustainability and growth of the
organisation. (Zacher et al., 2019).

Chen & Doherty (2023) States that performance improvement is an activity carried out to
ensure that employees can achieve the desired level of performance. This includes various
activities such as training, career development, performance measurement, and providing
incentives.Subrahmanyam & Henari (2023) Defines performance improvement as an effort to
improve work results through employee motivation, training and development. This research
also highlights the importance of a supportive work environment and positive organisational
culture as determining factors in improving performance.

The conclusion from the experts' explanations above is that performance improvement is a
holistic approach that covers all aspects of human resource management, including recruitment,
training, performance appraisal, and rewards. Performance improvement also emphasises that
performance improvement must be based on a deep understanding of the organisation's needs
and goals as well as individual potential and aspirations.

To measure the level of measurement in this research, the indicators proposed byKaraca-Atik
et al (2023) Which put forward performance improvement indicators, namely: Productivity-
This indicator includes the number of units produced, services provided, or tasks completed in
a certain period; Quality of work - This indicator provides error rates, customer satisfaction,
and compliance with quality procedures and standards; Efficiency - This indicator includes
task completion time, material use and production costs; Competency - This indicator provides
skill level, speed of learning, and ability to adapt to change; Job satisfaction - This indicator
includes the level of satisfaction with salary, working conditions, relationships with coworkers,
and career development opportunities.

Hypothesis Development

Teamwork or teamwork is an important factor that influences employee performance in an
organisation. Research conducted byAziz & Abadiyah, (2022) Shows that organisational
culture and teamwork variables have a fairly strong relationship with employee performance.
Other research reveals that high teamwork and orientation towards good work results have a
positive effect on employee performance. This research also confirms that teamwork has a
significant positive impact on employee performance, indicating that implementing good
teamwork can improve overall performance. (Turah Raharjo, 2020). The first hypothesis of
this research can be formulated as follows:

H1: It is suspected that collaboration has a positive and significant effect on employee
performance

Research shows that effective collaboration in teams can increase employee motivation. This
is because employees feel more involved, appreciated and supported by their colleagues, which
in turn increases their morale and motivation. (Mulyati & Herawati, 2022). Good teamwork
also contributes to increased job satisfaction, which is an important factor in motivating
employees. When employees feel satisfied with their work environment, they tend to be more
motivated to provide their best performance. (Echeverria & Galaz, 2019). The second
hypothesis of this research can be formulated as follows:

H2: It is suspected that collaboration has a positive and significant effect on employee
motivation
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Research on the relationship between work motivation and performance shows that motivation
has a significant influence on performance. (Viseu et al., 2016). The relationship between
motivation and performance is often complex and influenced by a variety of factors, including
the environment, leader support, and development opportunities. Research evidence regarding
the influence of work motivation on performance has been examined byHyseni Duraku &
Hoxha, (2021) Found that motivation has a significant effect on performance. The third
hypothesis of this research can be formulated as follows:
H3: It is suspected that employee motivation has a positive and significant impact on
employee performance

Research finds that a combination of teamwork and high motivation can produce better
performance. When employees work well together and have high motivation, their work results
tend to be more optimal and efficient (Tan & Rajah, 2019). Work motivation often functions
as a mediator between teamwork and employee performance. (2020) revealed that workload
and teamwork influence employee performance, with work motivation as a mediating variable.
High motivation can strengthen the positive influence of teamwork on performance. The fourth
hypothesis of this research can be formulated as follows:

H4: It is suspected that collaboration has a positive and significant effect on employee
performance through employee motivation

Conceptual Framework

Explanation of theoretical studies and relationships between variables in this research, the
research framework can be depicted in Figure 1 below:

Performance

(Y)

Teamwork

(X)

Motivation

(2)

Figure 1: Conceptual Framework

Methodology

This research uses a quantitative approach, a method of testing certain theories by examining
the relationships between variables. This variable is measured using research instruments so
that data consisting of numbers can be analysed based on statistical procedures.

