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Abstract

The performance that is achieved is an organization basically is the achievement of the employees themselves. It is
started from the employees at the higher until the lower level. The performance concept in a government emerges when
a government institution starts trying to introduce a new concept in the management of public affairs becomes good
governance. In a government, it can be said that it will be successful if you have a clear as well as measurable vision
and mission. It means that vision and mission will never be meaningful when it is not actualized in performance in
terms of creating good governance. The factors that influence the success rate of an organization are employee
performance. Every organization always expects its employees to succeed, because having superior employees will
ensure optimal contribution to the organization. Employee performance cannot be separated from individual
characteristics, organizational characteristics and work environment. This study is to see the influence of individual
characteristics, organizational characteristics, and work environment on organizational work outcomes which are
mediated by employee performance. The object of research is all office employees from the Representative of the
National Family Planning Population Board in Aceh Province. The results of this study indicate that some individual
characteristics, organizational characteristics and work environment influence employee productivity. Likewise,
employee productivity, individual characteristics and organizational characteristics partly influence organizational
efficiency. In this study, employee performance mediates the influence of individual characteristics, organizational
characteristics, and work environment partially on organizational performance.

Keywords: Individual Characteristics, Organizational Characteristics, Work Environment, Employee performance,
Organizational Performance

1. Introduction

Human resources are required to provide competitive advantages in an effort to support organizational performance
optimally. Competitive advantage can be seen in aspects of employee knowledge, skills, attitudes and behaviors which
are aimed at achieving organizational goals. Nowadays, the rapid development of technology, information and science
places the impact of globalization on a strategic position and has a significant impact on changes in systems and values
in society, community organizations as well as government organizations, including the National Family Planning
Population Board (BKKBN). In carrying out the duties from the government in the field of population control and the
implementation of family planning, BKKBN organizes the functions, namely: the formulation of national policies in
the field of population control and implementation of family planning, with several tasks, namely 1) establishing
norms, standards, procedures and criteria in the control of population and family planning, 2) advocacy and
coordination in the field of population monitoring and family planning, 3) communication, information and education
organizations in the field of population monitoring and family planning, 4) national population control estimates, 5)
preparation of the KKBPK program design, 6) consultant management of family planning / family planning specialists,
7) management and introduction of contraception and drugs for the needs of national fertile couples, 8) management
and control of family information systems, 9) increasing the capacity and participation of community organizations at
the national level in monitoring services and promoting family planning and reproductive health, 10) designing the
development of family development programs through increasing family sustainability and welfare; 11) expanding
opportunities and increasing the role of public organizations at the national level in the field of family life through
sustainability and family welfare, 12) standardization of family planning services and certification for family planning
counsellors/family planning officers, 13) monitoring and evaluation of population control and family planning, 14 )
guidance, assistance and aid in the field of population control and family planning.
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Strategic issues that occur and show the performance of BKKBN is still low, namely 1). The trend of total birth rates
(TFR/Total Fertility Rate) according to the Indonesian Health Demographic Survey (SDKI) in 2007 is to 3.1, it
decreased in 2012 to 2.8 and the SDKI in 2017 dropped by only 1 point, namely at 2.7. The TFR data is still far from
the national expectation target, namely: 2.1. Whereas when it is compared with the achievement rate of TFR in the
Provinces Level of Sumatra, the position of Aceh Province is in the lowest rank after North Sumatra and Riau. This
shows contradictions with the support of infrastructure including large enough budget to reduce the total fertility rate
(TFR) in Aceh Province (data source: Budget Implementation List (DIPA) / Budget Activity Plan of
Ministry/Institution (RKAKL) BKKBN Representatives of Aceh Province in 2015-2017). 2). Contraceptive Prevalence
Rate (CPR), according to the 2017 SDKI, shows an unattractive result, which is still at 52%, this also puts Aceh
Province as the lowest province of achievement in Sumatra. 3). For the infant mortality rate, Aceh Province has not
succeeded in significantly reducing the mortality rate, in which at the 2010 Census it was 27.9 and only slightly
decreased in 2015 which was 24.8 (Inter-Census Population Survey (SUPAS 2015). 4). Furthermore, the rate of
breastfeeding (ASI) exclusively for infants, the achievement rate is still very low at 23% (source from Health Office in
2017) if it is compared to the National achievement at 38%. 5). The efforts to reduce the number of stunting (short-born
babies, due to chronic malnutrition) Aceh Province is still in poor level because it is far below the national average, in
which the National average is at 29.6%, while Aceh is at 34.5%. 6). And the maternal mortality rate in Aceh Province
in 2017 in 148 cases/1,000 women who gave birth, it only decreased slightly when it is compared to 2016 which is 169
cases (sourced from nutrition and family health section of Health Office in Aceh).

