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Abstract 

This paper aims to explain the factors that influence work productivity and how they influence it. The proposed 

theoretical framework highlights the work environment factors described by leaderships and training & learning 

mediated by teamwork depicted in team cohesiveness and team member trust. These factors further explain 

work productivity. The empirical validity was carried out by conducting a survey using a Likert scale type 

questionnaire on employees in a mining contractor company in Indonesia. The data obtained are analyzed using 

the Structural Equation Model. The analysis results are returned to support our theory which shows a significant 

and positive mediating effect of teamwork consisting of team member trust and team cohesiveness. Leadership, 

training & learning have a significant positive effect on team cohesiveness and team member trust and 

subsequently have a significant effect on productivity. This study offers important insights for organizations 

seeking to improve the productivity of work of employees in the organization. 

Keywords: Leadership , Training & Learning, Team Cohesiveness, Team Member Trust, Productivity 

 

1. Introduction 

The company's work performance is indicated by an increase in revenue, profit, and a decrease in operating 

costs. Besides, Organizational performance as the driving force of the company is also an important part that 

plays role in supporting the company's performance.  The big goal of any organization is to improve the whole 

work performance that can be achieved through the efficient performance of employees (Tahir, 2014). To 

improve organizational performance as a whole, it is important to utilize the human resource of an organization 

in efficient and effective ways (Hanaysha, 2016). The previous journal shows that there are many organizational 

factors, such as teamwork, employee empowerment, and training that can affect the performance of the 

employees (Bhat, 2013). 

Jones (2017) revealed that teamwork allows employees to produce more desired output compared to 

individuals. Generally, teamwork is a group of people who want to work together to achieve a common goal 

(Hanaysha, 2016). It is supported by a conducive work environment with effective leadership and employee 

development through training and learning programs (training & learning) that enables employees to achieve 

their best work performance. Leadership is defined as the use of strategies for growth and development purposes 

by directing to offer inspiring motives to increase the potential of employees to grow and develop (Belonio, 

2012). The organizations that create an atmosphere where training is needed and the employees highlight the 

importance of training will have more committed people (Hanif, 2013). 
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In the mining industry, the performances are measured by the productivity achievement of the machine 

operated by the operator. These heavy equipment operators carry out their duties organized by field supervisors 

called Group Leaders. The Group Leader is tasked with managing their work environment to create a safe, 

conducive, and productive situation. In carrying out their duties, the Group Leader - Group Leader interacts and 

collaborates so that they can support each other to overcome operational obstacles so that they can complete the 

assigned task properly. 

2. Problem Statement 

The research related to the relationship between teamwork and performance generally discusses the direct 

relationship between the aspect of teamwork as the independent variable in general on the performance. 

Furthermore, this general independent variable is used to predict the influence of teamwork on employee 

performance. It includes interpersonal skills to communication skills without focusing on the abilities or skills of 

team members, team member morale, recognition, and rewards as measures of teamwork that can estimate the 

effect of teamwork on employee performance(Phina, Chukwuma, Arinze, & Chidi, 2018) 

A study conducted by Jones, Richard, Paul, Sloan in 2017 on the effects of development teams in 

organizations shows that employees who work in teams can produce more output. The organization must be able 

to make individuals in the organization able to work as a team. Teamwork is crucial in an organization, 

therefore a teamwork management system must be designed (Jones, 2017) 

Based on the discussion above, there are enough proofs that many aspects related to the questioned topic 

have not been reviewed yet. In general, teamwork is positioned as the independent variable that directly 

influences performance as the dependent variable. It will be interesting to see how the organization creates a 

work environment that can encourage the thoughts to work as a team. The leader's role in managing the team 

and developing the team members is needed in forming a mindset to work as a team. Furthermore, good 

teamwork will encourage productivity. Therefore, it is necessary to make efforts and aspects that can encourage 

the establishment of teamwork, and then it will push the achievement of organizational goals. This study 

investigates the relationship between the work environment related to leaderships and training & learning 

towards the achievement of productivity mediated by teamwork described in team cohesiveness and team 

member trust. 