The population studied in this research were all employees at the East Luwu Regency Regional
Secretariat, totalling 109 employees as the unit of analysis, and the observation unit in this
research were employees at the East Luwu Regency Regional Secretariat. It is hoped that this
population determination will be able to represent a larger population so that the results of this
research can be generalised well. The sampling technique used was saturated sampling, where
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the entire population was sampled so that the number of samples in this study was determined
to be 109 samples.

The data used are primary data and secondary data. Primary data was collected through
observations, interviews and distributing questionnaires to respondents. Meanwhile, secondary
data was collected through literature study and documentation related to the research
conducted.

Several data processing techniques were carried out, including the Validity Test and Reliability
Test, which were carried out to test whether the question items were valid or not, so a validity
test was carried out on the sample of respondents. Meanwhile, the reliability test is used to
determine the consistency of the measuring instrument, whether the measuring instrument used
is reliable and remains consistent if the measurement is repeated. Descriptive analysis is
an analysis that shows the development and growth of a situation and only provides an
overview of a particular problem by describing the characteristics of the research object.
Correlation analysis is a study discussing the degree of closeness of the relationship between
variables, which is expressed by the correlation coefficient value. The relationship between
these variables can be positive and negative. Data analysis in this research uses the help of the
SmartPLS statistical program.

Data Analysis

Loading Factor

This test was carried out to measure the level of suitability of each indicator to describe the
variables used in the instrument by looking at the data resulting from the loading factor
analysis. The value of 0.7 is the expected value, which is often used as a minimum limit of >
0.6. In contrast, the loading factor value < 0.6 must be removed from the model because it has
a low level of validity or is considered unable to explain the construct of the variable. The
following is the loading tabulation. Factor:

teamwaork
. rfi
M ~ performanc
teamwor 0732
0,708 ~ 0.778 _|performanc...
teamwaork3 — — 0.850
0.783 — 0372 —0.870
0812 — . 0. — performanc...
teamwaorkd ‘_._0?35/ 0.841
{-——’é_l:rde 0.738  |performanc...
teamwaorkS - ’ Teamwork Performance
[l (¥) {¥) performanc...
teamworkd _— 0.680 0,550
motivation1
Lo
L M
motivation2
f»f'?m
muotivation3 D.?BTE
0776
o 4— 0795
motivationd D.?26/
motivation5 0.781 Maotivasi
- ;
[l (Z)

motivation®

Figure 1. Loading Factor
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After calculating the loading factors, it can be seen that the values for all indicators are as

expected > 0.7, so it can be said that all indicators are able to describe the variables and meet
the requirements for further analysis.

Table 1. Loading Factor

Variable Indicator Outer Explanation
Loading
Teamwork teamwork1 0.732 Valid
teamwork?2 0.702 Valid
teamwork3 0.783 Valid
teamwork4 0.812 Valid
teamworkb 0.736 Valid
teamwork6 0.742 Valid
Motivation motivationl 0.700 Valid
motivation2 0.737 Valid
motivation3 0.776 Valid
motivation4 0.795 Valid
motivation5 0.726 Valid
motivation6 0.781 Valid
Performance performancel 0.778 Valid
performance2 0.850 Valid
performance3 0.879 Valid
performance4 0.841 Valid
performanceb 0.738 Valid

Source: Data processed 2024

Convergent Validity

A variable can be said to be valid if it is able to explain the type of indicator with an Average
Variance Extracted (AVE) value of 0.5 or more. Based on the analysis results shown in Table
2 below, it can be seen that the AVE values for all constructs are > 0.5, so they are declared to
meet the requirements for further analysis.