There are 2 indicators in contract performance of BKKBN Representatives at Aceh Province in 2017 that have been
established, namely strategic target performance contracts (points 1-3) and program target performance contracts
(points 4 - 12). There are some that have been achieved well and they are stated (positive / +) and some that have not
been achieved (negative/-), namely:

1. The decrease in the total fertility rate (TFR) per woman of childbearing age (WUS) 15-49 years old at 2.51 (2017
RPJMN Survey) from the target at 2.74. (+)

2.The decrease in the percentage of unmet need for family planning (Unmet Need) is still far from expectations, which
is at 13.07% from the target at 9.88%. (-)

3.The increase in the percentage of MKJP Active KB participants (Long Term Contraception Method) is at 9.35%
from the target at 8.62%. (+)

4.The decrease in birth rates of adolescents (15-19 years old AFSR) is 21.9%, but the data according to the 2016
RPJMN survey is still at 26.6%. (-)

5.The decrease in the percentage of unwanted pregnancies from couples of childbearing age (15-49) years old is 6.9%,
and the achievements according to the 2017 RPJMN survey have exceeded at 2.7%. (+)

6. The increase in the median of first marriage age is 20.6 years old, but the achievement rate according to the 2016
RPJMN survey is still at 20.0 years old. (-)

7.The increase in the percentage of family knowledge about population issues at 42.7% and the achievements
according to the 2016 RPJMN survey have exceeded the target at 44.9%. (+)

8.The increase in the percentage of PUS knowledge about contraceptive methods (all modern KB methods) is at
29.3%, but the achievement is still far from expectations at 11.3% (-)

9. The percentage target for achievement in budget implementing performance is at > 90%, but the achievement is only
at 67.74%. (-)

10. The percentage target for achievement output is at >95%, but the achievement is still low at 87.24%. (-)

11. The percentage target for budget absorption is at > 95%, while the achievement is only 87.36% (-)

12. The percentage target for inventory items that are recorded at SIMAK BMN is at 100%, and the achievement is

maximal at 100% as well.

According to the results of organizational evaluation performance from BKKBN Representatives of Aceh Province in
November and December 2017 which was conducted in January 2018 and the number of achievement figures that are
still below the target / expectation, BKKBN Representatives of Aceh Province still desperately need smart work by
mobilizing all the ability of existing resources to achieve organizational goals, either human resources, technology,
supporting facilities or conducive work environment that can support employee performance in achieving better
organizational performance output. Employee performance is the overall level of a person success in a given period
when he performs the tasks when it is compared to the results of standard work, goals or targets or criteria that are
predetermined and agreed upon (Rivai, 2014). Similar to the view of Rivai, the opinion of Prabl (2013: 67) states that
employee performance is the performance or quality of work, both quantitative and qualitative, achieved by combining
human resources over a period of time when carrying out their work duties in accordance with their responsibilities.
The problems which are related to the employee performance at the BKKBN Representative in Aceh Province are:
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1. There are still many employee performance contracts that have not been achieved as it is expected, namely, the target
percentage for the achievement of budget implementing performance is at > 90%, but the achievement is only at
67.74%. (-).

2. The percentage target for achievement output is at > 95%, but the achievement is still low at 87.24%. (-),

3. The target percentage for budget absorption is at > 95%, while the achievement is only at 87.36% (-), which means
that not all of the listed activities in the employee performance target (SKP) can be carried out by each employee.

4. There are still many employees who are not adept at using technology tools in carrying out daily activities so that
they are still asking for help from friends or their children in filling in sivika (e performance).

