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Abstract. Employees are the core of ongoing organizational activities. In
the industrial cycle, employees are coming from adjacent regions.Social
support is needed to have motivation at work. Motivation to work will have
an impact on work results. This study aims to analyze social support for
employee performance with work motivation as an intervening variable in
the shuttlecock industry in Pringgolayan Surakarta, Indonesia. Previous
research shows that social support has an influence on employee motivation
at work. Other studies explain that motivation can improve employee
performance. This study uses a quantitative method with a sample of 100
respondents. The sample is determined by the purposive sampling method.
Respondents are employees of the shuttlecock industry, who had worked
for at least 3 mo.. This study uses SmartPLS 3.0 as a data analysis
technique. The results of this study indicate that working conditions have a
significant effect on work motivation, social support has a significant effect
on work motivation and social support has a significant effect on employee
performance. Research also shows that work motivation has a significant
influence on employee performance. Work motivation among shuttlecock
industry employees still needs to be improved so that its performance is
improved. Aspects of social support are friends and superiors, for that the
leadership must provide support to increase employee work motivation.
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1 Introduction
Human resources are factors that need to be managed properly by the company. The
management of human resources is carried out so that human resources become competent
so as to improve the performance of employees and the company. Noah and Steve, in their
research, stated that to run a smooth, effective and efficient organization, human resources
are the most valuable and much needed by organizations [1].
An employee will be able to carry out the work well, so as to achieve an op-timal result
if one of them is supported by social support. Social support also plays a role in increasing
or decreasing work motivation and employee performance. Social support is the presence of
other people who can make individuals believe that they are loved, cared for, and are part
of a social group, namely family members, colleagues, and close friends [2]. Smet says that
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social support is a function of social ties, and social ties illustrate the general quality level
of in-personal relationships [3].
Based on the results of the interviews, the employees in the shuttlecock industry in
Pringgolayan Village, Surakarta, showed that social support from friends and family
became an encouragement when employees took a lot of work (Interview with several
employees on November 15, 2018). Social support from friends and family becomes a
consideration in determining how many shuttlecocks will be worked on. When employees
get positive support from family and coworkers, they will take more work than before, and
vice versa, when they get negative support, employees will not be enthusiastic in working
so that they cannot complete the work.
Achieving good performance without getting social support is difficult to materialize;
by getting social support, employees are able to work more passionately, better because
basically, humans are social beings who need support from others. Social support is a form
of interpersonal relationships with people around them, in which there is assistance in the
form of empathy given through the process of communication and social contact.
Eventually, there will be pleasure and appreciation from people who get help and feelings
that are being watched by people who receive help or support. The involvement of family,
friends and or work can provide support, especially for those who have special needs and
are not found in work or workplaces. Support can be direct or indirect. Social support
affects psychological aspects so that employees can work more calmly, loyally and
motivated to work, so that good employee performance is created [2].
In addition to these two factors, motivation also plays a role in increasing or decreasing
the performance of the Shuttlecock industry. Motivation is a de-terminant that is important
for individual achievement. Motivation is a concept that describes the strengths that exist in
employees who start and direct behavior. Employees with enthusiastic behavior are the
result of stronger levels of motivation, and conversely, employees with low morale are the
result of a lack of motivation to work [4].
According to Mensah and Tawiah motivation is defined as a process that takes into
account the intensity of the individual, direction, and persistence to achieve goals [5].
Motivation has psychological and managerial significance. The psychological meaning of
motivation refers to the internal mental state of a person related to the initiation, direction,
perseverance, intensity, and cessation of behavior. The meaning of managerial motivation
is related to the activities of managers and leaders encouraging others to produce the results
desired or outlined by the organization or by managers.
Based on interviews, the shuttle-cock industry in Pringgolayan Village, Surakarta,
Indonesia showed that they were motivated to work, one of which was getting monthly
salaries and more flexible work (Interviews with Arima-tea, Marman, and Yayak, owners
of the Adamputrat shuttlecock business on October 15, 2018). Work was done. Shuttlecock
industry is flexible because there are no restrictions on how many employees must
complete the work, and there is no deadline for completion of work done when, but that
does not mean employees can be lazy because the more that is done, the more employees
receive.
The relationship of work motivation and employee performance in Jayaweera's study is
found that work motivation has a positive influence on performance, meaning that when
employees have high motivation causes employees to be able to optimize their abilities at
work [6]. These conditions cause the results of employee work to increase. Work
motivation is an internal encouragement from employees so that when work motivation is
high, employees have a strong commitment and are not easily discouraged in facing various
problems at work so that it increases work results. Even though someone has a lot of skills,
knowledge, and abilities. The person cannot do a good job until the person can be
motivated, so motivation is important in improving employee performance.
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2 Literature review
2.1 Social support
Social support is the presence of other people who can make individuals believe that they
are loved, cared for, and are part of social groups, namely family, coworkers and close
friends [2]. Smet says that social support is a function of social ties, and social ties illustrate
the general level of quality of interpersonal relationships [3]. Albrecht and Adleman define
social support as verbal and non-verbal communication between the recipient and the
provider to reduce uncertainty about the situation, self, other people, or relationships and