Table 2. Convergent Validity

Variable Average Variance Explanation
Extracted (AVE)
Motivation_(Z) 0.567 Valid
Performance_(Y) 0.671 Valid
Teamwork (Y) 0.565 Valid

Source: Data processed 2024

Model Reliability

This stage aims to measure the consistency of each indicator in explaining the variable
construct. To find out how consistent each indicator is in explaining the variable construct, you
can see the analysis results in the composite reliability or Cronbach's alpha column, which is
set at a value of > 0.7. Based on the analysis results displayed in Table 3 below, it can be seen
that Croanbach's alpha and composite reliability values are > 0.7, so all variables are suitable
for use in further analysis.
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Table 3. Composite Reliability and Cronbach's Alpha

Variable Cronbach's Composite Explanation
Alpha Reliability
Motivation_(Z) 0.848 0.887 Reliable
Performance_(Y) 0.876 0.910 Reliable
Teamwork (YY) 0.846 0.886 Reliable

Source: Data processed 2024

Bootstrapping

After testing the PLS Algorithm until it meets all the specified requirements, Bootstrapping
testing is then carried out to determine the path coefficients (Path Coefficients) or the
significance of the independent variable (X) on the dependent variable (YY) in order to test the
research hypothesis. The following is an image of the path coefficient test obtained from the
results of bootstrapping analysis using SmartPLS 3:

teamwork]
h“'n. performanc...
teamworkd 13.306 X
1&2'3'-?\‘\.‘ 17.525  |performanc...
teamwork3 ""'1??13‘&“ 24824
] 5' 572 — 5748 —29.880 —pperformanc...
teamworkd ‘JHI'EBZP’! 18.662
*f:l‘l glr,u'g 11.974  |performanc...
teamwork5 - ’ Teamwork Performance ~a
v (¥} (¥ performanc...
teamworkt - - 10.572 8655
motivation
¥
.. .
motivation2 8.415
L -
" 8447
motivation3 —> 114“""\-\.\_

15342
L -
motivationd 13.570
motivation5 21692 Motivasi
e i
[ ()

motivationd

Figure 2. Direct Effect
An independent variable can be said to have a significant effect on the dependent variable if
the statistical significance value of T > t table (in this study, t table = 1.659) and P value < 0.05,
the influence value is shown in Table 4 below:

Table 4. Direct Effect (T-Test)

Variable T Stat | P Value Explanation
Motivation_(Z) -> | 8,655 . .
Performance (Y) 0,000 Positively Significant
Teamwork_(Y) -> | 10,572 0.000 Positively Significant
Motivation_(Z) ’

Teamwork (YY) -> | 5,748 Positively Significant
0,000
Performance (Y)

Source: Data processed 2024
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Table 5. Indirect Effect

Variable T Stat | T Table Explanation
Teamwork_(Y) ->
Motivation_(Z) -> | 6,131 0,000 Positively Significant
Performance (YY)

Source: Data processed 2024
Results and Discussion

The Effect of Collaboration on Employee Performance

First hypothesis: The results of the T statistical analysis show that the calculated t value = 5.748
> t table = 1.659 with a P value of 0.000 or smaller than the cut-off value of 0.05. This means
that the collaboration variable has a positive and significant influence on employee
performance. So, the first hypothesis is declared accepted.

Collaboration is one of the key factors in improving organisational performance. The results of
this research show that good cooperation between team members can increase productivity and
work effectiveness. This research also proves that effective collaboration improves
communication and coordination between employees. Open communication means
information can be spread quickly and accurately so employees can work more efficiently and
avoid mistakes. In addition, good collaboration creates a supportive work environment where
employees feel valued and motivated. Employees who feel supported by their co-workers
increase their job satisfaction, which in turn improves individual performance.

Through collaboration, employees can share knowledge and skills. This not only enhances
individual abilities but also enriches the team as a whole. Collaboration allows teams to gather
multiple perspectives in problem-solving. Various views within the team so that they can find
more innovative and effective solutions. This is important in facing complex and dynamic
challenges in the workplace. When employees work together, they are more likely to develop
new ideas that can improve work processes and produce better products or services.

