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ABSTRACT

Research the effect of job characteristics on job satisfaction and its impact on employee performance highlights the influence of job characteristics on job satisfaction and whether it has an influence on employee performance by taking the location of research on cooperatives in Solo, Central Java. Cooperatives face several problems, namely high levels of employee turnover.

This study uses quantitative methods using a descriptive approach. For data collection the method used is by giving questionnaires to employees and interviews with informants who then analyzed the data using smart PLS.

Based on the results of the study found that job characteristics have a positive but not significant relationship to employee performance, the next job characteristics have a positive and significant relationship to job satisfaction and the last job satisfaction has a positive and significant relationship to employee performance.
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INTRODUCTION

According to Robbins (2007) job characteristics are one of the factors that can affect employee performance. Job characteristics determine the suitability of a person with a particular field of work and enable a person to be more successful in the field of his work. Hackman and Oldham (1980) job characteristics have five factors: variety skills, task identity, task significance , autonomy and  feedback.

Nimalathasan (2009) employee job satisfaction is related to employee expectations of superiors, co-workers and the work itself. Luthans (2006) states that there are five factors that affect job satisfaction, namely income, co-workers, opportunities to develop, the work itself, and the supervisor. According to Simamora (2004) Employee performance is something that influences how much they contribute to the organization. According to Simamora (2004) there are several factors that affect performance, among others: personal characteristics, job descriptions, the purpose of performance evaluation, and the attitudes of workers.

Based on the results of preliminary interviews with employees at the Solo City Cooperative, there is a tendency that employees do the same job, are simple, and tend to be repetitive. This condition will obviously cause a sense of boredom. In addition there are also indications that the cooperative management does not fully give freedom to its employees to handle complex and varied tasks, so that employees cannot demonstrate initiative and independence in completing their work. Based on information from the Cooperative Supervisory Board of Solo City Riyadi, the cooperative turnover of employees is still very high, especially for staff level positions because the salary received by cooperative employees is still very far compared to the Solo City regional minimum wage.
Table 1

Cooperative employee turnover rate at Slamet Riyadi University Solo
	Years
	Job Level

	
	Manager
	Staff

	
	In
	Out
	Percentage
	In
	Out
	Percentage

	2013
	2
	1
	50%
	5
	15
	33%

	2014
	2
	3
	67%
	5
	10
	50%

	2015
	2
	2
	50%
	3
	17
	18%

	2016
	3
	2
	67%
	10
	15
	67%



Source : Riyadi Solo City Cooperative
The low job satisfaction can certainly have a negative impact, such as suspended cooperatives, slow completion of work and high turnover of employees. Even though cooperatives with more satisfied employees tend to be more effective than cooperatives with unsatisfied employees. Therefore, the company is important to pay attention to and maintain the level of employee satisfaction to get the best employee performance.
RESEARCH METHODS
This study uses a human resource management science approach. This study was designed with the aim of analyzing the relationships between variables. The design of this study includes correlational research, namely research conducted with the intention of analyzing the relationships between variables. The variables used are job characteristics, job satisfaction, and employee performance with an approach using quantitative methods.
Quantitative research is an approach for testing the relationships among variables. These variables, in turn, can be measured, typically on instruments, numbered data can be analyzed using statistical procedures (Creswell, 2014). Collecting data obtained from this study is by observing, recording and collecting various information and data found in the field through case studies and surveys. To collect various information needed in this case, the questionnaire used in the direct visit to the research location at the Solo City Cooperative.
RESULTS AND DISCUSSION
Analysis of the description of the data taken for this study is a questionnaire given to employees of the Solo City Cooperative with a total of 55 samples are as follows:
Table 2

Description of Research Variables
	
	N
	Minimum
	Maximum
	Mean
	Std. Deviation

	Job Characteristics
	55
	1
	5
	0.77020
	0.19875

	Job Satisfaction
	55
	1
	5
	0.06356
	0.02539

	Employee Performance
	55
	1
	5
	0.683961
	0.19340


Source : results of data processing
Based on the table above it can be seen that during the observation period the job characteristics variable shows an average value of 0.77020 with a standard deviation of 0.19875 so that the standard deviation is smaller than the average. This indicates that the average distribution of data will be the respondent's answer to the good variable. Job satisfaction has an average value of 0.06356 and a standard deviation of 0.02539 so that the standard deviation is smaller than the average. This indicates that the average distribution of respondents' answers to the variables is good. Based on the above table it can be seen that during the observation period the performance variable shows an average value of 0.683961 with a standard deviation of 0.19340 so that the standard deviation is smaller than the average. This indicates that the average distribution of data will be the respondent's answer to the good variable.

There are three criteria in using data analysis techniques with SmartPLS to assess the outer model, namely Convergent Validity, Discriminant Validity and Composite Reliability (Ghozali,2008). Convergent validity of the measurement model with reflexive indicators was assessed based on the correlation between the item score / component score estimated by PLS software. Individual reflexive measures are said to be high if they correlate more than 0.70 with the construct measured.
Table 3
Outer Loadings (Measurement Model)
	Matrix
	Employee Performance
	Job Characteristics
	Job Satisfaction

	X1.1
	
	0.857
	

	X1.2
	
	0.869
	

	X1.3
	
	0.761
	

	X1.4
	
	0.746
	

	X1.5
	
	0.791
	

	X2.1
	
	
	0.815

	X2.2
	
	
	0.718

	X2.3
	
	
	0.791

	X2.4
	
	
	0.780

	Matrix
	Employee Performance
	Job Characteristics
	Job Satisfaction

	Y1.1
	0.828
	
	

	Y1.2
	0.860
	
	

	Y1.3
	0.775
	
	



Source : results of data processing
The results of processing with smartPLS can be seen in table 3 shows that all loading factors have values above 0.70, so that the construct for all variables is no longer eliminated from the model.