3. Research Questons 

Based on the discussion above, then the problems of this study are :  

1. How does leadership can influence team member trust?  

2. How does leadership affect the cohesive team? 

3. How can training and learning affect team member trust?  

4. How do training and leadership affect the cohesive team?  

5. How can team member trust affect productivity?  

6. How can a cohesive team affect productivity?  

The objectives of the study are:  

1. Determine the contribution of the work environment to perceived organizational productivity  

2. Determine the contribution of the teamwork approach to perceived organizational productivity.  

3. Investigate the relationship between the teamwork approach and perceived organizational productivity 

4. Literature Review 

4.1 Productivity 

The American Productivity Center defines "productivity as a measure of the efficiency we use to produce 

goods and services." (Mannisto, 1980). They also describe the terms productivity, efficiency, and effectiveness 

as: 

Effectiveness is the ability to produce the desired result (that is, to do the right thing at the right time). 

Efficiency or Productivity is the ratio of output per unit of input or the production ratio to invested capital and 

resources. (Sultana, 2012) describes productivity as the ability to achieve certain tasks according to 

predetermined standards of accuracy, completeness, cost, and speed. It means that employee productivity can be 

assessed in terms of the efficiency of an employee in performing their duties. Overall, employee productivity 

can be evaluated concerning an employee's output over a certain period. 

Productivity is about how well the community association resources such as raw materials, labor, skills, 

capital, equipment, land, managerial ability, and financial capital to produce goods and services. The benefits of 
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teamwork are substantial productivity growth in a compass that requires creative completion for a variety of 

tasks, a high degree of adaptation, and operational management (Vašková, 2007). 

Productivity is a part of performance. It was explained by (Scott, 2018) who divides the diversity of 

performance into two; financial performance (such as income or expense refunds) and non-financial 

performance (productivity, the service quality, innovation, and personel). 

Sarika and Jyosthna (2020) performed a discussion related to productivity where they put productivity as a 

dependant variable in their study.   

Manzoer (2011) stated that there is a clear connection between teamwork and the quality and rate of 

productivity and work performance in the work place. Team productivity in mining operational is shown 

through the production performance achieved within a certain time and achieved the target of deadline.  

4.2 Working Environment 

The work environment consists of two broader dimensions such as work and context. Job includes all the 

different job characteristics such as how the work is performed and completed, involving tasks such as training 

activity assignments, control of activities related their work, a sense of accomplishment from the job, variations 

in tasks and intrinsic value for a task. Many research papers focus on the intrinsic aspects of job satisfaction. 

The results showed that there was a positive relationship between the work environment and the intrinsic aspects 

of job satisfaction. 

Spector (1997) observed that most businesses ignore the work environment that their organization produces, 

and it harms the performance of their employees. According to him, the work environment consists of employee 

safety, job security, good relations with colleagues, recognition of good performance, motivation to perform 

well, and participation in the decision-making process. Furthermore, he elaborated that once employees realize 

that the company considers them as important, they will have a high level of commitment and a high sense of 

ownership for their organization. 

Different factors in the work environment such as wages, working hours, autonomy granted to employees, 

organizational structure, and communication between employees & management can affect job satisfaction 

(Lane, 2010) . Arnet (1999) argues that in organizations, it can be observed that most employees have a problem 

with their supervisors who are not giving them the respect they deserve. Supervisors also have abusive behavior 

which makes the employee feel uncomfortable to share good and innovative ideas with their supervisors. 

Furthermore, he explained that top management limited employees to their duties rather than creating a sense of 

responsibility on employees by making them work in teams to achieve high performance. Petterson (1998) 

argued that the interaction between employees in a business is critical to achieving organizational goals. He 

further explained that information communication must be carried out properly and promptly so that business 

operations will run smoothly. If there is a clash between co-workers, it will be hard to achieve organizational 

goals. 

4.3 Leadership 

Fry (2006) suggested the meaning of leadership as the use of strategy for growth and development purposes 

by offering inspiring motives to increase the potential of employees to grow and develop (Belonio, 2012). As 

input to the process and team performance, it is focused on the importance of leadership in the team (Gronn, 

Salas, & Day, 2004). 

Bucic, Robinson and Ramburuth (2010) found that the leader affects the team and team performance. 

Leadership qualities that influence the goals' achievement include the ability to create a clear vision, to 

understand organizational culture, to focus on performance development, and the ability to drive innovation 

(Gomez, 2017).  

Leadership affects employee performance. Satisfied team members are more likely to seek ways to 

contribute professionally to team goals. Leadership supported by the roles and responsibilities of team members 

is essential to team success. An effective leader will motivate, guide, inspire and challenge his team to achieve a 

higher success level. The importance of trust in team effectiveness is very significant, and the relationship is 

positive (Mickan & Rodger, 2000) besides, the basis of teamwork behavior is generated by trust and results in 

synergy in the organization and better performance. Successful leadership can be seen from a conducive work 

atmosphere. 