5. The level of transfer/mutation of employees is minimal so that each of them has low work experience and only
masters a few of sub-programs, this condition is also expected to influence the saturation of employees.

Characteristic of an individual is a character that is owned by each person which varies from person to another. The
problems of individual characteristics in the BKKBN Representatives of Aceh Province are as follows:

1.Human Resources (HR) management of KKBPK program at BKKBN Representatives of Aceh Province has divided
their duties and responsibilities as well as has determined their organizational structure, but in terms of amount, it still
feels less when it is compared to the workload and scope of work in 23 Districts / Cities, 298 sub-districts and 6,474
villages in Aceh Province with only 96 people as civil servants. And it is added with 27 people with the status as
outsourced workers (contract workers), namely 9 people of the security office, 8 people of cleaning service staff, 6
people of the driver, and 4 people of pre-service personnel. The most dominant age group is the age group of above 40
years old, and some do not master computer/technology applications. The implication is that in terms of the division of
tasks that there are less balanced between employees. It is clear that there are differences in productivity between
employees, which in turn it has an impact on the attitudes and interests of employees in completing tasks that are less
balanced.

2.The last dominant level of education is a Bachelor degree of 62 people (50.41%), high school graduation of 34 people
(27.64%), Master degree of 18 people (14.64%), Diploma degree of 7 people (5.69%), and for elementary and junior
high school graduation at each of 1 person (0.81%) from the total number of employees. While the level of tiered
education (leadership training) at level IV, 111, and Il has been participated by employees is still very low, it is only 29
people (23.57%), and 67 people (54.47%) have not participated in leadership training, while 27 people (21.95%) of
outsourcing workers did not get the opportunity to participate in the training, but they still have the opportunity in other
technical training according to their respective fields. Referring to this tiered training data which is still relatively low,
it is expected to influence employee performance, which in turn will have an impact on the achievement of
organizational performance.

3.The department of training and development itself is still focused on increasing the capacity of the work and
operational partners in the field, while the internal program managers (in this case the outsourcing staff and employees
of BKKBN Representative in Aceh Province) have not become the main targets of capacity improvement which is
carried out by the Training and Development Division of BKKBN Representatives in Aceh Province. It can be seen
from the budget support for employee capacity improvement of BKKBN representatives in Aceh Province who are still
minimal and not according to their needs. Organizational characteristics namely regularity which is manifested in the
hierarchy of jobs, duties, authority, responsibilities and payroll systems. The problems of organizational characteristics
that occur in BKKBN Representatives in Aceh Province are:

1.BKKBN Representatives of Aceh Province are non-ministerial institutions with vertical status and refer to the vision,
mission, goals and national strategic objectives, with the institutional structures that are headed by an echelon Il as a
chief representative, 6 echelons I11 and 20 echelons 1V, as well as functional positions.

2.There is not strong enough signal of internet network facilities in each working space and there are not
telecommunications available either in all spaces. To send mail or fax must be done from another room by borrowing
the related equipment.

3.Incorporated working space in one room for echelon 4, analysts, compilers, and some functional officials are
necessary to get attention in the arrangement in order to increase working comfort among components.

4.Susunan pangkat/golongan pegawai dibagi menjadi 4 golongan, yaitu golongan I, golongan Il, golongan Il dan
golongan 1V, sedangkan untuk tenaga outsourcing digolongkan dalam kelompok tersendiri.

5.The rank/class of employees is divided into 4 groups, namely group |, group I, group 111 and group 1V, while those
for outsourcing are classified into separate groups.

6.If it is counted in terms of numbers, computer/laptop/ notebook facilities are more than the total number of
employees of BKKBN Representative in Aceh Province.
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But the distribution is not good. It is still limited to certain fields. There are still many other fields that have not
received sufficiently and adequately facilities to support employee performance, and there are more insufficient
printers.

7.Operational coverage from the activities of BKKBN Representative at Aceh Province in 6,474 villages, 289 sub-
districts and 23 Districts / Cities in Aceh Province with supporting facilities and infrastructure partly is in good
condition but many of them are in poor conditions, such as the age of 2-wheeled and 4-wheeled vehicles which has
been used for more than 10 years.

