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Abstract

This study aims to examine the influence of the work environment on employee performance mediated by work discipline. It is quantitative research with questionnaires as the data collection method. Data were analyzed by using Path Analysis. The populations are all of the full-time employees, and seventy eight respondents of them were selected as by saturated sampling. The study shows that the work environment affects employee performance, and work discipline mediates the effect of the work environment on employee performance.
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Abstrak

Penelitian ini bertujuan untuk menguji pengaruh lingkungan kerja terhadap kinerja karyawan yang dimediasi oleh disiplin kerja. Ini adalah penelitian kuantitatif dengan metode pengumpulan datanya menggunakan kuesioner. Data dianalisis dengan menggunakan Path Analysis. Populasi adalah semua karyawan penuh waktu, dan tujuh puluh delapan responden di antaranya dipilih dengan pengambilan sampel jenuh. Studi tersebut menunjukkan bahwa lingkungan kerja mempengaruhi kinerja karyawan, dan disiplin kerja memediasi pengaruh lingkungan kerja terhadap kinerja karyawan.

Kata Kunci: Lingkungan Kerja; Disiplin Kerja; Kinerja Karyawan.

INTRODUCTION
Human resource is the most important elements of an organization. An organization will never work without human resource role because they are the driving force and the leading player of organization (Sani and Ekowati, 2019). Therefore, it is prominent that an organization provides a positive direction to achieve the goals. Understanding the importance of human resources in the global era is one of the efforts to improve their quality. It is expected that employes can improve their performance through quality improvement. Employee performance has an impact on employee attitudes when accepting the work and everything within the work environment (Sunyoto, 2013).
Employee performance is an action of the employees upon performing the job given. Performance is a result of the relationship between effort, ability, and perceptual tasks charged (Timpe, 2002). Every company must put a high expectation towards the employees that they can excel in their performance because excellent performance means an optimal contribution to the company (Wijaya & Susanti, 2017). One of the aspects that play an essential role in the company and affect the performance of employees is the work environment (Kuswandi (2004). A good work environment can create an excellent performance of employees as expected by the company. On the other hand, an uncomfortable work environment can degrade their performance.
Sedarmayanti (2009) defined that work environment is all circumstances around the workplace that will affect the employees, both directly and indirectly.Pawirosumarto et al. (2017) stated that a work environment is a place where all employees can carry out activities, where they can have a positive or negative impact on employees to achieve their stated goals. A conducive work environment will stimulate the work spirit of the employees and will improve the performance and discipline in any job (Prakoso et al., 2014). A working condition covers a physical and non-physical environment which can lead to a fun, safe, and peaceful impression. An excellent working condition can stimulate a sense of satisfaction which may provide a positive influence on employee performance while the bad one will not cause employee satisfaction. A comfortable work environment will let the employees work harder and more concentrated on finishing their duties on time. Also, good working conditions will help reduce boredom and fatigue, so the performance of employees can improve (Wijaya and Susanti, 2017).
Discipline is one of the factors that can enhance the performance of the employees. According to Hasibuan (2007), work discipline is the awareness and willingness of an employee to comply with all of the company rules and social norms. Work discipline is a tool used by managers to communicate with employees to change behaviour and to increase the awareness and willingness to meet all of the regulations of the company (Sulila, 2019).
Previous studies concerning the work environment on employee performance have been carried out by several researchers, some of which are Budianto and Katini (2015) who find out that the work environment can provide a positive and significant influence towards employee performance. Besides, Alzghoulet al. (2018) explains that there is a significant influence of the physical work environment on employee performance. Moulana, Sunuharyo and Utami (2017); Saputro & Fathoni (2017) stated that the physical condition of the environment has a positive and significant effect on performance. On the other hand, Jerry, Tjia, Naga (2012) state that a direct relationship between the work environment and employee performance is not found.
The previous researches regarding the influence of work discipline on the work environment are those conducted by Inbar et al. (2018), Oktaria and Nugraheni (2017), Herawati & Ranteallo (2019) which indicate that work environment variables have a significant effect on the variable of work discipline of employees. Permadi (2017) and Putri et al. (2019) found that the work environment and work discipline can influence employee performance. Arsyad (2014) argues that work discipline has a significant positive effect on employee performance. Also, the study of Kuncorowati (2018) concludes that work discipline has a strong influence on performance. The inconsistency of study results from Permadi (2017) showed a positive and significant relationship, but Jerry, Tjia, Naga (2012) found no relationship between work environment and performance. Therefore, the different job satisfaction, commitment, work discipline and subordinate perceptions might result different employee performance. Based on these theories, this study aims to examine the influence of the work environment on employee performance mediated by work discipline.