H1 : Leadership has a significant positive influence on Team Member Trust 

H2 : Leadership has a significant positive impact on Team Cohesiveness 
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4.4 Training & Learning 

According to (Maung, Marlar, & Chemsripong., 2014) training transfer should be considered as an essential 

requirement for the effectiveness of training programs and the development of a real work environment. 

Organizations invest large sums of money in human resource development, and it is very important for the 

organization that faces continuous global competition to improve employees' knowledge, skills, abilities, and 

attitudes. (Kauffeld, Simone, & Willenbrock, 2010).  

Ngirwa (2009) explains training as a comprehensive learning process in which employees increase the level 

of understanding, abilities, and capabilities they need to carry out their duties properly for the achievement of 

organizational goals. In other words, training is a learning process that primarily focuses on acquiring 

knowledge, improving skills, identifying rules, or correcting attitudes or behaviors to improve employee 

performance (Sabir, 2014). 

The current existence of the organization still shows how well the employees of the organization are trained 

to be imaginative, productive, and consistently improve their performance and gain a competitive advantage 

(Falola, 2014). Training is considered an important tool to increase the performance and productivity of the 

organization as a whole (Hanaysha, 2016). Elnaga (2013) determined in his study that there is a significant 

positive relationship between training and employee performance. Studi (Raja, 2011) explained that there is a 

strong positive relationship between training and employee performance. 

Organizations that create an atmosphere where training is needed and make the employee emphasize the 

importance of training, the organization will have more committed people (Hanif, 2013). Organizations do not 

only achieve the performance of their employees, but they also achieve job satisfaction and commitment among 

employees and gain a competitive advantage through the provision of appropriate and effective training. 

(Voegtlin, 2015). Employees who are given training according to their needs will have the mastery and job 

abilities of their responsibilities.  

H3 : Training & Learning  has significant positive effect on Team Member Trust 

H4 : Training & Learning  has significant positive effect on Team cohesiveness 

4.5 Teamwork 

Salas (1992) defines a team as a group of two or more people who dynamically, interdependently, and 

adaptively interact towards a valued goal/mission/goal. Each of them has been assigned to perform a limited 

specific function or role. membership life span (Mathiew, Heffner, Goodwin, Salas, & Bowers, 2000). Larson 

(1989) defines a team as a unit consisting of two or more people who coordinate and interact to complete and 

achieve a common and specific goal. The interactions that existed are to achieve the same goals that are defined 

as teamwork. 

Agarwal (2016) mentioned that a team with members who help and inspire each other will promote good 

cooperation as a team. Besides, collaborating with other individuals also allows co-workers to recognize the 

importance of teamwork to their performance better. Thus, the company must encourage the view and attitude 

of teamwork for profit. 

Kemanci (2018) writes that the effect of teamwork on improving employee performance in an era of 

increasing competition is non-negotiable. It increases the efficiency and effectiveness of the team. Teamwork 

gives the team a spirit of ownership and also enables them to make their greatest efforts towards achieving 

organizational performance-related goals. Also, teamwork generates differences in skills and talents, which in 

turn inspires and assists individual development within the team. 

4.6 Team Member Trust 

Smith (1997) defines that trust (trust) is associated with certain behaviors such as open communication, 

openness, and anticipation of the future as a consequence of this openness. Various benefits are associated with 

trust. These benefits are not reflected only in the team results, but also in the members' attitude towards the 

organization. 

Mickan and Rodger (2000) argued that the importance of trust (team member trust) in team effectiveness is 

very significant in providing a positive relationship, and the foundation for teamwork behavior is generated by 

trust and produces synergy in the organization and better employee performance. 
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Manzoer  (2011) performed a study to assess the impact of teamwork on employee performance in Pakistan. 

They used various teamwork measures such as team member morale, team member trust, and rewards to predict 

the effect of these teamwork actions or the employee performance independent variables. The researchers 

concluded in their study that, there is strong evidence to suggest, the measure of teamwork is; the member 

morale, the team member trust, and appreciation have a positive and significant effect on employee performance 

in Peshawar province, Pakistan. 

Al Salman (2016) also found that team member trust has a positive and significant effect on employee 

performance. Therefore, companies that aim to improve the performance of their employees must create an 

environment that can establish trust among their team members, and if this is done successfully, it will improve 

the performance of their employees as shown by their research findings. 

Isik (2015) study the relationship between team trust (team member trust) and teamwork (teamwork).  