functions to enhance the perception of one's self-control in one- only life experience [7].
Social support, according to Kumalasari and Ahyani is one function of social ties, and
social ties illustrate the general level of quality of interpersonal relationships [8]. Ties and
friendships with others are considered aspects that provide emotional satisfaction in an
individual's life. From some of the opinions above, it can be concluded that social support
is positive assistance or support given by certain people to individuals towards their lives as
well as in certain social environments so that the receiving individual feels cared for,
valued, respected, and loved.
2.2 Work motivation
Basic word motivation (motivation) is a motive that means encouragement, cause, or reason
for someone to do something. Therefore, motivation can mean a condition that encourages
or becomes a cause for someone to do something action or activity, which takes place
consciously [9]. According to Wursanto needs are generating and driving behavior [10].
This means if there is a shortage of needs, people will be more sensitive to motivation.
Thus, needs are closely related to the shortcomings experienced by someone. This
deficiency can be physiological (food, clothing, and living places), psychological
(recognition or appreciation), and social (group).
If the various needs can be fulfilled or the various deficiencies can be overcome, it will
give encouragement to someone to perform better. Therefore, the main motivation for
someone to work in a company is to meet these various needs. An employee will be
motivated to work earnestly if he feels given an opportunity to develop his achievements,
feels friendship in the work environment, and feels there is an opportunity to occupy a
position so that he can advise others. In other words, if the employee's needs are met, then
the employee will tend to behave as desired by the company.
The need for high achievers in employees will encourage employees to achieve success.
Employees will struggle to fulfill their ambitions personally rather than achieve success in
the form of company awards. Employees are always better and more efficient over time.
2.3 Employee performance
According to Torang performance is the quatity and quality of the work of individuals
or groups within the company in carrying out basic tasks and functions which are guided by
norms, standard operating procedures, criteria, and measurements that have been set or
applicable in the company [11]. According to Sedarmayanti performance means the work
of a worker, a management process, or an organization as a whole, where the work results
must be able to show concrete evidence and can be measured (compared with
predetermined standards) [12]. In the opinion of the experts above, it can be concluded that
employee performance is the result of the work achieved by an employee in carrying out
their duties.
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2.4 Hypothesis development
2.4.1 Social support and work motivation
Social support is needed by the individual in dealing with others in order to carry out his
life in the community. Smet says that social support is one function of social ties [3]. The
social ties describe the general level of quality of interpersonal relationships. The definition
of social support is defined by Smet as an interpersonal transaction involving one or more
aspects consisting of emotional support, appreciation, instrumental, and information [3]. the
availability of social support will make individuals feel loved, cared for, valued, and
become part of the group.
Research conducted by Rahmadita found that there was a very significant positive
relationship between social support and job motivation for employees [13]. When
individuals receive full social support for what is done, the individual will feel more
comfortable working so that the individual will show maximum work performance, which
in turn will increase the motivation to work from the individual.
H1: Social support influences the work motivation of shuttlecock industry employees in
Pringgolayan Village, Surakarta.
2.4.2 Social support and employee performance
Achieving good performance without getting social support is difficult to materialize. By
getting social support employees are able to work more passionately, better because
basically, humans are social beings who need support from others. Social support is a form
of interpersonal relationships with people around them, in which there is assistance in the
form of empathy given through the process of communication and social contact.
Eventually, there will be pleasure and appreciation from people who get help and feelings
that are being watched by people who receive help or support. The involvement of family,
friends and or work can provide support, especially for those who have special needs and
are not found in work or workplaces. Support can be direct or indirect. Social support
affects psychological aspects so employees can work more calmly, loyally and motivated to
work, so that good employee performance is created.
Raeda's research results show that social support from colleagues has a significant
effect on performance [14]. According to Raeda, social support from coworkers is able to
increase the level of employee performance [14]. H2: Social support influences the
performance of shuttlecock industry employees in Pringgo-layan Village, Surakarta.
H2: Social support influences the work performance of shuttlecock industry employees in
Pringgolayan Village, Surakarta.
2.4.3 Work motivation and employee performance
Motivation is a desire in someone that causes that person to act. Someone often takes action
to achieve a goal. Motivation questions how to encourage the passion of subordinates, so
they want to work hard by giving all their abilities and skills to realize company goals.
A person's motivation starts from the need, desire, and drive to act for the achievement
of needs or goals. This indicates how strong the drive, effort, intensity, and willingness to
sacrifice for the achievement of goals. In this case the stronger the drive or motivation and
enthusiasm will be, the higher the performance.
The relationship of work motivation and employee performance in Jayaweera's study
found that work motivation has a positive influence on performance, meaning that when
employees have high motivation causes employees to be able to optimize their abilities at
work [6]. These conditions cause the results of employee work to increase. Work
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motivation is an internal encouragement from employees so that when work motivation is
high, employees have a strong commitment and are not easily discouraged in facing various
problems at work so that it increases work results. Even though someone has a lot of skills,
knowledge, and abilities, the person cannot do a good job until the person can be motivated,
so motivation is important in improving employee performance. H3: Work motivation
influences the performance of shuttlecock industry employees in Pringgo-layan Village,
Surakarta.
H3: Work motivation influences the employee performance of shuttlecock industry
employees in Pringgolayan Village, Surakarta.
2.5 Research framework