Work Environment
According to Sunyoto (2013), the work environment is everything around workers that can stimulate them to pursue and finish the tasks assigned, for example, housekeeping, music, lighting, and others. The work environment can determine the mood of employees upon working. However, it, in general, is an environment where the employees do the task or job.
The measurement indicator of the work environment, according to Sedarmayanti (2009) are 1) physical work environment, i.e., all of the physical and visible things around the workplace that can directly or indirectly affect the work performance of the employees. Work environment is divided into two categories: the environment which is directly related to the employees and the intermediaries, or the global environment which can also refer to the work environment that affect the human condition; non-physical work environment which is all the circumstance related to the employee relations, with either the managers, colleagues, or subordinates (Ekowati et al., 2020). 

Work Discipline
According to Hasibuan (2007), work discipline is the awareness and willingness of an employee to comply with all of the company rules and social norms. Meanwhile, Mangkunegara (2006) argues that it may refer to the implementation of the management to strengthen the organizational guidelines.
The indicators of work discipline, according to Guntur (1996) are the discipline of time, discipline on the target, discipline to quality, discipline to the job priority, and the discipline to the procedure.

Performance
Work performance is the work process and the result of an employee to achieve the expected goal. According to Mangkunegara (2006), performance is the result of work in quality and quantity by an employee upon doing their duties and responsibilities given. Helfert in Supriyanto et al. (2020) added that performance is a real behaviour shown in each employee's work performance based on their role in the company, where employees are critical in company's efforts to achieve its goals.	
Kuswadi (2004) mentions some factors that affect the performance of employees: employee satisfaction, employee capabilities, leadership, motivation, and working environment. The working environment, both physical and non-physical ones make a significant contribution to improve the job satisfaction of employees (Nadia & Fathurahman, 2017). A comfortable working environment for employees can improve performance. On the contrary, an inadequate work environment can degrade the performance, and thus it also lower the employee motivation.  The indicators that affect employee performance are the quantity (the number of which must be completed, the quality (the number of products/jobs produced); and the discipline of time (job's timeline) (Dharma, 1991). 

The Influence of Work Environment on Employee Performance
The work environment refers to cleanliness, infrastructure, and comfort (Asmui et al., 2012). Every company or organization should keep the working environment and meet the standards of the work environment. It is an important factor due to its close relation to the daily activities of the employees at work. The employees who work in an uncomfortable environment will never work optimally, and they might be dissatisfied.
Sedarmayanti (2009) reveals that to improve employee performance, a company must create a comfortable work environment. Besides, the study of Budianto and Kantini (2015); Sari & Aziz (2019) shows that the work environment can provide a positive and significant influence on employee performance.Liyas and Reza (2017); Tjibrana, Bode, Lucky (2017)argue that the work environment can improve the performance of employees. Therefore, this research goes to the following hypotheses:
H1: Work Environment (X) directly impact on Employee Performance (Y)


Work Discipline mediates the relation of Work Environment with Employee Performance.
Hasibuan (2007) mentions that discipline is the essential operative function of human resource management because the more discipline the employee is, the higher the performance is achieved. The absence of discipline may hinder the organization from achieving optimal results.  
Permadi (2017) finds that the work environment significantly influences the performance of employees; the work environment affects the work discipline, and thus the work discipline has a significant effect on employee performance. Therefore mentioned argument goes to the following research hypothesis:
H2: the Discipline of work (Z) mediates the influence of work environment (X) on Employee Performance (Y)