Survey data from about 250 workers were collected. The results show a significant and positive relationship 

between team trust and teamwork. Besides, there is a significant and positive relationship between team 

members' trust in teamwork. Furthermore, the teamwork formed will encourage organizational performance. A 

team that has trust among the team members will have integrity in their work, they will try their best to complete 

the work given and have a great sense of responsibility if they make a mistake. 

H5 : Team member trust has significant positive impact on performance 

4.7 Team cohesiveness 

Mudrack (1989) describes the cohesiveness of the group (team cohesiveness) as a collection/group of people 

whose members are bound to each other in the group as a whole "sticking together". Cohesiveness is formed 

based on a bond of interest between individuals, enthusiasm, or a sense of belonging. 

Carron  (2012) illustrates that each member must have information about what the expected results have 

been determined. Members who clearly understand their roles and duties can cooperate and try their best to help 

each other to work together in a team.  

Dion  (1991) in his study shows that the higher the cohesiveness (team cohesiveness), the higher the 

productivity of employees, and it tends to maintain group norms and easily form member participation.  

Muthiaine (2014) in his research found that team cohesiveness has a significant positive effect on employee 

performance. Therefore, it can be concluded, from the result of the study, the organizations that are willing to 

improve their employee performance should make efforts to increase cohesiveness among their teams as this 

will lead to better performance of their employees. 

Team cohesiveness can be seen from the sense of togetherness shown by team members in working, helping 

each other, a pleasant attitude when invited to work together, and a high sense of kinship between team 

members. 

H6 : Team cohesiveness has significant positive effects on performance 

5. Theoretical Framework 

 

 

 

 

 

 

 

 

Figure 1. Research Model  

 

There are three variables in this study: Independent, Dependent, and Mediating. The work environment 

consisting of leadership and training & learning is an independent variable, productivity is the dependent 

variable, while teamwork consisting of team members of trust and team cohesiveness is the mediating variable. 

Based on the literature study above, there is an effect of the work environment, namely leadership and training 

& learning, which can increase productivity by being mediated by teamwork, namely team member trust and 

team cohesiveness. 
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6. Methodology 

6.1 Research Design 

This research is a deductive research because it was performed by studying various sources/literature as a 

theoretical foundation to strengthen the research. Sources/literature related to research variables are collected 

and studied to see the related factors to obtain a gap on which to do this research. 

The information was collected through a survey so that this research was a descriptive quantitative study. 

Quantitative methods are used because they allow large amounts of data to be collected, and to test the 

appropriate hypotheses and theories to answer the questions (Creswell, 2003). This study aims to describe the 

relationship between activities and phenomena that occur in the work environment so that it can provide an 

overview of the relationship between variables, namely knowing how the work environment based on 

leaderships and training & learning can affect productivity (performance) mediated by team cohesiveness and 

the team members' trust which is the antecedent of teamwork. 

Furthermore, the survey data obtained were analyzed for validity and reliability tests to ensure that the 

questionnaire performed was good at measuring the phenomenon under study and producing valid data. 

Regression analysis was used as a measure of the study (Boyle & Bluemenstein, 2014). The hypothesis test to 

be carried out is a statistical test using the structural equation modeling (SEM) method using SmartPLS software 

to see the relationship between the variables. 

6.2 Method and Process of Proposed Sampling 

The research was conducted at PT Pamapersada Nusantara with employees at the Group Leader level spread 

throughout the districts as the target population. When this research was conducted, there were 16 Districts 

scattered throughout Indonesia. Based on data from the company's Human Capital Department, there are 

currently 1466 Group Leaders. 

The research sample is a small part of the population with characteristics that represent the entire population 

Sampling in proportion is carried out by taking subjects from each stratum or each region which is determined 

to be balanced with the number of subjects in each stratum or region (Arikunto, 2006). The proportional amount 

drawn represents the representation of each site. The selection of a suitable sample size depends on the ability of 

the researcher, time, and finances (Khan, 2011). Sampling was carried out using a proportional random 

sampling method based on the number of Group Leaders in one district to the total number of Group Leaders 

from all districts. This method was chosen because of the distribution of the Group Leader employee population 

in 16 different districts. Thus, the result of the research could be more accurate in differentiating research results 

based on the distribution of the districts. Using this method, the number of samples to be studied is 134 people. 