The work environment is all instrumental equipment and materials where a person works with work methods and
working conditions both individually and as a group. The work environment problems that appear in BKKBN
Representative at Aceh Province are:

1.There is a frequent power outage that results in the room temperature setting is less stable.

2.The employees feel uncomfortable to move due to the workspace is not spacious enough. But if it is seen from the
building area, it is wide enough, it is 1,997 m2,

3. The employees feel uncomfortable and less secure due to the guests who often come at working hours.

4.The employees must be extra careful when they go up and down using the stairs due to its high steepness.

5.The intensity of active communication among employees personally is not very good, this is probably due to the
uneven distribution of workload.

6. There is still less intensity of communication between sections in the form of preparatory meetings implementation
for certain momentum activities so that by the time of the activity implementation there is not good coordination
among them.

The failure to achieve program performance in one of the provinces also contributes to the overall program failure at
National level. On the contrary, the positive performance achievement from the Provincial BKKBN representatives
becomes the accumulated success of BKKBN performance achievement in National. The above situation still shows a
large bias/gap between expected hope and reality. Intelligent and high-performance work is still urgently needed from
the managers & implementers of the Family Development Family Planning Population Program (KKBPK) to continue
doing and looking for innovations according to the changes in the organizational strategic environment, both KKBPK
program managers at the National level and their representatives throughout the Provinces in Indonesia, which is called
the Provincial BKKBN Representative, and includes BKKBN Representatives of Aceh Province which become the
locus in this study.

2. Theoretical Study
2.1. Organizational Performance

Organizational effectiveness is also shown in how the action process to achieve goals. Organizational indicators are
rather complex and consist of several interrelated variables. One of them is the individual performance of each member
in the organization. Sunyoto (2013) argues that organizational success is determined by the ability of human resources,
and this ability manifests itself in the form of employee performance. Mahsun (2012: 77-78) mentions that the
indicators which are used in implementing organizational performance measurements are as follows:

1. Input indicator (input)

2. Indicator (process)

3. Output or indicator (output)
4. Outcome indicator (outcome)
5. Benefit indicator (benefit)

6. Impact indicators (impact)

2.2. Employee Performance

In accordance with Government Decree No. 46 (2011), performance appraisal of civil servants (PNS) is a systematic
process of assessment which is carried out by officials in evaluating the objectives and work behavior of civil servants.
Work performance is the result of work which is carried out by civil servants in organizational units in accordance with
the work objectives and work behavior of employees. Employee Goals (SKP) - these are work plans and objectives that
must be achieved by government officials. Donelly, Gibson and Ivancevich (in Lijan Poltak Sinambela, 2012: 11), state
that individual performance is influenced by six factors, namely: 1) expectations regarding rewards, 2) encouragement
3) abilities, needs and characteristics, 4) perceptions of tasks, 5 ) internal and external rewards.

6) perceptions from the level of reward and job satisfaction. Furthermore, there are 6 (six) performance indicators that
are delivered by Robbin, (2006: 260), namely:
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1. Quality.

2. Quantity.

3. Timeliness.

4. Effectiveness.

5. Independence.

6. Work commitment.

2.3 Individual Characteristics

Individual characteristics are characteristics that each person has in the form of interests, attitudes, and needs that
someone brings to their work environment (Siregar, 2014). Personality characteristics are the characteristics that show
differences between someone who has motivation, initiative, ability to remain strong, to overcome tasks before their
completion or to solve problems, or how to improve changes that are closely related to the environment, which have
individual indicators. According to Ginting, (2010) in Sugijanto (2011), says that individual characteristic indicators
include 4 (four) main indicators, namely:

1) Capabilities that are in accordance with the company expectations.
2) The value that is in accordance with the company expectations.
3) Attitudes that are in accordance with the company expectations.
4) Interests that are in accordance with the company expectations.

2.4. Organizational Characteristics

According to Wahab (2008: 4) an explanation of organizational characteristics, including 1) social units, 2) targeting
(aiming), 3) having a deliberately structured action system and 4) with clear boundaries. The indicators are
organizational structure and organizational culture. According to Dafta, (2007) states that an organization has two main
dimensions, namely structural dimensions, which determine the characteristics of the organizational structure, and
contextual dimensions, which include the characteristics of organizational size, organizational strategy, technology,
organizational environment, and organizational culture. While Daft, (2007), says that the factors that influence
organizational characteristics are: organizational structure, organizational size, organizational strategy, IT organization
(information technology), organizational environment, organizational culture.