Fig. 1. Research framework

Employees and companies are two inseparable things. Employees play the main role in
running the company's life wheel. Within the company, social support is a factor that
directly influences work motivation and employee performance. Achieving good
performance without getting social support is difficult to materialize. By getting social
support employees are able to work more enthusiastically and will ultimately have an
impact on improving employee performance. This is what drives employees to conduct
research on the effect of social support on employee performance through work motivation.

3

Research method

This type of research is quantitative research because this study tests the hypotheses that
have been set and to determine the influence of the independent variable (independent) on
the intermediate variables and the dependent variable (depen¬den). This study has the
object of social support research (X), employee performance (Y), and work motivation (Z)
as intervening variables.
The population in this study are employees of the shuttlecock industry in Pringgolayan
Village, Surakarta, totaling 282 people. Determination of the number of representative
samples according to Hair good samples for structural equation modeling research is 100200 respondents, where in this study, 100 respondents will be sampled, this number
represents the number of active employees working in the last 3 mo [15]. The sampling
technique used was purposive sampling, namely the sampling technique with certain
considerations [16]. The criterion in this study is that employees must have worked for at
least 1 yr.
Operational definitions in this study include research variables consisting of
independent or independent variables (X), namely social support, intervening variables (Z),
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namely work motivation and dependent or dependent variables, namely employee
performance (Y).
Types and sources of data in this study, using primary and secondary data, where the
primary data used in the study was the result of answers from filling out the questionnaire
by the respondents. and secondary data used come from literature, literature studies in the
form of theories obtained from books, journals, articles, and other sources. Data collection
methods used in this study were obtained through a questionnaire. The questionnaire in this
study uses a Likert scale. A Likert scale is a "scale used to measure the attitudes, opinions,
and pre-conceptions of a person or a group of people about social phenomena [16].The
Likert scale used in this study is divided into five categories, from strongly disagree to
agree strongly.
In this study, 100 questionnaires were distributed to 100 respondents. The distribution
of the questionnaire was done by meeting directly and distributing one questionnaire to
respondents who met the sample criteria. This study uses a partial regression analysis
technique (Partial Least Square/PLS) to test all proposed research hypotheses. Each of these
hypotheses will be analyzed using the SmartPLS 3.0 application to test the effect between
variables.
T test is done to be able to determine the effect of the independent variable partially on
the dependent variable, as well as to find out whether the effect was significant or not . The
research hypothesis is accepted if t-statistic > t-table and vice versa are rejected if tcount <
t-table.