The results of this research are still in line with several previous studies which found that
collaboration has a positive and significant influence on employee performance. Factors such
as effective communication, high motivation, skill development, better problem-solving, and
increased creativity contribute to this positive relationship.(Mendonca et al., 2020; Phulpoto,
2023; Phuong & Huy, 2022). Organisations need to encourage and facilitate good cooperation
among employees to achieve optimal performance. These studies show the importance of
building a collaborative work culture to improve employee performance. Investing in activities
that strengthen collaboration among employees is an effective strategy for achieving
organisational success.

The Effect of Collaboration on Employee Motivation

Second hypothesis: The results of the T statistical analysis show that the calculated t value =
10.572 > t table = 1.659 with a P value of 0.000 or smaller than the cut-off value of 0.05. This
means that the collaboration variable has a positive and significant influence on employee
motivation, so the second hypothesis is declared accepted.

These results are in line with intrinsic motivation theory, which states that basic human needs
for autonomy, competence, and social relationships are very important for motivation. Good
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collaboration in the workplace fulfils this need for social connection, which in turn increases

employees' intrinsic motivation.(Fishbach & Woolley, 2022). The positive and significant

influence of this research also shows that effective collaboration creates a sense of togetherness

and social support among employees. Employees who feel supported by their co-workers

increase their understanding of security and comfort, which contributes positively to their
motivation to work better.

Employees who work together well can increase employee job satisfaction so that employees
feel that they are part of an effective and harmonious team, and they tend to feel more satisfied
with their work. High job satisfaction is an important factor in increasing work motivation.
Collaboration opens up opportunities for employees to learn from their colleagues. This joint
learning process can improve employees' skills and knowledge, which in turn increases their
motivation to continue to develop and contribute more. Collaboration can also enable better
division of tasks and more efficient use of resources.

Employee cooperation plays an important role in building a supportive and motivating work
environment. Various previous studies have shown that effective collaboration among team
members not only improves performance but also provides a significant boost to employee
motivation.(Simbolon & Nurhayati, 2023; Yoshida et al., 2022). Factors such as increased
sense of community, appreciation, job satisfaction, opportunities for learning, increased
creativity, and work efficiency contribute to this positive relationship. Good collaboration
between employees can create a work environment that supports and motivates employees to
work optimally.

The Effect of Motivation on Employee Performance

Third hypothesis: The results of the T statistical analysis show that the calculated t value =
8.655 > t table = 1.659 with a P value of 0.000 or smaller than the cut-off value of 0.05. This
means that the motivation variable has a positive and significant influence on employee
performance, so the third hypothesis is declared accepted. Work motivation is an important
factor that can significantly influence employee performance. In the context of East Luwu
Regional Secretariat employees, high motivation can increase work effectiveness and
efficiency, as well as contribute to achieving organisational goals.

High motivation is often related to high job satisfaction. Employees who are satisfied with their
work tend to be more productive and committed to their tasks. This job satisfaction can improve
the quality of employee performance and contribution to the organisation. Motivation is often
fueled by rewards and recognition of employee efforts and achievements. Employees who feel
appreciated and recognised tend to be more motivated to work harder and show better
performance.

High motivation from employees also encourages employees to continue to develop their skills
and competencies. With better skills, employees can complete tasks more efficiently and
effectively, ultimately improving their performance. Increasing employee motivation is also
able to commit by understanding the importance of their role in achieving these goals and trying
to make their best contribution. High motivation can reduce absenteeism and employee
turnover rates. Motivated employees tend to be more engaged in their work and less likely to
take time off or look for another job. In this way, continuity and consistency of performance
can be maintained.
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These results are still in line with previous research, which also found that motivation has a

positive and significant influence on employee performance.(Chintalapti, 2021; Liga febrina et

al., 2021; Miao et al., 2019). Factors such as increased job satisfaction, rewards and

recognition, skill development, commitment to organisational goals, reduced absenteeism and
turnover rates, and increased creativity and innovation contribute to the positive relationship.

