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Abstract. This research is to know the in􀅭luence of individual characteristics and work environment on em-

ployee’s motivation, in􀅭luence of individual characteristics and work environment on performance, in􀅭luence of

employee’s motivation on performance, and to know in􀅭luence of employee’s motivation as intervening individ-

ual characteristics and work environment on performance. The methodology uses two stages, test of instrument

quality and hypothesis testing. The data collection technique used a census because the population was only

76 people. Individual characteristics have a signi􀅭icant in􀅭luence on employee’s motivation and performance,

work environment has a signi􀅭icant in􀅭luence on employee’s motivation but has no signi􀅭icant in􀅭luence on per-

formance. The test results show that the employee’s motivation variable mediates the in􀅭luence of individual

characteristics andwork environment on performance. This research update onmotivation variable as interven-

ing variable between individual characteristics variable, performance variable, research location, and variable

relation model. Limitations of this study include the number of samples being only 76 subjectivities. Also, re-

search should be held again in different places with more samples.

© 2017 The Author(s). Published by TAF Publishing.

INTRODUCTION

Background

Management of Human Resources (HR) in companies in the

era of the 21st century is getting a big attention. This can’t

be separated from the emergence of management aware-

ness about the role of HR as one of the determining factors

in achieving company goals. From a macro perspective, the

Theory of Economic Growth states that human capital accu-

mulation contributes primarily to macroeconomic growth;

while from themicro side, Human Resource Theory consid-

ers human capital as the primary resource for sustainable

competitive advantage for the company (Lucas, 1998; Oe-

tomo, Satrio, & Lestariningsih, 2016).

The role of HR is increasingly important when viewed

fromthe supply anddemandsideof the labormarket,where

human capital is the level of conformity between demand

and supply of labor with the quality and quantity of HR it-

self.

Companies in the current era of the modern economy

are constantly challenged to meet the demand for quality

labor, marked by the inability of the labor market to meet

those needs (Hamalik, 2007; Luthans & Fred, 1992; Mo-

hamad Yusof, Munap, MohdBadrillah, AbHamid, &MdKhir,

2017; Robin, 1990; Silahtaroglu & Vardarlier, 2016). Ac-

cording to Jain & Bhatt (2015), Myskowski, Storme, Davila,

& Lubart (2014), Sabella & Analoui (2015), Tong & Arvey

(2015) some important aspects of the role of HR for the

organization or company to further improve the compe-

tence of HR management in achieving the goal in􀅭luence

and ef􀅭iciency of organization. Recognition of the impor-
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tance of the role of human capital led to increased research

in the 􀅭ield of human resourcemanagement, generally about

the management of employment within a company. Labor

management begins recruitment, selection, placement, and

compensation. Further labor must be organized in tasks

and responsibilities.

Research Problems

There are still differences in the results of research between

the variables of individual characteristics, work environ-

ment, and motivation to performance.

Previous Research

Some of the results of previous research are used as study

materials by researchers to obtain a description of research

results and discussion that is devoted to research using

variables similar to the research variables. Some of the re-

sults of previous research include the following:

1. Liosten & Ully Tampubolon (2007), The in􀅭luence of job

characteristics and individual characteristics on job satis-

faction, commitment and worker atitude toward organiza-

tional change at PT. earth tower internusa surabaya.

2. Brahmasari & Suprayetno (2008), The in􀅭luence of em-

ployee motivation, leadership and organizational culture

on employee satisfaction and its impact on company per-

formance (case study on PT Pei Hai InternationalWiratama

Indonesia).

3. Locke, Latham&Erez (1988), The determinations of goal

commitment.

4. Murisha (2011), In􀅭luences of work Behavior, work en-

vironment and motivation in clove cigarette factories in

kudus Indonesia.

5. Moulana (2017), In􀅭luence working linkage to perfor-

mance through variable mediator motivation work (a study

on employees of PT Telkom Indonesia.

6. Park (2005), The In􀅭luence of organizational culture on

job motivation and job satisfaction and performance in the

industrial sub-sector.

7. Setiawan (2013), In􀅭luences of individual characteristics

and work environment on performance at PT.

8. Pujiwati & Susanty (2017), The in􀅭luence of individual

characteristics and employee motivation on performance.

Research Hypothesis

Based on the conceptual framework, the hypotheses pro-

posed in this study are:

H1. Individual characteristics have a signi􀅭icant in􀅭luence

on employee’s motivation.