2.5. Work Environment

Sedarmayanti, (2012: 21), at Faridila Hashibuan, (2018), argues that work environment is all instrumentation
equipment and materials in which a person works, work methods, and working conditions that are suitable for
individuals and groups. Next is Sedarmayanti, (2012: 21) also states that in general the type of work environment is
divided into two, namely the physical work environment and the non-physical work environment. The indicators of
work environment, in accordance with Sedarmayanti (2011: 21), are related to the ability of employees: 1) lighting, 2)
air temperature, 3) humidity, 4) air circulation, 5) noise, 6) mechanical vibration at work, 7) smell at work, 8) color, 9)
decoration at work, 10) music at work, 11) safety at work. In addition, Sedarmayanti (2011: 23) adds that the factors
that can influence the formation of a work environment are the relationship among workers and the relations among
worker and managers.

3. Research Methods

3.1 Data Collection Techniques

To obtain data regarding the assessment of Individual Characteristics, Organizational Characteristics, Work
Environment, Employee Performance and Organizational Work, it was collected by using questionnaires. The
questionnaire method is a series or listed question which is structured systematically then it is sent to and filled by the
respondents. After the questionnaire was filled in, it was sent back (bungin, 2006: 122). The questionnaire that is used
is the optional type for facilitating the respondent in reading the answers because the alternative answer is provided and
it needs less time to answer it. The questionnaire contains questions that are related to the research variables.

3.3 Data Analysis Methods

The equipment for data analyzing which is used in the study is the structural modelling (SEM) with the help of Amos
program. The SEM equation is a group of statistical techniques that allow the testing of a series of relatively
complicated relationships e (Ferdinand, 2012: 181). SEM is able to incorporate latent variable into the analysis.

Latent variables are the unobserved concept that is approximated by observed or measured variables which are obtained
by the respondent through data collection methods (survey, test, observation) and are often called manifestation

variables (Ghozali, 2014). The advantage of SEM application in management research is because it has the ability to
confirm the dimensions of a concept or the factors which is very common in management and its ability in measuring.
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4.1Research Results
4.1.1 SEM Analysis

The results of data processing for a full analysis of SEM models are shown in Figure 4.1.
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it can be explained the influence of each variable, namely individual characteristics,

organizational characteristics, work environment on employee performance and also the indirect influence of employee
organizational performance through employee performance.

4.1.1 Hypothesis Testing

The results of SEM processing as in Table 4.1 are as follows.
Tabel 4.1 Hasil Pengujian Hipotesis

Estimate S.E. C.R. P
Employee performance <--- Individual characteristics 0,531 0,083 6,369 0,000
Employee performance <---  Organizational characteristics 0,265 0,093 2,841 0,004
Employee performance <---  Work environment 0,222 0,105 2,122 0,034
Organizational performance  <---  Individual characteristics 0,140 0,041 3,381 0,000
Organizational performance  <---  Organizational characteristics 0,079 0,033 2,393 0,017
Organizational performance  <---  Work environment 0,062 0,034 2,801 0,072
Organizational performance  <---  Employee performance 0,089 0,037 2,382 0,015

Based on the results of SEM analysis in Table 4.1 and statistical equations (1) and (2), the following results can be

formulated as follow:
Employee performance =
+ 0.222 Work environment

0.531 Individual characteristics + 0.265 Organizational characteristics

Organizational performance = 0.140 Individual characteristics + 0.079 Organizational characteristics
+ 0.062 Work environment + 0.089 Employee performance
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The influence of individual characteristics on employee performance obtains a CR value of 6.369 with a significance
level at 5% of 0.000. Thus it can be concluded that individual characteristics have an influence in improving employee
performance. The influence of individual characteristics on employee performance is 0.531 or 53.1%. This indicates
that the better characteristics of individuals will provide a positive and real influence in improving employee
performance.