4 Analysis and discussion
In this study, to test the research hypotheses used Parallel Least Square (PLS) analysis with
the SmartPLS program. The following are the results of structural model optimization with
PLS:

Fig. 2. PLS Path Model

4.1 Outer model evaluation
4.1.1 Convergent validity
Convergent validity is said to be fulfilled if there is sufficient intercorrelation between
variables (indicators) used in measuring the same construct [17]. When the value of the
loading out> 0.50, then the factor is considered to have fulfilled a good convergent validity
value. The following is a presentation of the results of calculations that have been done
using SmartPLS 3.0 soft ware.
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Fig. 3. PLS outer model
Table 1. Outer loading value
Variable
X1
X2
X3
X4
X5
X6
X7
X8
Y1
Y10
Y11
Y12
Y13
Y14
Y2
Y3
Y4
Y5
Y6
Y7
Y8
Y9
Z1
Z2
Z3
Z4
Z5

Employee
performance

Social
support

Work
motivation

0.651
0.666
0.719
0.798
0.697
0.764
0.676
0.553
0.868
0.725
0.86
0.763
0.774
0.697
0.685
0.665
0.775
0.848
0.746
0.771
0.806
0.707
0.792
0.817
0.776
0.706
0.764

Table 1. shows that the outer loading value for each statement > 0.5 [18].This
means that it is valid. It also shows that the research instrument used has measured
what is supposed to be measured. Thus, the numbers that have been declared valid
can be used for further processing at a later stage.
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4.1.2 Discriminant validity
Discriminant validity in the reflective measurement model is assessed based on the greater
cross loading value compared to other cross loading constructs and AVE (Average
Variance Extraxted) with value s> 0.5 [19].
Table 2. shows that each construct has a factor loading value > cross loading of
another construct. This also shows that each research instrument has measured in
accordance with what should be measured so that the numbers that have been
declared valid can be used for further processing at a later stage.
Table 2. Discriminant validity (cross loading) value
Variable
X1
X2
X3
X4
X5
X6
X7
X8
Y1
Y10
Y11
Y12
Y13
Y14
Y2
Y3
Y4
Y5
Y6
Y7
Y8
Y9
Z1
Z2
Z3
Z4
Z5

Employee
performance
0.5
0.488
0.422
0.545
0.474
0.548
0.404
0.322
0.868
0.725
0.86
0.763
0.774
0.697
0.685
0.665
0.775
0.848
0.746
0.771
0.806
0.707
0.731
0.762
0.782
0.71
0.7

Social
support
0.651
0.666
0.719
0.798
0.697
0.764
0.676
0.553
0.521
0.546
0.498
0.504
0.445
0.352
0.516
0.513
0.647
0.632
0.482
0.548
0.603
0.444
0.443
0.525
0.558
0.432
0.542

Work
motivation
0.497
0.481
0.405
0.529
0.476
0.503
0.386
0.253
0.815
0.761
0.806
0.691
0.714
0.637
0.564
0.557
0.725
0.823
0.771
0.796
0.789
0.72
0.792
0.817
0.776
0.706
0.764

Table 3. AVE
Average Variance
Extracted (AVE)
0.587
0.582
0.595

Variables
Employee performance
Social support
Work motivation

Table 3. shows that all the variables in this study met the discriminant validity criteria,
because of AVE > 0.5. This shows that the research instruments used have been measured
according to what should be measured. So that the numbers that have been declared valid
can be used for further processing at a later stage.
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4.2 Reliability test
4.2.1 Composite reliability
Composite reliability is used to test the reliability of a variable, which shows the accuracy
and consistency of the accuracy of a measuring instrument [17]. A variable is considered
reliable if the composite reliability value is more than 0.7.
Table 4. shows that the composite reliability value of each variable > 0.70 can thus be
said that all research variables have good reliability. It also proves that the response tool is
consistent for each variable. Thus the numbers that have been declared reliable can be used
for further processing at this stage
Table 4. Composite reliability
Composite
reliability
0.952
0.880
0.880

Variables
Employee performance
Social support
Work motivation

4.2.2 Cronbach's alpha
Cronbach's alpha aims to measure the lower limit of the reliability value of a construct [18].
A variable is considered reliable if the value of Cronbach's alpha is more than 0.7.
Table 5. Cronbach's alpha
Variables
Cronbach's alpha
Employee Performance
0.945
Social Support
0.845
Work Motivation
0.829

Table 5. shows the Cronbach's alpha value > 0.70, so that all variables in this study have
good reliability. This means that the responses of respondents for each variable are
consistent, so the figures that have been declared reliable can be used for further
processing.
4.3 Inner model evaluation
4.3.1 Goodness of fit - inner model
This evaluation aims at the ability of the observed value generated by the model and also its
parameter estimation. Q-square must be> 0 to show good predictive relevance [19].
Table 6. Determination Coeficient (R Sqaure)
R
Square
0.920
0.423