Subject ABKL ADRO ARIA ASMI BAYA BEKB BRCB BRCG 

Populations 42 225 51 67 146 46 135 25 

Proportions 3% 15% 3% 5% 10% 3% 9% 2% 

Number of 

Samples 1 35 2 3 15 1 12 1 

Subject INDO KIDE KPCB KPCS MTBU SMMS TCMM TOPB TOTAL 

Populations 128 112 34 215 96 53 59 32 1466 

Proportions 9% 8% 2% 15% 7% 4% 4% 2% 100% 

Number of 

Samples 11 9 1 32 6 2 2 1 134 

 

Table.1 Populasi and Samples 

Data was collected through a questionnaire using the media of google form, which was sent to the WhatsApp 

group of the group leader in each district. The first entered data from each district is taken as a sample until it 

meets the quota for the sample size of each district. Before sending the questionnaire, a notification of survey 

data collection and a brief explanation of the aims and objectives of the research will be sent through the 

respective WhatsApp groups. 

6.3 Proposed Data Collection 

According to Vuong(2018) Data collection, which is the process of collecting and measuring information 

about variables, is carried out as input data to be processed in this study. The data used is primary data, the data 
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is obtained through a questionnaire where a series of previously formulated written questions will be answered 

by respondents (McLeod, 2018).  

In this study, the survey conducted to collect data was taken in a cross-sectional manner, where the method 

of this study was carried out in one shot study, that is, collected simultaneously. This type of study emphasizes 

the frequency of data collection stages, namely one-shot study or all at once because the phenomena that 

occurred from the variables in this study are not influenced by time travel. The phenomenon to be studied could 

be described factually whenever data collection is conducted. 

The list of answers presented to respondents will use a Likert Scale, a psychometric scale commonly used in 

questionnaires and is the most widely used scale in survey research(Likert, 1932). This scale consists of 5 

points, starting from Strongly Agree (5 points), Agree (4), Less Agree (3), Disagree (2), and Strongly Disagree 

(1). The sequence of questions uses The Funnel Approach (Berthon, Nairn, & Money, 2015), a question that 

starts generally and ends up with a more specific question. This is conducted to promote the convenience of 

respondents in answering the questions.  

7. Result 

7.1   Respondent Characteristics 

From the data collected for this further analysis, 100% of the respondents were previously targeted. 100% of 

respondents are male with a work period of 10 years and above. The following is the percentage of respondents 

based on the length of work period shown in table 1 below. 

Length of Work 

(Years) 

Number of 

Respondents 
% 

29 1 0,7% 

23 1 0,7% 

20 1 0,7% 

18 2 1,5% 

17 9 6,7% 

16 20 14,9% 

15 40 29,9% 

14 14 10,4% 

13 30 22,4% 

12 9 6,7% 

11 5 3,7% 

10 2 1,5% 

Total 134 100,0% 

 

Table 2. Respondent Profile 

7.2   Analysis Test 

7.2.1  Structural Equation Modeling  

In this study, the Structural Equation Model (SEM) will be used to test the hypothesis through the Smart PLS 

software. The indirect and direct effect of all construction, testing will also be carried out. The use of structural 

equation modeling (SEM) has been observed to be the main procedure that has been used under different 

regression models and methods (Baron & Kenny, 1986). It will be used to evaluate the structural relationship 

between exogenous and endogenous variables. Also includes factor analysis and multivariate analysis. Also, the 

target regression equation describes each construct to assess the causal relationship while all the factors in the 

causal model could show the cause and the effect in the appropriate time. Likewise, the idea of using this model 

ensures the application of a bootstrapping technique that has been reasonably deemed for both small and large 

sample sizes and does not require any indirect effects(Hayes, 2013). To examine all direct and indirect effects, a 

technique has been applied, known as bootstrapping (Shrout & Bolger, 2002). 

 7.2.2 Measurement of Outer Model 

The purpose of measuring the suitability of the measurement model is to study the reliability and validity of 

the instrument. Moreover, the convergent validity and discriminant validity tests were carried out on the Smart 

PLS software to check the reliability and validity. 
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 7.2.3 Composite Reliability 

Reliability implies stability of the questionnaire results. For the same target population, whenever the 

questioner reused the questionnaire it would give similar results. It shows consistency inside, as well as shows 

the high survey repeatability. The main measure for unwavering quality is to keep a strategic distance from 

injustices in research. Thus, it tends to be enhanced by testing the pursuit and investigation procedures, such as 

those carried out using different research and examination techniques or by different researchers. It also includes 

the dependence and legitimacy of exploration. 