The influence of organizational characteristics on employee performance obtains a CR value of 2.841 with a
significance level at 5% of 0.004. Thus it can be concluded that organizational characteristics have an influence in
improving employee performance. The influence of organizational characteristics on employee performance is 0.265 or
26.5%. This indicates that the higher the level of organizational characteristics will further improve employee
performance.

The influence of the work environment on employee performance obtains a CR value of 2.122 with a significance level
at 5% of 0.034. Thus it can be concluded that the work environment has an influence in improving employee
performance. The influence of the work environment on employee performance is 0.222 or 22.2%. This indicates that
the higher the level of the work environment will further improve employee performance.

The influence of individual characteristics on organizational performance obtains a CR value of 3.381 with a
significance level at 5% of 0.000. Thus it can be concluded that individual characteristics have an influence on
organizational performance. The influence of individual characteristics on organizational performance is 0.140 or
14.0%. This indicates that the higher the individual characteristics will give a direct influence on improving
organizational performance.

The influence of organizational characteristics on organizational performance obtains a CR value of 2.393 with a
significance level of 5% of 0.017. Thus it can be concluded that organizational characteristics have an influence in
improving organizational performance. The influence of organizational characteristics on organizational performance is
0.079 or 7.9%. This indicates that the higher the organizational characteristics that are owned will have an influence on
improving organizational performance.

The influence of the work environment on organizational performance obtains a CR value of 2.801 with a significance
level at 5% of 0.072. Thus it can be concluded that the work environment does not have an influence in improving
organizational performance.

The influence of employee performance on organizational performance obtains a CR value of 2.382 with a significance
level at 5% of 0.015. Thus it can be concluded that employee performance has an influence on organizational
performance. The influence of employee performance on organizational performance is 0.089 or 8.9%. This indicates
that the higher the employee performance will have a direct influence on improving organizational performance.
Furthermore, the test results of each hypothesis above will be presented briefly in Table 4.2 about the hypothesis
conclusions as below.

Table 4.2 The Conclusion of Direct Influence Hypothesis

. CRCut P-Value :
No Hypothesis off >1.96 Cut off < 0.05 Information
1 Testing the influence of independent variables on 0.000
individual characteristics (X1) with intervening | 6.369 . H; Accepted
: (Sig, < 5%)
variables on employee performance (Y)
2 Testing the influence of independent variable on
organizational ~ characteristics  (X2)  with 0.004
intervening variables on employee performance 2.841 (Sig, < 5%) H, Accepted
(Y)
3. Testing the influence of independent variables on 0.034
work environment (X3) with intervening variables | 2.122 . Hs Accepted
(Sig, < 5%)
on employee performance (YY)
4 Testing the influence of independent variables on 0.000
individual characteristics (X1) with organizational | 3.381 . Hs Accepted
- (Sig, < 5%)
performance variables (Z)
5 Testing the influence of independent variable on 0.017
organizational  characteristics ~ (X2)  with | 2.393 . Hg Accepted
N . (Sig, < 5%)
organizational performance variables (Z)
6 Testing the influence of independent variables on | 2.801 0.072 H-; Rejected
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work environment (X3) with organizational (Sig, < 5%)
performance variables (Z)
7 Testing the influence of intervening variables on 0015
employee performance (Y) with organizational | 2.382 (éig < 5%) H,4 Accepted
performance variables (Z) '

*** Significant at Level 1%
In table 4.2 it can be explained that individual characteristics, organizational characteristics, and work environment
variables influence employee performance variables. Variables of individual characteristics, organizational
characteristics, and employee performance have an influence on organizational performance variables, while work
environment variable does not influence organizational performance.
4.1.2 Mediation Testing

Testing the mediating effect of individual characteristics on personnel performance variables can be explained as
follows:

Emplovee

0.531 Performance 0.089

slg_o_ooo/ .. Sig. 0.015
Individual 3

Organizational
4 Performance

Characteristics

Sig. 0.000
Figure: 4.2. Testing the Mediating Effects of Individual Characteristics on Organizational Performance through
Employee Performance

