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Abstract: The current economic development requires every organization and agency to carry out good management in 

all aspects, including aspects of human resources. Human resources have an important role in determining the success 

or failure of an agency in achieving its goals, it is necessary to place the right employee. In carrying out the duties of a 

Bappeda employee, he must have the morals, knowledge, skills, and high morale that are needed in his position so that 

employees can carry out their duties professionally, effectively and efficiently. A good and comfortable work 

environment can also affect the level of employee morale and achieve high performance. The purpose of this study was 

to analyze the effect of employee placement, work environment through morale on the performance of ASN BAPPEDA 

Aceh Tamiang Regency. The population of this study were all ASN employees at BAPPEDA Aceh Tamiang Regency, 

totaling 60 people using the census method or saturated sample. Data analysis used descriptive statistical analysis and 

path analysis using SmartPLS software. The results showed that the placement of employees has a positive and 

significant effect on work morale, the work environment has a positive and significant effect on morale, the placement of 

employees has a positive and significant effect on performance, the work environment has a positive and significant 

effect on performance, and work morale has a positive and significant effect on performance. , Employee Placement and 

Work Environment indirectly affect the performance of ASN through Work Spirit. 

 

Keywords:Employee placement, work environment, work spirit, ASN performance. 

 

 

I. Introduction 

The current economic development requires every organization and agency to carry out proper management in all 
aspects, including aspects of human resources. Human resources have an important role in determining the success or 
failure of an agency in achieving its goals. Human resources who are in the agency are usually called employees. 
 
Employees are an important resource for the organization because they have the talent, energy and creativity that are 
needed by the organization to achieve its goals. The measure of success in achieving individual, team or organizational 
performance lies in the output produced. According to Mangkunegara (2013) performance is the result of an employee's 
work in terms of the quality and quantity of work achieved in carrying out tasks in accordance with the responsibilities 
given. Achievement of employee performance is needed both for employees from government and private agencies. 
According to Simanjuntak (2015) performance is the level of achievement of results on the implementation of certain 
tasks in this case including individual performance, group performance, performance influenced by internal and 
external factors. 
 
The Regional Development Planning Agency (BAPPEDA) of Aceh Tamiang Regency is one of the government agencies 
that also demands the achievement of employee performance and organizational performance which is also the goal of 
the agency. BAPPEDA Aceh Tamiang Regency has the main task of assisting the Regent in carrying out the Aceh 
Tamiang Regency Government in the field of planning, and controlling development in accordance with statutory 
regulations, to support the smooth running of the main tasks of the Aceh Tamiang Regency Government in 
development, and to act as a regional technical institution that is responsible for development planning as mandated in 
article 14, paragraph (1), Law Number 32 of 2004 concerning Regional Government, that one of the mandatory affairs 
under the authority of the regional government is development planning and control. 
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The organizational structure of the Regional Development Planning Agency, Aceh Tamiang Regency consists of: 1. 
Head of the Agency, 2. Secretariat, 3. Planning, Control and Evaluation, 4. Governance and Human Development, 5. 
Economy and Natural Resources, 6. Infrastructure and Regional Affairs, 7. Research and Development Sector, 8. Agency 
Technical Implementation Units and 9. Functional Position Groups. 
 
The main tasks and functions of the Regional Development Planning Agency (BAPPEDA) of Aceh Tamiang Regency are 
based on the Regulation of the Aceh Tamiang Regent Number 68 of 2016 in article 5, that the Regional Development 
Planning Agency is in charge of carrying out government support and development affairs in the planning, research and 
development fields, hereinafter in article 6 that in order to carry out the tasks as referred to in article 5, the Regional 
Development Planning Agency has the following functions: 

a. Preparation of programs, guidelines and technical guidelines in the fields of planning, research and 
development; 

b. Formulation of technical policies in the field of regional planning and development as well as research and 
development; 

c. Coordinating development planning in the fields of government and human development, economy and 
natural resources as well as infrastructure and territory; 

d. Implementation of research and development of data collection, control, monitoring, evaluation and reporting 
on the implementation of regional development sourced from the district revenue and expenditure budget 
(APBK); 

e. Coordinating the preparation of budget plans sourced from the Aceh Revenue and Expenditure Budget 
(APBA), the State Budget (APBN), aids, loans and/or foreign grants; 

f. Implementation of data and information management of regional development as well as research and 
development; 

g. Preparation of materials for coordination meetings, evaluation and control of development planning as well as 
research and development; 

h. Implementation of coordination with other parties in the field of regional development planning as well as 
research and development; 

i. Fostering the agency's technical implementing unit and functional group of positions in accordance with the 
scope of their duties; and 

j. The implementation of other official duties assigned by the Regent in accordance with the field of duties and 
functions. 