The measurement instrument reliability was evaluated by the reliability of the composite. All values are 

above the commonly used threshold value of 0.70. This is the approved range of reliability values. The 

estimation of reliability could be conducted with the degree of firmness that lies between various variables (Hair 

J. F., 2010). Here is a composite reliability table. 

Variables Dimensions 
Composite 

Reliability 

Leadership                   0,953  

Training                   0,887  

Team Member                   0,973  

Team Cohesive                   0,942  

Productivity                   0,934  

Table 3. Composite Reability 

7.2.4 Significant Loading Factors 

The descriptive statistics table also states the loading used in the confirmatory factor analysis (CFA). 

Constructions with a load of 0.5 are considered to be strong loading variables, while constructions with loading 

below 0.5 are considered less preferable to be removed from the table. 

It has been postulated that all the core thrusters of the designed models have a value of more than 0.70. Thus, 

all items support strong loading. It includes the dimension of the teamwork variable which mediates the 

dimensions in the work environment variable is more than 0.70 hence support strong loading. Correspondingly, 

on the other hand, the t value for all dependent, mediated, and independent variables are supported over 1.96 for 

all constructs along with sig. a value less than 0.05. 

Variabels Dimensions 
Indikat

ors 

Leadershi

p 

Training 

& 

Learning 

Member 

Trust 

Team 

Cohesive 
Productivity 

Work 

Environment 

Leadership 

 LEA1  0,837              

 LEA2  0,836              

 LEA3  0,905              

 LEA4  0,922              

 LEA5  0,872              

 LEA6  0,896              

Training & 

Learning 

 TRA1     0,783          

 TRA2     0,837          

 TRA3     0,802          

 TRA4     0,832          

Teamwork 

Team 

Member 

Trust 

 TME1        0,915       

 TME2        0,943       

 TME3        0,947       

 TME4        0,936       

 TME5        0,958       

 TME6        0,868       
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 TME7        0,839       

Team 

Cohesive 

 TCO1          0,782     

 TCO2          0,789     

 TCO3          0,891     

 TCO4          0,876     

 TCO5          0,867     

 TCO6          0,833     

 TCO7          0,808     

Productivity 

 PER1             0,851  

 PER2             0,856  

 PER3             0,822  

 PER4             0,900  

 PER5             0,868  

Table 4. Outer Loading 

7.2.5 Convergent Validity 

Convergent validity is the degree of agreement in at least two measures of similar constructs(Carmines & 

Zeller, 1979). Convergent validity was assessed by examining the variance mined for each factor(Fornell & 

Larcker, 1981). Referring to Fornell and Larcker (1981), if the extracted variance is greater than 0.5 then the 

convergent validity is determined and the results are drawn, the good loading but less than 0.5 is considered as 

less effective for the study. 

Variables 

Cronbach's 

Alpha 
rho_A 

Composite 

Reliability 

Average Variance 

Extracted (AVE) 

 Leadership  0,941 0,947 0,953 0,772 

 Training & Learning  0,830 0,836 0,887 0,662 

 Team Member  0,968 0,969 0,973 0,839 

 Team Cohesive  0,928 0,930 0,942 0,699 

 Productivity  0,912 0,914 0,934 0,739 

Table 5. Convergent Validity 

7.2.6 Discriminant validity 

Discriminant validity could be defined as any single construct if it differs from other constructs in the model 

(Carmines & Zeller, 1979). The results of discriminant validity are satisfactory when the AVE of the construct 

contains more than 0.5, which means that at least 50% of the variance is taken by the construct (Chin, 1998). 

Discriminant validity is established if the elements on the diagonal are significantly higher than the off-diagonal 

values in parallel rows and columns. A Discriminant Validity Test is conducted to see whether unrelated ideas 

or measurements are unrelated or not. Effective judgments of discriminant legitimacy show that the testing of an 

idea is not specifically linked to different tests intended to hypothetically measure different ideas. The table for 

Discriminant Validity is given below: 

Variables  Leadership Productivity 
Team 

Cohesive 
Team Member Training 

Leadership 0,879     

Productivity 0,467 0,860    

Team Cohesive 0,604 0,744 0,836   

Team Member 0,611 0,719 0,786 0,916  

Training 0,651 0,725 0,656 0,698 0,814 

Table 6. Discriminant validity 
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7.2.7 Hypothesis Testing 

In PLS-SEM, bootstrapping is one of the key steps, providing the approximate factor number constant data. 