H2. Working environment has a signi􀅭icant in􀅭luence on

employee’s motivation.

H3. Individual characteristics have a signi􀅭icant in􀅭luence

on performance.

H4. Work environment has a signi􀅭icant in􀅭luence on per-

formance.

H5. Employee’s motivation has a signi􀅭icant in􀅭luence on

performance.

H6. Employee’smotivationmediates the in􀅭luence between

individual characteristics on performance.

H7. Employee’s motivation mediates the in􀅭luence of the

work environment on performance.

RESEARCHMETHODS

This study uses quantitative methods with the aim of test-

ing the hypotheses (Ferdinand, 2006).

Objectives of Research

The object of this research is all the employees of PT. Wis-

matata Eltra Perkasa having address at Popoh Village,

Wonoayu Sub district, Sidoarjo Regency with 76 employ-

ees consisting of production staff and administrative staff

with highest supervisor class. This company is engaged in

maintenance and repairing 20KVDistributionTransformer.

Since the population is only 76 people then all populations

are included in the research or by using the census method

(Sugiyono, 2013).

Technical Testing and Data Analysis

In this study, testing and data analysis consist of two parts

namely testing of variable instrument quality and hypothe-

sis testing.

Testing against instrument variable qualities

The presence of correlation is re􀅭lected in the probability

of signi􀅭icance of the correlation test results indicating the

value of < α = 0.05, or in other words, if r arithmetic for

each indicator is greater than r table with positive corre-

lation value (Ghozali, 2006). Instrument reliability test is

done by calculating the coef􀅭icient of Cronbach’s alpha. In-

dicators are said to be reliable if the value of Cronbach’s α >

0.6 (Ghozali, 2006).

In addition to analyzing the results of statistical tests,

descriptive analysis was also conducted. Descriptive analy-

sis gives an overview of the composition and demographics

of research respondents covering the last level of education,

part of assignment, position, and years of service. In the de
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scriptive analysis is also given a description of the variables

based on existing demographic data. Demographic data are

provided in the form of options over several groups of de-

mographic data, so that there may be respondents who do

not vote in the demographic data 􀅭ield, but 􀅭ill in the ques-

tionnaires used in the complete indicator.

Hypothesis testing

Hypothesis testing uses path analysis. Path analysis is an

extension of multiple regression analysis to estimate qual-

ity relationship between predetermined variables based

on theory. Path analysis is used to determine the relation-

ship pattern between three or more variables and can’t be

used to con􀅭irmor reject the hypothesis of imaginary causes

(Ghozali, 2006).

RESEARCH RESULT AND DISCUSSION

Test Validity Instruments

Test Instrument Validity. This study uses questionnaires

to collect research data, if the correlation value of Pearson

(r-count) between two variables that is latent (measured)

with indicator variable (measured) with the value of sig-

ni􀅭icance (2-tailed) 0.000 at the level of signi􀅭icance (level

of signi􀅭icance/α) at correlation of 0.05. The results of the

analysis in the above table show that all indicators for the

variable Performance are greater than 0.05 so that all in-

dicators are declared invalid or be able to measure all the

variables.

TABLE 1 . Test results validity variable

individual characteristics (X1)

Variables Indicator R Count Conclusion

Individual X1.1 0,499 Valid

Characteristics X1.2 0.585 Valid

X1.3 0.673 Valid

Work X2.1 0.429 Valid

Environment X2.2 0.819 Valid

X2.3 0.709 Valid

Employee Z1 0.510 Valid

Motivation Z2 0.735 Valid

Z3 0.735 Valid

Performance Y1 0.654 Valid

Y2 0.441 Valid

Y3 0.601 Valid

Source: 2016 processed data

Test Reliability Instruments

Reliability questionnaire means the ability of measuring

tools to measure consistently. The test is used to mea sure

the consistency is Cronbach's coef􀅭icient alpha or alpha.

Measurement items are said to be reliable if they havemore

BESA alpha coef􀅭icient r of 0.6 (Moulana, 2017).

TABLE 2 . Reliability test results

Variables Alpha Reliability

Individual Characteristics 0.717 Reliable

Working Environment of Employees 0.693 Reliable

Employee Motivation 0.620 Reliable

Performance 0.773 Reliable

Source: 2016 processed data

Internal consistency reliability value is shown in the

Table above, for alpha coef􀅭icient is reliable because it is

greater than 0.6. Thus the measurement of items in each of

the indicators in the study variables is declared unreliable

and can then be used in research.