 
In addition to the tasks and functions of Bappeda described above, Bappeda also organizes Musrenbang at the district 
level and national level, prepares Regional Long-Term Development Plans, Regional Medium-Term Development Plans 
and Regional Annual Development Plans. Bappeda also controls and evaluates regional development by referring to the 
Minister of Home Affairs Regulation Number 86 of 2017 concerning Procedures for Planning, Controlling and 
Evaluation of Regional Development, Procedures for Evaluation of Draft Regional Regulations concerning Regional 
Long-Term Development Plans and Regional Medium-Term Development Plans and Plans, and Procedures for 
Amending Regional Long Term Development Plans, Regional Medium Term Development Plans and Regional 
Government Work Plans. Therefore, it is very influential on the agency's objectives, namely to improve services to the 
community, especially in the development planning process in order to achieve an expected target. The performance of 
BAPPEDA Aceh Tamiang District employees is very important because employee performance will determine the 
success of an organization as is the case with Aceh Tamiang District BAPPEDA. 
 
In carrying out his/her duties, a Bappeda employee must have the morale, knowledge, skills, and attitudes needed in 
his/her position so that employees can carry out their duties professionally, effectively, and efficiently. Things that need 
to be considered in the placement of employees are the suitability of their skills and expertise, in other words, the 
placement of employees must pay attention to the principle of the right man on the right place, Siswanto (2016). 
Employee placement is a process of assigning tasks and jobs to employees who have passed the selection process in 
accordance with the established scope (Intan, 2016). Placement of employees according to their skills and abilities will 
make it easier for employees to adapt and do their jobs so that they can produce good performance. The ability of 
employees who have been placed in appropriate job positions from the type of work applied for, a comfortable work 
environment and high morale are major assets in advancing the agency. 
 
The placement of BAPPEDA Aceh Tamiang Regency employees in echelon positions is carried out through the 
inauguration of echelon officials, while for Implementers (staff) and Employees with Work Agreements (PDPK) are 
carried out by the Head of the General and Personnel Sub-Section with the knowledge of the Head of Bappeda. 
However, the placement of officials and implementers has not shown ideal conditions and is not fully in accordance 
with the results of the Position Analysis at BAPPEDA Aceh Tamiang Regency. The results of the Position Analysis are 
used as a reference in the framework of formulating policies for fostering and structuring institutions, staffing, planning 
for education and training needs and evaluating policies for fostering and structuring institutions, staffing, planning for 
education and training needs.Based on observations made at Bappeda, there are problems with placement, such as 
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placing employees who are not in accordance with the educational background of Bappeda employees with areas of 
duty. 
 
Based on initial observations, data found that the process of employee placement is still less than optimal where the 
fields and sub-fields that are filled in are not in accordance with what is needed. This indicates a description of the 
employee's incompatibility in working in accordance with the job specifications with the position of the position. So 
employees at work do not devote all their abilities which in the end result in decreased employee performance. 
However, there are also staff placements in appropriate sub-sectors and fields, such as the Secretariat, Program and 
Reporting sub-division, planning and funding sub-sector, Governance and Human Development, infrastructure and 
regional affairs, and Research and development. 
 
In accordance with research conducted by Muljanto (2015) revealed that the mismatch of employee placement will be 
mismanaged or employee performance will not be optimal, where basic competencies that should be optimally utilized 
for organizational development, eventually freeze and are not utilized, as a result of placement mismatch. The same 
opinion was also expressed by Siswanto (2020), that the incompatibility of employee placement with competence and 
work environment can have an impact on the performance of an agency. Therefore, agencies need to improve the 
placement of employees in agencies so that employee performance can be achieved and increased. 
 
The work environment is a series of factors that affect the performance of employees, both from individuals between 
individuals and facilities available at the agency (Pratama and Dian, 2018). Employee performance can also be 
influenced by the work environment according to Faris Afif (2020). The work environment is everything that is around 
employees that can affect employee behavior in carrying out their duties and responsibilities. According to Rahmawanti 
et. al. (2014) that the work environment is everything around employees both physically and non-physically that can 
affect them in carrying out all the work assigned to them. 
 