METHODS
This research uses the explanatory approach to explain the causal relationship among variables through hypotheses testing in order that the conclusions about causative relation between two or more variables can be properly drawn (Sekaran, 2003). Data were obtained from a total of 78  employees of PT. Tinned Fish and salted Seafood. The populations of this research are all of the employees of PT. Tinned Fish and salted Seafood with 78 respondents as saturated samples (Martono, 2010).  Descriptive statistical analysis is used to determine the frequency distribution of respondents' answers from a questionnaire and provide an in-depth analysis of the studied variables. Data were analyzed with path analysis. Path analysis describes the relationship of several independent variables with the dependent one either directly or indirectly (Supriyanto and Ekowati, 2019). According to Ghozali (2013), testing mediation hypothesis is conducted by a procedure developed by Sobel Test, which is used to influence the work environment on employee performance through work discipline. The mediation of the examination employs the procedure developed by Sobel with software Free Statistic Calculation for Sobel version 4.0.
In this study, the independent variable is work environment. The indicator of the work environment refers to Sedarmayanti (2009), which is the physical and non-physical work environment. Meanwhile, the dependent variable is the employee performance, which goes to quantity, quality, and punctuality (Dharma, 1991). The mediating variable is the work discipline, which comprises the discipline of time, regulations, and responsibility (Guntur, 1996).


RESULTS AND DISCUSSION
Results
The Description of the Respondents' Characteristics 
The characteristics of the respondents of this study include age, gender, education, and working period.  Of the 78 respondents, the results of the analysis of the characteristics of respondents can be seen in Table 1.

Table 1: Respondents' Characteristics
	Characteristics
	Number
	Percentage

	
	Sex
	

	Male
	60
	77,0%

	Female 
	18
	24,0%

	Number
	78
	100

	
	Education
	

	Senior High School
	27
	35,0%

	Diploma
	7
	9,0%

	Undergraduate degree
	41
	52,0%

	Master
	3
	4,0%

	Number
	78
	 100

	
	Duration
	

	< 5 years
	66
	85.0

	5 – 10 years
	  12
	15.0

	Number
	 78
	100



[bookmark: page9]Table 1 shows that the characteristics of the respondents by gender show that 77% respondent is male and 18% is female. The respondent characteristics by education show that 52.0 % respondent earn undergraduate degree, 35% earn senior high school degree, while the remaining respondents have diploma and master degree. Meanwhile, based on working period, most of respondent (85%) has less than five years working experience, while 16% of them has worked about 5-10 years.
The test instrument validity is conducted to 78 respondents. A validity test is performed by finding out the correlation between the score of the statement and the total score variable. The validity test is valid if the coefficients are ≥ 0.3, with α = 0.05 (Supriyanto and Maharani, 2013). The result of the validity test shows that the items used to measure the variables of the work environment (X) has high reliability with a Cronbach alpha value of 0,666. Besides, the validity test towards the employee performance variable (Y) has high reliability with a Cronbach alpha of 0,875; and work discipline variables with 0.773. Therefore, the Cronbach alpha of all variables is over 0.6, which proves that all of the variables are reliable.
Table 2 shows the results of the normality test. The normality test is used to acknowledge whether the residuals of the regression models examined are normally distributed. The method used to test normality is the Kolmogorov-Smirnov test. If the significance of the Kolmogorov-Smirnov test results in ≥ 0.05, the normality assumption is met.

Table 2. The Result of the Normality Test of the Data
	
	Unstandardized Residual

	N
	78

	Normal Parameters (a,b)
	Mean
	.0000000

	
	Std. Deviation
	1.79845141

	Most Extreme Differences
	Absolute
	.133

	
	Positive
	.133

	
	Negative
	-.072

	Kolmogorov-Smirnov Z
	1.175

	Asymp. Sig. (2-tailed)
	,126



Table 2 shows that the value of the Kolmogorov - Simornov Z of 1,175 with a significance level of 0,126. It proves the normal distribution of the data because the significance level is ≥ 0.05.
Table 3 shows the results of the linearity test. The linearity test is carried out to determine whether the model to be used in the study is linear or not. 