Description Research (Answer Respondents)

Description of the results of the study is a description of

respondents' answers which is the result of respondents'

answers on each research variable. Description of the an

swers will be explained based on the frequency and mean

calculation results of each variable that has been catego-

rized.

TABLE 3 . Assessment category

Interval Category

1-2 Low

2.1 to 3 Medium/Enough

3.1 to 4 High

From 4.1 to 5 Very high

Source: Though the data in 2016

Individual Characteristics (X1)

Individual Characteristics variable consists of 8 (Eight)

questions or statements. Here is a description of the re-

spondents’ answers to the variable Characteristics of Indi-

viduals.

TABLE 4 . Description of responses of respondents on individual

characteristics

No Indicator Percentage of Answer Score Total % Mean Category

1 2 3 4 5

1 X1.1 8 26 18 20 4 76 100 2.82 Medium

2 X1.2 8 32 12 22 2 76 100 2.71 Medium

3 X1.3 12 46 6 10 2 76 100 2.26 Medium

4 X1.4 14 40 16 4 2 76 100 2.21 Medium

5 X1.5 24 24 14 14 0 76 100 2.24 Medium

6 X1.6 12 34 24 6 0 76 100 2.32 Medium

7 X1.7 26 24 21 4 0 76 100 2.06 Medium

8 X1.8 14 28 22 12 0 76 100 2.47 Medium

Average 2.37 Medium

Source: 2016 processed data
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Working Environment (X2)

Variable working environment consists of 8 (Eight) ques-

tions or statements. The following is a description of the

respondents’ answers to the work environment variable of

the employee.

TABLE 5 . Description of respondents’ responses on working

environment employees

No Indicator Percentage of Answer Score Total % Mean Category

1 2 3 4 5

1 X2.1 18 38 12 8 0 76 100 2.13 Medium

2 X2.2 18 38 12 8 0 76 100 2.13 Medium

3 X2.3 17 32 14 8 5 76 100 2.63 Medium

4 X2.4 18 22 24 12 0 76 100 2.39 Medium

5 X2.5 18 34 12 8 4 76 100 2.29 Medium

6 X2.6 18 36 14 8 0 76 100 2.16 Medium

7 X2.7 12 30 20 14 0 76 100 2.47 Medium

8 X2.8 24 20 20 12 0 76 100 2.26 Medium

Average 2.31 Medium

Employee’s Motivation (Z)

Variable employee’s motivation consists of 7 (Seven) ques-

tions or statements. Here is a description of respondents'

answers on employee’s motivation variable.

TABLE 6 . Description of respondents’ responses on employee’s

motivation

No Indicator Percentage of Answer Score Total % Mean Category

1 2 3 4 5

1 Z1 8 48 16 2 2 76 100 2.24 Medium

2 Z2 24 16 24 10 2 76 100 2.34 Medium

3 Z3 22 26 14 12 2 76 100 2.29 Medium

4 Z4 14 32 16 14 0 76 100 2.39 Medium

5 Z5 14 36 12 12 2 76 100 2.37 Medium

6 Z6 6 26 16 24 0 76 100 2.92 Medium

7 Z7 8 28 18 10 12 76 100 2.87 Medium

Average 2.49 Medium

Source: 2016 processed data

Performance (Y)

Performance variables consist of twelve (12) questions or

statements. The following is a description of the respon-

dents’ answers on performance variables.

TABLE 7 . Description of respondents’ responses on employee’s

motivation

No Indicator Percentage of Answer Score Total % Mean Category

1 2 3 4 5

1 Y1 22 40 8 6 0 76 100 1.87 Medium

2 Y2 10 42 18 4 2 76 100 2.23 Medium

3 Y3 18 34 16 6 2 76 100 2.21 Medium

4 Y4 20 38 12 2 4 76 100 2.11 Medium

5 Y5 16 30 22 6 2 76 100 2.23 Medium

6 Y6 12 28 14 16 6 76 100 2.68 Medium

7 Y7 6 40 10 8 12 76 100 2.74 Medium

8 Y8 6 44 22 4 0 76 100 2.37 Medium

9 Y9 14 42 10 10 0 76 100 2.21 Medium

10 Y10 14 32 12 12 6 76 100 2.53 Medium

11 Y11 16 32 6 20 2 76 100 2.47 Medium

12 Y12 14 26 16 14 6 76 100 2.63 Medium

The average 2.38 Medium

Hypothesis testing

This study formulates 7 hypotheses composed of 2 regres-

sion equations as follows:

WM = α+β1IC+β2LK+e (1)

P = α+β3IC+β4IC+β5WM+e (2)

Where:

WM = Employee’s motivation

IC = Individual Characteristics

WE =Work Environment

P = Performance

β1– 5 = Regression coef􀅭icient

e = residual value

The test is done by 2 times multiple regression test, which

is test for equation 1 and equation 2. Equation 1 is used to

answer hypothesis 1 and 2. Equation 2 is used to answer

hypothesis 3, hypothesis 4, and hypothesis 5, hypothesis 6

and hypothesis 7 are answered by interpreting the direct

and indirect power of in􀅭luence resulting from equation 1

and equation 2. The following is the result of equation 1.

TABLE 8 . Statistical test results equation 1 model summary

Model R R Square Adjusted R Square Std. Error of the R estimate

1 . 765 . 585 . 574 .4 5086

a. Predictors: (Constant), Environment, Character

ANOVAb

Model Sum of Squares Df Mean Square F Sig.

1 Regression 20. 951 2 10. 475 51. 534 .000

Residual 1 4. 839 73 .2 03

Total 35. 789 75

a. Predictors: (Constant), Environment, Character

b. Dependent variable: Motivation
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Coef􀅮icientsa

Model Unstandardized Coef􀅮icients Standardized Coef􀅮icients T Sig.

B Std. Error Beta

1 (Constant) . 442 . 177 2. 494 .0 15

Character . 290 . 079 . 288 3. 671 .000

Environment . 567 .0 70 . 634 8. 083 . 000

a. Dependent variable: Employee’s motivation

Test results consist of 3 test results and can be imple-

mented as follows:

1. Table Model Summary shows the ability of indepen-

dent variables (individual characteristics and work envi-

ronment) in explaining the dependent variable in the equa-

tion test 1 (Employee’s motivation). Rated R-Square = 0,

585 regarded as the coef􀅭icient of determination. This

means that individual characteristics and environmental

variables in the models tested working with equation are

one able to explain the motivation variable work by 58.5%.

While 41.5% (100% - 58.5%) determinant (determinant)

motivation to work is another variable outside the model

examined/tested by equation 1.

2. ANOVA table is the result of F test. F test result is useful

to know whether the model tested is 􀅭it/good or not. The

model is said to be 􀅭it if the F test results showed prob. sig-

ni􀅭icant value < 0.05. F test results show 0.000 value. This

􀅭igure is well below 0.05, so the model tested with equation

1 is good/􀅭it.

3. Table of Coef􀅭icient shows the results of t-test. The t-test

to analyze the in􀅭luence of each independent variable that

is characteristics of the individual and the work environ-

ment on the dependent variable (Employee’s motivation).

The test results are used to answer the hypothesis 1 and

hypothesis 2. Based on these test results, it appears that

the individual characteristics andwork environment signi􀅭-

icantly in􀅭luence the employee’smotivation. This is evident:

a. Value prob. signi􀅭icant in􀅭luence of individual charac-

teristics on employee’s motivation of 0.000 (< 0.05).

b. Value prob. signi􀅭icant work environment in􀅭luence

on employee’s motivation of 0.0 0 0 (< 0.05).

The result of test of equation 2 is as follows:

TABLE 9 . Statistical test results equation 2 model summary

Model R R Square Adjusted R Square Std. Error of the R estimate

1 . 707 . 500 . 479 .4 5296

a. Predictors: (Constant), Motivation, Characteristics, Environment

ANOVAb

Model Sum of Squares Df Mean Square F Sig.

1 Regression 14 .7 54 3 4. 918 23. 970 .000

Residual 1 4. 772 72 .2 05

Total 2 9. 526 75

a. Predictors: (Constant), Motivation, Characteristics, Environment

b. Dependent variable: Performance

Coef􀅮icients a

Model Unstandardized Coef􀅮icients Standardized Coef􀅮icients T Sig.