Sub-tests taken everywhere from the first example include substitution, in this process (Hair, Matthews, 

Matthews, & Sarstedt, 2017). Bootstrap provides information on the coefficient estimated stability. In this 

process, a large number of subsamples are taken from the original sample with replacement (Hair, Hult, Ringle, 

& Sarstedt, 2016). After running the bootstrap routine, SmartPLS returns the t-value for the approximate 

structural model derived from the bootstrap procedure. The path coefficients result for all hypotheses are shown 

in the following table. The t value greater than 1.96 (p <0.005) indicates that the relationship is significant at the 

95% confidence level (α = 0.05). The path indicated whether the relationship between the measured and latent 

variables is significant or not. 

Hypothesis 

T 

Value 

P 

Value 

H1 : Leadership has a significant positive influence on Team Member Trust 3,236 0,001 

H2 : Leadership has a significant positive impact on Team Cohesiveness 2,630 0,009 

H3 : Training & Learning  has significant positive effect on Team Member Trust 6,061 0,000 

H4 : Training & Learning  has significant positive effect on Team cohesiveness 4,740 0,000 

H5 : Team member trust has significant positive impact on performance 3,264 0,001 

H6 : Team cohesiveness has significant positive effects on performance 4,955 0,000 

Table 7. T Value and P Value 

The table shows that all alternative hypotheses from H1 to H6 are accepted, indicating the strong empirical 

validity of the research theory. Where all the dimensions in the environment variable have a positive effect on 

all dimensions in the teamwork variable. Also, all dimensions in the teamwork variable have a positive and 

significant effect on the productivity variable. 

 

Picture 2. Model Test Diagram 
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Hypothesis 

Standard 

Deviation 

(STDEV) 

T Values P Values Decision 

Leadership -> Team Cohesive -> 

Productivity 
0,056 2,543 0,011 Supported 

Training -> Team Cohesive -> 

Productivity 
0,069 3,079 0,002 Supported 

Training -> Team Member -> 

Productivity 
0,071 2,595 0,009 Supported 

Leadership -> Team Member -> 

Productivity 
0,044 2,205 0,028 Supported 

Table 8. Decisions 

The table above shows that team member trust and team cohesiveness effectively mediate the impact of 

leadership and training & learning on productivity. 

8. Discussion 

This study tested 6 (six) hypotheses that are null hypotheses and no other relationship was found or rejected.  

The first hypothesis of this study is that leadership has a significant positive effect on the Team Member 

Trust. The results show full support for the hypothesis and the null hypothesis is accepted. (Bucic, Robinson, & 

Prem Ramburuth, 2010) found that leaders have an influence on the team and that the leadership style of the 

leader (transformational, transactional, or ambidextrous) is very important for team-level learning and 

performance. In the field, the leadership style of the Group Leader has a positive influence on the confidence of 

the team members in completing work. Leadership qualities that affect the achievement of goals include the 

ability to create a clear vision, the ability to understand organizational culture, the ability to focus on 

performance development, and the ability to drive innovation (Gomez, 2017).  

The second hypothesis of this study is that leadership has a significant positive effect on Team cohesiveness. 

The result shows that the null hypothesis is accepted. Leadership style affects employee satisfaction and 

employee performance. Satisfied team members are more likely to seek ways to contribute professionally to 

team goals. A transformational leadership style supported by well-defined roles and responsibilities of team 

members is essential for team success. An effective leader will motivate, guide, inspire, and challenge his team 

to achieve higher levels of success. The importance of trust in team effectiveness is very significant and the 

relationship is positive (Mickan. S, 2000), and that the basis of teamwork behavior is generated by trust and 

results in synergy in the organization and better employee performance. In this study, Leadership has the least 

effect on the Team cohesiveness dimension. This is indicated by the T Stat value of 2.63, which is the lowest 

score among other hypotheses. The value of P Values also shows the same trend, 0.009, which is also the least 

number among other hypotheses. In a working environment in a mining contractor company where teamwork is 

important to note in achieving work targets, the Group Leader leadership model fosters trust between members, 

so that team harmony is created. However, the teamwork system that alternates team members simultaneously 

causes leadership to have the least impact on Team cohesiveness. 

The third hypothesis of this study is Training & Learning have a significant positive effect on Team Member 

Trust. The results show full support for the hypothesis and the null hypothesis is accepted. (Ngirwa, 2009) 

describes the training as a comprehensive learning process in which employees increase the level of 

understanding, abilities, and capabilities they need to carry out their duties properly for the achievement of 

organizational goals. In other words, training is a learning process that primarily focuses on acquiring 

knowledge, improving skills, identifying rules, or correcting attitudes or behaviors to improve employee 

performance (Sabir, 2014). This third hypothesis has the greatest influence in shaping the team members’ trust 

in executing their work. It is indicated by the largest T Stat value is 6,061 which has the largest number among 

the other T Stat values, and the smallest P Values value is 0. This shows that employees who have gone through 

training and learning processes will build the trust of other team members towards the employees. Group 

Leaders who have more competence or have received training get more trust from their subordinates to 

complete the work in their team. 