Based on Figure 4.2, it is found that the path coefficient between individual characteristics and employee performance
obtains a path coefficient value of 0.531, while the path coefficient of employee performance on organizational
performance is 0.089. The path coefficient between individual characteristics and organizational performance obtains a
value of 0.140. Because the direct influence between individual characteristics and organizational performance is
significant at 5% the influence of individual characteristics on employee performance is significant at 5% and the
influence of employee performance on organizational performance is also significant at 5%, it can be concluded that
employee performance variables act as variables that mediate the relationship between individual characteristics of
organizational performance. The role of mediation which is played by employee performance is partially mediating.
The results show that testing the mediating effect of organizational characteristic on employee performance variables
can be explained as follows:

Emplovee
0.265 Performance 0.089
Sig_D_UU4/ Sig. 0.015
Individual e Organizational
Sig. 0.017

Figure: 4.3. Testing the Mediating Effects of Organizational Characteristics on Organizational Performance
through Employee Performance

Based on Figure 4.3, it is found that the path coefficient between organizational characteristics and employee
performance obtains a path coefficient value of 0.265, while the path coefficient of employee performance for
organizational performance is 0.089. The path coefficient between organizational characteristics and organizational
performance obtains a value of 0.079. Because the direct influence between organizational characteristics and
organizational performance is significant at 5%, the influence of organizational characteristics on employee
performance is significant at 5%, and the influence of employee performance on organizational performance is also
significant at 5%, it can be concluded that employee performance variables act as variables that mediate the
relationships between organizational characteristics on organizational performance.
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The role of mediation which is played by employee performance is partially mediating. The results show that testing
the mediating effect of the work environment on employee performance variables can be explained as follows:

Emplovee
0222 Performance | 0.089
Sig. 0.034/’ “_  Sig.0.015
Iﬂdi"id}liﬂl i . +-*| Organizational
Characteristics 0062 4 Performance
=ig. 0.072

Figure: 4.4. Testing the Mediating Effect of Work Environment on Organizational Performance through
Employee Performance

Based on Figure 4.4, it is found that the path coefficient between the work environment and employee performance
obtains a path coefficient value of 0.222, while the path coefficient of employee performance on organizational
performance is 0.089. The path coefficient between organizational characteristics and organizational performance
obtains a value of 0.062. Because the direct influence between work environment and organizational performance is not
significant at 5%, and the influence of employee performance on organizational performance is also significant at 5%,
it can be concluded that employee performance variable acts as a variable that mediates the relationship between work
environment and organizational performance. The role of mediation which is played by employee performance is fully
mediating.

5.1 Conclusions
5.1.1 Descriptive Conclusions

Referring to the study results, the conclusions of this study are as follows.

1.Individual characteristic variables in this study obtain an overall average value of 4.35, or the responses of
respondents to the questions of individual characteristics are to agree.

2.0Organizational characteristic variables obtain an overall average value of 4.33, or the responses of respondents to the
questions of organizational characteristic are to agree.

3.Work environment variables in this study obtain an overall average value of 4.18, or the responses of respondents to
the questions of the work environment are to agree.

4.Employee performance variables produce an overall average value of 4.18, or the responses of respondents to the
guestions of employee performance are to agree.

5.1.1 Verification Conclusions
Based on the previous description, the conclusions of this study are as follows.

Individual characteristics variables have a significant influence on employee performance variables.
Organizational characteristics variable have a significant influence on employee performance variables.

Work environment variables have a significant influence on employee performance variables.

Employee performance variable has a significant influence on organizational performance variables.

Individual characteristics variables have a significant influence on organizational performance variables.
Organizational characteristics variable have a significant influence on organizational performance variables.

Work environment variables do not have a significant influence on organizational performance variables.
Employee performance variables mediate the influence of individual characteristics of organizational performance.
Employee performance variables mediate the influence of organizational characteristics on organizational
performance.

10.Employee performance variables mediate the influence of the work environment on organizational performance.

5.3 Suggestions
The author provides several suggestions for further research, including:

CoNok~wWNE

1. In order to increase the scope of the study area and add other variables that are expected to influence employee
performance and organizational performance, other variables such as leadership and career paths;
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2. Practical advice that can be given to the relevant Office, namely, the study results can be used as material for
consideration in meeting the needs of employees in terms of individual characteristics, so that later the employee
performance to work is better.
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