B Std. Error Beta

1 (Constant) . 545 . 186 2. 933 .005

Character .493 . 087 . 538 5.697 .000

Environment -. 125 . 097 -. 154 - 1.286 . 203

Motivation . 329 . 118 . 362 2.800 . 007

a. Dependent variable: Performance
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The results of testing of equation 2 can be interpreted as

follows:

1. Table Summary Model shows the independent ability

of variable (characteristic, environment, andmotivation) in

explainingdependent variable in testing equation2 (perfor-

mance). Rated R-Square = 0.500

2. ANOVA table is the result of F test. Themodel is said to be

􀅭it if the result of F test shows the value of pro. signi􀅭icant

< 0.05. F test results show 0.000 value. This 􀅭igure is well

below 0.05, so the model tested is 􀅭it.

3. Coef􀅭icient table shows t-test results. T-test aims to ana-

lyze the in􀅭luence of each independent variable that is indi-

vidual characteristics, work environment, and employee’s

motivation on dependent variable (performance). The re-

sults of this test are used to answer hypothesis 3, 4, and 5

respectively. Based on the test results, it appears that:

a. Individual characteristics have a signi􀅭icant in􀅭luence

on performance. This is evident from the prob. signi􀅭icant

value of the in􀅭luence of individual characteristics on per-

formance of employees by 0.000 (< 0.05).

b. Work environment has no signi􀅭icant in􀅭luence on

performance. This is evident from the value prob. sig work

environment in􀅭luence on performance by 0.203 (> 0.05).

c. Motivation of work has a signi􀅭icant in􀅭luence on per-

formance. This is evident from the value prob. signi􀅭i-

cant in􀅭luence of employee’s motivation on performance by

0.007 (< 0.05).

Based on these tests, the description of the results of

the research model and its in􀅭luences can be illustrated as

shown on the following page:

FIGURE 1 . Model

Based on the test results, we found evidence that in-

dividual characteristics and work environment have a sig-

ni􀅭icant in􀅭luence on employee’s motivation and also indi-

vidual characteristics signi􀅭icantly in􀅭luence performance

while the work environment has no signi􀅭icant in􀅭luence on

performance.

Hypotheses 6 and 7 are determined by the combined

test results of equation 1 and equation 2 where

1. Hypothesis 6 is formulated to test the role of employee’s

motivation mediation in the in􀅭luence of individual charac-

teristics on performance. This hypothesis is evident if:

a. Individual characteristics have a signi􀅭icant in􀅭luence

on performance.

b. Individual characteristics have a signi􀅭icant in􀅭luence

on employee’s motivation.

c. Employee’s motivation has a signi􀅭icant in􀅭luence on

performance.

d. The magnitude of indirect in􀅭luence is greater than

the direct in􀅭luence.

Based on these criteria, hypothesis 6 is proven, so that

employee’s motivation can mediate the in􀅭luence of indi-

vidual characteristics on performance.

2. Hypothesis 7 is formulated to test the role of mediation

of employee’s motivation in the in􀅭luence of work environ-

ment on performance. This hypothesis is evident if:

a. Work environment has a signi􀅭icant in􀅭luence on per-

formance.

b. Work environment has a signi􀅭icant in􀅭luence on em-

ployee’s motivation.

c. Employee’s motivation has a signi􀅭icant in􀅭luence on

performance.

d. The magnitude of indirect in􀅭luence is greater than

the direct in􀅭luence.

Based on the criteria, hypothesis 7 is proven, so that

the employee’s motivation mediates the in􀅭luence of work

environment on performance.
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TABLE 10 . Summary of hypothesis testing results

Hypothesis In􀅮luence of Variables t-count Prob. Signi􀅮icant Information

H1 Characteristic→Motivation 3.671 0.000 Signi􀅭icant

H2 Work Environment→Motivation 8.083 0.000 Signi􀅭icant

H3 Characteristic→ Performance 5.697 0.000 Signi􀅭icant

H4 Work Environment→ Performance -1.286 0.203 Not Signi􀅭icant

H5 Motivation→ Performant 2.800 0.007 Signi􀅭icant

H6 Characteristic→Motivation Performance - 0.000 Mediating

0.007

0.000

H7 Work Environment→Motivation Performance - 0.000 Mediating

0.007

0.203

Description Relationship Between Variables

Of the relationship between variableswill be clear variables

that are proposed in these hypotheses except variables have

a signi􀅭icant in􀅭luence on performance and work environ-

ment.