Employee performance
Work motivation
Q2 = 1 - [(1 - R1) (1 - R2)]
= 1 - [(1 - 0.92) (1 - 0.423)]
=1 - [(0.08) (0.577)]
= 0.954

R Square
Adjusted
0.918
0.418
(1)

The Q2 result achieved is 0.954, meaning that the Q2 value above provides evidence
that the model has a relative influence on predictive relevance because the magnitude of Q2
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has a value with a range of 0 < 0.954 < 1, where the closer to 1 means the model is getting
better.
Table 6 above gives a value of 0.423 for the construct of work motivation, which means
that social support is able to explain the work motivation variance of 42.3 %. While giving
a value of 0.920 for the construct of employee performance, which means that social
support and work motivation is able to explain the variance in employee performance
4.4 Hypothesis testing
Hypothesis testing aims to determine the relationships or relationships that occur between
each variable studied. In this study, hypothesis testing using a significance value of 5 %
with a statistical t value of 1.985. Then the hypothesis is accepted when t-statistic > 1.985.
Table 7. The results of hypothesis testing
Variables
Social Support -> Employee Performance
Social Support -> Work Motivation
Work Motivation -> Employee Performance

T Statistics
(|O/STDEV|)
2.47
12.91
29.282

P Values
0.014
0.000
0.000

Based on Table 7, it can be seen that social support has a significant effect on employee
performance, as evidenced by the t value of 12.91 > t table of 1.985, so H1 is accepted.
Based on Table 7, it can be seen that social support has a significant effect on work
motivation, as evidenced by the t value of 2.47 > t table of 1.965 so that H2 is received.
Based on table 7 it can be seen that the work motivation has a significant influence on
employee performance as evidenced by the t value of 29.282, > t table of 1.985 so that H3
is accepted
4.5 The Influence of social support on work motivation
The results in this study indicate that social support has a significant influence on work
motivation; this is evidenced through the t value of 12.91 > t table of 1.965. So that shows
that social support is one of the factors that influence work motivation.
Another study conducted by Rahmadita found that there was a very significant positive
relationship between the social support of a partner to work motivation in female
employees [13]. When someone gets full social support for what is done, then people will
be more comfortable in working [20]. It enables the person to show maximum work
performance, which in turn will increase the work motivation of that person. Employees
can be motivated because the majority of the population are working as shuttlecock makers,
starting with their parents who work as shut-trick makers and then continuing to their
children. So that many young people who also make shuttlecocks to earn their own income,
they learn to make shuttlecocks from their parents and their friends.
4.6 The Influence of social support on employee performance
This study shows the results that social support has a significant influence on employee
performance; this is evidenced through the t value of 2.47 > t table of 1.965. So that shows
that employee performance is influenced by social support. Raeda's study, entitled "Job
Stress, Job Performance, and Social Support Among Hospital Nurses," states that social
support from colleagues has a significant effect on performance [14]. According to Raeda,
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social support from fellow co-workers can improve the level of employee performance
[14].
Social support is an important factor in forming good performance. Social support is an
indispensable factor in achieving good performance because with social support, employees
are more motivated to work and ultimately able to improve their performance. Social
support will encourage employees to work well [2].
4.7 The Influence of work motivation on employee performance
Work motivation has a significant effect on employee performance. This is evident from
the t value of 29.282 > t table of 1.965. This shows that employee performance is
influenced by work motivation. According to Mensah and Tawiah motivation is a process
that takes into account individual intensity, direction and persistence in meeting desired
targets [5]. Motivation has psychological and managerial significance. The psychological
meaning of motivation refers to a person's internal mental state related to initiation,
direction, perseverance, in-tensity and stopping the behavior.
Previous studies results found that work motivation is a factor forming employee
performance [6, 21]. This provides an illustration that motivated employees will be able to
work well and be able to complete the work that is a burden. Work motivation is
encouragement in employees that can make employees excited at work, thus increasing its
performance. Ability, skills and high knowledge, if not accompanied by motivation, will
make employees unable to work properly, so motivation is needed in completing a job

5 Conclusion
Based on the results of the research and data analysis above, it can be concluded in several
conditions. Social support has an influence on work motivation for shuttlecock industry
employees in Prainggolan Village, in which high social will be able to increase work
motivation significantly. Then, social support has an influence on the performance of
shuttlecock industry employees in Prainggolan Village because higher social support will
be able to improve employee performance significantly. Finally, work motivation has an
influence on employee performance in shuttlecock industry employees in Prainggolan
Village as higher work motivation will significantly improve employee performance.
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