The Effect of Collaboration on Performance Through Employee Motivation

Fourth hypothesis: The results of the T statistical analysis show that the calculated t value =
6.131 > t table = 1.659 with a P value of 0.000 or smaller than the cut-off value of 0.05. This
means that the collaboration variable has a positive and significant influence on performance
through employee motivation, so the fourth hypothesis is declared accepted. The results of this
research show that motivation is able to mediate between employee cooperation and
performance at the East Luwu Regional Secretariat. Understanding how cooperation influences
employee motivation and performance is very important to increase organisational
effectiveness.

Motivation acts as an important mediator in the relationship between cooperation and employee
performance. Good collaboration creates a supportive work environment, which increases
employee motivation. High motivation, in turn, encourages employees to work harder, more
efficiently, and more innovatively, which improves their performance. Effective collaboration
increases the sense of community and social support among employees. This sense of
community creates a more enjoyable and supportive work environment where employees feel
safe and valued. Social support from coworkers can reduce stress and increase job satisfaction,
which contributes to higher motivation. This strong motivation then encourages employees to
work harder and more efficiently.

High motivation is often associated with increased work quality. Motivated employees are
more likely to work conscientiously and ensure that their work meets high standards. This good
work quality is an important factor in improving organisational performance. Motivated
employees tend to be more engaged in their work and less likely to take time off or look for
another job. In this way, continuity and consistency of performance can be maintained.
Motivated employees are also more likely to take initiative and think innovatively. They dare
to try new ways to complete tasks and find creative solutions to the problems they face. These
innovations and initiatives can increase work efficiency and effectiveness, which has a positive
impact on performance.

The results of this research are still in line with several previous studies, which also found that
collaboration has a positive and significant influence on employee performance by increasing
motivation.(Haekel et al., 2024; Jufrizen, 2021; Febrina et al., 2021; Mulyadi, 2021). Factors
such as an increased sense of community, appreciation and recognition, job satisfaction,
opportunities for learning, effective problem-solving, and increased creativity contribute to
such positive relationships.

Implications

This research has several significant implications for organisations, managers and
policymakers at the East Luwu Regency Regional Secretariat. The main impact of this research
is that organisations need to develop and implement programs that encourage collaboration
among employees. This can be done through teamwork training, team-building activities, and
collaborative projects that enable employees to work together effectively. By increasing
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collaboration, organisations can create a more harmonious and productive work environment.
Creating a work environment that is supportive and conducive to collaboration can increase
employee motivation. This includes providing a comfortable workspace, facilitating effective
communication, and ensuring that employees feel valued and supported in their work.

Training programs that focus on developing interpersonal and teamwork skills are essential.
By providing appropriate training, employees will be better prepared to work in teams and
more motivated to contribute optimally. Management policies that support cooperation and
motivation need to be implemented. This includes work flexibility policies, opportunities for
participation in decision-making, and the provision of necessary resources to help the team's
work. Management needs to ensure that this policy is implemented consistently and fairly.

Conclusion

This research aims to understand how employee collaboration influences their performance
with motivation as a mediating variable at the East Luwu Regency Regional Secretariat. Based
on data analysis and a review of theory and previous research, several conclusions can be put
forward: Effective collaboration between employees has been proven to have a direct positive
influence on their performance and motivation. A collaborative and harmonious work
environment allows employees to work more efficiently and productively. Good collaboration
also increases employee motivation through several mechanisms, such as improving job
satisfaction, rewards and recognition, skills development, as well as a sense of togetherness
and social support. Motivation has a direct effect on employee performance and is also able to
mediate the relationship between cooperation and performance significantly. Good
collaboration increases employee motivation. This high motivation then encourages employees
to work harder, be more creative, and be more committed to their work, which ultimately
improves performance.
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