Furthermore, it is calculated that the value of Discriminant Validity. Discriminant validity is done to ensure that each concept of each latent variable is different from other variables. The model has good discriminant validity if each loading value of each indicator of a latent variable has the largest loading value with other loading values against other latent variables. The discriminant validity test results are obtained as follows:
Table 4
Nilai Discriminat Validity

(Cross Loading)
	
	Employee 

Performance
	Job 

Characteristics
	Job 

Satisfaction

	X1.1
	0.495
	0.857
	0.661

	X1.2
	0.466
	0.869
	0.598

	X1.3
	0.525
	0.761
	0.513

	X1.4
	0.512
	0.746
	0.641

	X1.5
	0.439
	0.791
	0.677

	X2.1
	0.508
	0.803
	0.815

	X2.2
	0.559
	0.567
	0.718

	X2.3
	0.666
	0.514
	0.791

	X2.4
	0.585
	0.477
	0.780

	Y1.1
	0.828
	0.514
	0.614

	Y1.2
	0.860
	0.502
	0.691

	Y1.3
	0.775
	0.477
	0.507


         Source : results of data processing
From table 4 it can be seen that several loading factor values for each indicator of each latent variable have a loading factor value which is the most large compared to the loading value if it is associated with other latent variables. This means that each latent variable has good discriminant validity where some latent variables still have a gauge that is highly correlated with other constructs.

Criteria for validity and reliability can also be seen from the reliability value of a construct and the value of Average Variance Extracted (AVE) from each construct. The construct is said to have high reliability if the value is 0.70 and AVE is above 0.50 (Creswell,2014). In table 4, the values of Composite Reliability and AVE will be presented for all variables.
Table 5
Composite Reliability dan Average Variance Extracted
	
	Composite Reliability
	Average Variance Extracted

	Employee Performance
	0.862
	0.675

	Job Characteristics
	0.903
	0.650

	Job Satisfaction
	0.859
	0.603


Source : results of data processing
Based on table 5 it can be concluded that all constructs meet reliable criteria. This is indicated by the composite reliability value above 0.70 and Average variance extracted above 0.50 as recommended criteria. In assessing the model with PLS begins by looking at R-square for each dependent latent variable. Table 6 is the result of R-square estimation using SmartPLS.
Table 6
R-Square Point

	Var
	R- Square

	Job Characteristics
	

	Job Satisfaction
	0.555

	Employee Performance
	0.594


        Source : results of data processing
Table 6 shows the R-square value for the variable job satisfaction obtained at 0.555, for the performance variable obtained is 0.594. These results indicate that 55.5% of the variables of job satisfaction can be influenced by the variables of job characteristics and 59.4% of performance variables can affect job characteristics and performance.
Figure 1

Structural Model
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Source : results of data processing
CONCLUSION

1. The results of testing the first hypothesis shows that the relationship between job characteristics and employee performance shows a path coefficient of 0.080 with a t value of 0.427. this value is smaller than t table (1,960). This result means that job characteristics have a positive but not significant relationship to employee performance which means that it is not in accordance with the first hypothesis where job characteristics have an impact on employee performance directly. This means that Hypothesis 1 is rejected, thus indicating that job characteristics do not have a significant direct influence on employee performance. The reason for rejecting this hypothesis is because cooperative employees feel that they have accepted the existing conditions. This is strengthened based on interviews with employees and Unsiri Savings and Loans Cooperative Manager who stated that employees were accustomed to doing various jobs, so employees did not need to develop their skills.
2. The results of testing the second hypothesis shows that the relationship between job characteristics and job satisfaction variables shows a path coefficient of 0.771 with a t value of 11.634. this value is greater than t table (1,960). This result means that job characteristics have a positive and significant relationship to job satisfaction which means that it is in accordance with the second hypothesis where the characteristics of work encourage job satisfaction. This means that Hypothesis 2 is accepted so that the job characteristics (occupational mastery) owned by employees are high. This is due to the high awareness of employees in doing the work that is charged to them so that the work is done in a structured manner giving rewards and bonuses given by cooperatives to employees very well, besides that employees work with mutual respect in carrying out their duties.

3. The results of testing the third hypothesis shows that the relationship of job satisfaction variables with employee performance shows a path coefficient of 0.681 with a t value of 3.482. this value is greater than t table (1,960). This result means that job satisfaction has a positive and significant relationship to employee performance which is meaningful in accordance with the third hypothesis where job satisfaction has an impact on employee performance. This means that Hypothesis 3 is accepted so that the higher the job satisfaction that employees receive, the higher the performance of their employees. Conversely, employees who feel dissatisfied in their work tend to have thoughts of not being serious and evaluating alternative work, and are eager to get out of the current work location because they hope to find a more satisfying job. Performance is closely related to the level of worker satisfaction and one of these factors is the satisfaction of supervision carried out by the leadership. Satisfaction with the leader will be explored, if the supervision is carried out in accordance with work procedures, discipline and sanctions for employees who do not have good work performance.
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