Table 3. The Result of Linearity Test
	Independent Variable
	R square
	Sig
	Dependent 
Variable

	Work Environment
	0.990
	0.000
	Employee Performance (Y)

	Work Environment
	0.988
	0.000
	 Work Discipline

	Work Discipline
	0.992
	0.000
	Employee Performance (Y)



The results of the linearity test in Table 3 show that all of the work environments have a linear relationship with the performance of the employees; the work environment has a linear relationship with work discipline, and work discipline has a linear relationship with employee performance.  




Table 4. The Goodness-of-fit test

	Relationship
	R Square

	Work environment	      work discipline
	0,249

	Work environment, work discipline	        employee performance
	0,364



The goodness-of-fit test of the structural model used the predictive relevance (Q2) score to measure how observation scores are generated. Q2 was based on the coefficient of determination of all the dependent variables between0<Q2<1. The R2 value of each endogenous variables as follows: a) Z variable has R2 of 0.249; b) Y1 variable has R2 of 0.364
Predictive-relevance value is obtained by the formulation below:

Q2 = 1 – ( 1 – R12) ( 1 – R22 ) ... ( 1- Rp2 )
Q2= 1- (1 - 0.249) x (1 – 0.364) 
Q2 = 1 – 0.479
Q2 = 0.521

The analysis showed that Q2 was 0.521 or 52.1 percent, which showed that the model was able to explain 52.1 percent of the data, while the remaining 47.9 percent was explained by other variables (outside the model) and error. 

Hypothesis Testing
The hypothesis testing is conducted by using a comparison of the t statistic with the t table value. The value of the t statistics is higher than t table value (1.960) which indicates a significant effect. The results of hypothesis testing are provided in Table 3 below. 

Table 5. Hypothesis Testing
[bookmark: _GoBack]
	Hypothesis
	The influence of
	Koefsien
	t-statistics
	Significance
	Description

	1
	X	Y
	0.378
	3.794
	0.000
	Significant

	2
	X	 Z	Y
	0.348
	3.490
	0.000
	Significant



The results in table 5show that the t-statistics is 3,794, which is higher than that of the t table, which is 1,960. Therefore, it proves that the work environment affects employee performance. The test explains that the value of t statistics is 3,490, which is higher than the value of t table 1,960. So, it proves that the work discipline mediates the variable of the work environment on employee performance variables.



Path Analysis
The current research is analyzed by using Path Analysis. This model is used to analyze the pattern of relationships among variables to determine the direct or indirect influence of a set of independent variables (exogenous) to the dependent variable (endogenous) (Supriyanto and Maharani, 2013: 74).
Path analysis examines the influence among variables - the variables of the work environment, employee performance, and work discipline.  The development of the pathway diagram is as Figure 1 & Figure 2.
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Figure 1. The Development of Pathway Diagram with mediation variable
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0.386 (Sig of 0.000)


Figure 2. The Development of Pathway Diagram without mediation variable

Mediation Testing
Mediation Testing aims to detect the position of an intervening variable in a particular model. Sobel (1982) provided an approximate significance test for the indirect effect of the independent variable on the dependent variable via the mediator. The hypothesis testing of mediation can be done with a procedure developed by Sobel known for Sobel Test with Free Statistical Calculation software for the Sobel Test version 4.0. It is necessary to test the t value of the coefficient ab to examine the significance of the indirect effect. The t value is compared with the t table value. Suppose the t value > t table value, the influence of the mediation is there (Ghozali, 2013). The result of the Sobel test is 2.864 ≥ 1960. Thus, the work discipline mediates the influence of work environment on employee performance.
Furthermore, to determine the nature of the relationship between variables either as a complete mediation, partial mediation or not as a mediating variable, the examination method is used (Solimun, 2012). To test for mediation, one should estimate the three following regression equations: regressing the dependent variable on the independent variable; and regressing the dependent variable on both the independent variable and the mediator (Baron and Kenny, 1986). If (c) and (d) are significant, and (a) not significant, it means a complete mediation occurs. If (c) and (d) are significant, and (a) significant, where the coefficient of (a) is smaller than (b) then it is said to be a partial mediation variable. If (c) and (d) or both are not significant, then it is said not to be a mediating variable (Solimun, 2012). From the calculation results described in Figure 1 and Figure 2, it is known that the coefficient a 0.378 is smaller than the coefficient b 0.386, it can be concluded that the work discipline as partial mediation.