1. In􀅲luence of individual characteristics on employee’s

motivation

Test results obtained t-count value of 3.671 with prob. sig-

ni􀅭icant 0.000 (< α = 0.05). Based on these results, there is

a signi􀅭icant in􀅭luence of individual characteristics on em-

ployee’s motivation.

Thismeans that the number one hypothesis in this study

is proven. The results of this study support previous re-

search conducted by (Pujiwati & Susanty, 2017).

2. In􀅲luence of employee’s motivation on environment

workplace

Test results obtained t-count value of 8.083 with prob. sig-

ni􀅭icant 0.000 (< α = 0.05). Based on these results, there is

a signi􀅭icant in􀅭luence of work environment on employee’s

motivation.

This means that the second hypothesis in the study is

proven. These results support the previous research con-

ducted by (Setiawan, 2013; Moulana, 2017).

3. In􀅲luence of individual characteristics on perfor-

mance

Test results obtained t-count value of 5.697 with prob. sig-

ni􀅭icant 0.000 (< α = 0.05). Based on these results, there is

a signi􀅭icant in􀅭luence of individual characteristics on per-

formance.

This means that the third hypothesis in this study is

proven. These results support previous research con-

ducted by (Pujiwati & Susanty, 2017) but contrary to re-

search conducted by (Setiawan, 2013).

4. In􀅲luence of work environment on performance

Test results obtained t-count value of -1.286with prob. sig-

ni􀅭icant 0.203 (> α = 0.05). Based on these results, the work

environment has no signi􀅭icant in􀅭luence on performance.

This means that the fourth hypothesis in this study is not

proven. These results contradict with the results of previ-

ous studies conducted by (Moulana, 2017; Murisha, 2011;

Pujiwati & Susanty, 2017).

5. In􀅲luence of employee’s motivation on performance

Test results obtained t-count value of 2800 with prob. sig-

ni􀅭icant 0.007 (< α = 0.05). Based on these results, there is

a signi􀅭icant in􀅭luence of employee’s motivation on perfor-

mance.

Thismeans that the number 􀅭ive hypothesis in this study

is proven. These results support the results of previous

studies conducted by (Moulana, 2017; Murisha, 2011; Puji-

wati & Susanty, 2017).

6. Employee’s motivation mediates intervening on in-

dividual characteristics of performance

Based on the test results, employee’s motivation mediates

in􀅭luence of individual characteristics on performance be-

cause it meets all the requirements namely (a) Individual

characteristics signi􀅭icantly in􀅭luence performance with

prob. signi􀅭icant 0.000 (< α = 0.05). (b) Individual char-

acteristics have a signi􀅭icant in􀅭luence on employee’s moti-

vation with prob. score. signi􀅭icant 0.000 (< α = 0.05). (c)

Employee’s motivation has a signi􀅭icant in􀅭luence on per-

formance with prob. score. signi􀅭icant 0.007 (< α = 0.05).
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(d) The magnitude of indirect in􀅭luence is greater than the

direct in􀅭luence. This means the number six hypothesis in

this study is proven.

7. Employee’s motivation mediates intervening in the

Work environment on performance

Based on the test results, employee’s motivation mediates

the in􀅭luence of work environment on the performance of

employees because it meets the two requirements b and c

that is (b) Work environment has a signi􀅭icant in􀅭luence on

employee’s motivation with prob. signi􀅭icant 0.000 (< α =

0.05). (c) Employee’s motivation has a signi􀅭icant in􀅭luence

on performance with prob. score. signi􀅭icant 0.000 (< α

= 0.05). This means that the number seven hypothesis in

this study is proven. These results are consistent with the

results of the study (Moulana, 2017).

CONCLUSION AND RECOMMENDATIONS

From the background of the problem, the formulation of the

problem, the purpose of research, hypothesis, hypothesis

proof, and discussion, it can be concluded and suggestions

as follows:

Conclusion

Individual characteristics have a signi􀅭icant in􀅭luence on

employee’s motivation and performance. Work environ-

ment has a signi􀅭icant in􀅭luence on employee’s motivation

but has no signi􀅭icant in􀅭luence on performance directly.

Employee’s motivationmediates the in􀅭luence of individual

characteristics and the work environment on performance.

Suggestions

For future researchers, it is hoped that the results of this

study can be useful for use as a reference for similar re-

search with the addition of variables and indicators. The

small sample in this research makes result of research very

subjective. So they need to conduct further research by us-

ing more samples.
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