The fourth hypothesis of this study is Training & Learning have a significant positive effect on Team 

cohesiveness. The result shows that the null hypothesis is accepted. An organization will have more committed 

people when the organizations create an atmosphere where training is needed and employees attach importance 

to training (Hanif, 2013). The Organization not only achieve the performance of their employees but they also 

achieve job satisfaction and commitment among employees and gain a competitive advantage through the 

provision of appropriate and effective training (Voegtlin, 2015). The training system that has been implemented 
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well by this company makes the resulting team quite synergistic in carrying out their work. Trained group 

leaders and Operators who have full competence could be the link that makes team cohesiveness build well. 

The final step in the analysis is an examination of the Team Member Trust and Team cohesiveness 

dimensions of Productivity. The results of this study indicate that these two dimensions have a significant effect 

on productivity, the null hypothesis is accepted.  

The fifth hypothesis of this study is that Team Member Trust has a significant positive effect on 

Productivity. The results show full support for the hypothesis and the null hypothesis is accepted. (Mickan. S, 

2000) argues that the importance of trust (team member trust) in team effectiveness is very significant in 

providing a positive relationship; and the basis for teamwork behavior, the synergy in the organization, and the 

better employee performance are generated by the trust. In the mining contractor companies studied, the trust 

between team members and Group Leader was able to foster greater incentives to take the initiative in making 

improvements, without tightly controlled by the Group Leader. Maturity in acting and being responsible creates 

better productivity among other teams. 

The sixth hypothesis of this study is that Team cohesiveness has a significant positive effect on Productivity. 

Having the second largest order of the other hypotheses with the T Stat value of 4.955, it shows full support for 

the hypothesis, and the null hypothesis is accepted. (Dion., 1991) in his study, he showed that the higher the 

cohesiveness (team cohesiveness), the higher the employee productivity, tend to maintain group norms, and 

easily form member participation. In field behavior, team cohesiveness is shown by more intense interaction 

between team members, both in terms of work and making activities outside of work, such as having meals 

together, intimacy events that foster cohesiveness. The result in their work is they could lead to better 

productivity. The working period of the respondents, most of whom are between 13-16 years of work, makes 

them well acquainted with the character of this company, hence, solidarity has been well built.  

9. Conclusion 

This study aims to explore the impact of the work environment's influence on productivity mediated by 

teamwork. Tests were carried out on related dimensions, including the impact of leadership on Team Member 

Trust and Team cohesiveness, Training & Learning on Team Member Trust and Team cohesiveness, Team 

Member Trust on Productivity, and Team cohesiveness on Productivity. 

The results of this study indicate that the training & learning and leadership variables have a positive effect 

on productivity, which means that an increase in one of the variables causes an increase in team member trust 

and team cohesiveness as well, as a mediating variable in increasing productivity. 

This study concludes that employees need training & learning to be able to complete their work well, as well 

as the leadership of leaders so that they could manage the team, could make employees motivated and 

enthusiastic in carrying out their duties. Also, the spirit of mutual help, mutual interaction, and personal 

closeness could foster cohesiveness so that it becomes a driving factor to work more productively. The findings 

of the study have practical implication potentials for leaders and employees to build mutual understanding and 

build a team atmosphere that is beneficial to both. Clear and measurable delegation of tasks, direction, and 

leadership guidance in solving problems could create an atmosphere of mutual trust and team cohesiveness. 

Therefore, the mutual trust that arises between team members and the cohesiveness created will be able to 

encourage them to become productive employees. The organization must actively seek out and find solutions as 

soon as possible for any problems occurred in the team, whether they are working as desired both individually 

and as a team. The organization must provide training to improve their abilities as soon as possible if needed. 

The current study presents a range of implications for team dynamics. The results showed that teamwork in 

the form of team member trust and team cohesiveness could affect productivity. To create good teamwork, it 

requires employees who have good abilities through training & learning, as well as good leadership factors in 

managing the team so that a conducive atmosphere is created. The teamwork created will encourage the team to 

have high productivity. This study also provides an overview in assessing factors that could increase team 

productivity, namely the role shown by leadership, training & learning in creating team member trust and team 

cohesiveness in improving employee performance which ultimately increases team productivity. 
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