DISCUSSION 
The current research shows that the work environment has a significant influence on employee performance. It means that work environment variables give an impact on employee performance. It is because the better the work environment, the better the employee performance. On the contrary, an uncomfortable environment may lead to ineffective and inefficient performance. This result is in line with the research conducted by Budianto and Kantini (2015); Moulana, Sunuharyo and Utami (2017); Sari & Aziz (2019) that the work environment affects employee performance. The conditions in the workplace are not in line with the research of Jerry, Tjia, Naga (2012) that the work environment does not influence the performance of employees.   
The finding agrees with Alzghoul et al. (2018), Liyas and Reza (2017); Saputro & Fathoni (2017) that the work environment can improve the performance of employees. Work environment, according to Pawirosumarto et al. (2017), was the place where all employees can carry out activities, where they can have a positive or negative impact on employees to achieve their stated goals. Those with positive work situations will show high motivation and vice versa. The intended work situation includes work relationships, work facilities, work climate, leader policies, work leadership patterns, and working conditions. Sedarmayanti (2009) reveals that both physical and non-physical work environments will affect the performance of the employees. The management of the company needs to balance them. Therefore, a supportive work environment is necessary to support the performance of employees in carrying out their work, so that the work can optimally be achieved.
The result of the research proves that the work discipline mediates the influence of work environment on employee performance. The finding is in line with the research conducted by Kuncorowati (2018) that work discipline has a significant influence on employee performance. Besides, It also agrees with the research by Inbar et al. (2018), Oktaria and Nugraheni (2017) that work environment variables affect the work discipline of employees. Moreover, it goes to Permadi (2017) that work environment and work discipline influence on employee performance. Putri et al. (2019) also reveal that the work discipline mediates the effect of the work environment on employee performance.
Work environment has a direct influence on employee discipline upon completing responsibilities given by the company. Thus, companies need to give adequate attention to the work environment. A supportive work environment can provide a feeling of being secure at work. When the employees love the work environment, they will feel comfortable and can perform better activities, such as coming on time, completing better and faster tasks, and so forth. Thus, the work environment supports the completion of the tasks or the responsibilities of the employees within a company they work (Herawati and Ranteallo, 2019).
The company's attention to discipline is expected to increase the performance of the employees. Besides, it needs to be supported by a good working environment for smoothness, security, safety, cleanliness, and comfort. Adequate facilities provided may lead to them to be safe, calm and happy during working. Work discipline should always be maintained even improved. A disciplined employee is expected to put a maximum effort to finish the job so that it can produce an optimal performance for the company. He/she tends to be on time, obedient towards the company procedure, and highly responsible for any given jobs. A good discipline reflects a great sense of responsibility. It can stimulate the improvement of performance (Pangarso and Susanti, 2016).

CONCLUSION 
The result of the path analysis shows that the variables of work environment affect employee performance variables.  This study accommodates some previous researches, that work environment can improve the performance of employees. It happens to the work environment at PT. Tinned Fish and salted Seafood which is convenient because employees always maintain the cleanliness. Besides, they can interact with both managers and colleagues.
This study combines the research that work environment can increase employee performance when it is supported by work discipline.  This study finds a close relationship between the variable of work environment on employee performance mediated by work discipline.  A comfortable work environment can create a discipline of the employees. Moreover, disciplined employees are more productive compared to those who are not.
The research results suggest several factors capable of increasing employee performance, such as work environment and work discipline. A leader needs to improve their work discipline ​​in daily activities. The application of work discipline needs to be supported by both leaders and employees using the right policies. This study is limited to the use of a cross-sectional survey. Therefore, it is highly recommended that further research employs a longitudinal survey for further verification upon the research variables used. Future studies need to carried out on the job satisfaction variable as a mediation. Future research should prioritize to use different moderation variables to enrich the scope of the study. 
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