The physical work environment that is often problematic at Bappeda Aceh Tamiang Regency is 1. the layout of the 
workplace is not in accordance with the room conditions 2. the lighting is still lacking, 3. the room temperature is not 
cold enough, 4. the work equipment is inadequate such as: Laptop , printer machines, infocus, filing cabinets, air 
conditioners and folio paper size photocopiers. 5. room for storage of documents or office archives which results in the 
accumulation of documents so that the room is not tidy, this affects the layout of the office layout so that documents are 
not organized and stored properly. Due to the uncomfortable work space so that it can affect the performance of 
employees, this is not in accordance with the wishes of the employee, causing discomfort at work, while the non-
physical work environment includes cooperative relations between fields which is still low, so it can affect the 
performance of the agency. 
 
The following are research results that prove that the work environment has a positive and significant effect on 
performance. According to Mangkunegara (2014) performance factors consist of internal factors and external factors, 
where internal factors are factors associated with employee characteristics, while external factors are factors that affect 
employee performance originating from the environment. In accordance with the results of research by Anggreni, et al 
(2018), the work environment has a positive and significant effect on employee performance. The same result was also 
obtained by Syafitri (2020), that the work environment has an influence on performance. However, there are differences 
of opinion from the research results of Suhardi and Syaifullah (2017), that the work environment has a negative and 
significant effect on employee performance. According to Syalimono Siahaan, Syaiful Bahri (2019) Partially, the work 
environment variable has no significant effect on employee performance. 
 
Morale is doing work more actively so that it is faster and better as expected (Nitisemito, 2001). Employee morale can be 
measured from the willingness to work together, obedience to the provisions of the implementation of the work, and 
timeliness in completing the work. According to Busro (2018: 325), morale is a condition when working in an 
organization that shows strong feelings to carry out work and encourages employees to work better and more 
productively. The level of employee morale does not only depend on the employee himself, but also the extent to which 
the organization has the will to fulfill all the needs of its employees, both material and non-material needs, especially the 
needs related to the work of each employee. 
 
Therefore, the management of an organization must be able to manage it properly so that employee morale can be 
maintained and improved so that performance can be achieved according to the target and even exceeds the target. In 
accordance with the results of Rahmat's research (2019), morale has a positive and significant effect on employee 
performance. However, different results were obtained by Anggreni, et al (2018), that work morale has a negative and 
significant effect on employee performance. 
 
Based on field observations that Bappeda Aceh Tamiang employees still show a work spirit that is not optimal, it can be 
seen from the results of their employee performance, where employees often feel not optimistic and cheerful in carrying 
out their duties, this is illustrated by the employee's work attitude. The work carried out by employees often coincides 
with their own field work with other fields, such as: work on the preparation of the Regional Government Work Plan 
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(RKPD), Evaluation Control, often involves other fields in completing their work, while the Division also has main field 
tasks that must be completed. 
 
According to Lestari, et.al.(2020) that in a research work spirit was stated in the form of a strong determination and 
visualized in a good work attitude (optimistic, cheerful, and enthusiastic). In addition, work spirit can be understood as 
sincerity, namely a disciplined and hardworking attitude in achieving organizational goals (Khamri & Heryanto, 2019). 
According to Sriasih et al. (2019), realistically the work spirit is in the form of diligent, careful, and hardworking 
behavior, thereby creating effectiveness in carrying out tasks. 
 
Based on the results of the description above, it can be seen that the influence of employee placement and the work 
environment in Bappeda Aceh Tamiang Regency greatly affects employee morale, but not all employees experience a 
decrease in morale but there are several sub-sectors whose performance achievement is not optimal. The morale of 
employees at Bappeda can also be seen from the presence of BAPPEDA office employees in Aceh Tamiang Regency 
where employee absenteeism has increased. The increase in the percentage of employee absenteeism in 2020 was due to 
the covid-19 pandemic that employees did not come fully to work at the office but took turns working from home or 
Work From Home (WFH), so that employee performance was not optimal, based on the description above, it can be seen 
through the Recapitulation The attendance of BAPPEDA employees of Aceh Tamiang Regency is shown in the 
following table: 
 

Table 1. Recapitulation of Employee Attendance at BAPPEDA Aceh Tamiang Regency 2016-2020 

Year 
Keterangan Number of 

Absent 
Employees 

Persentage (%) 
Sick Permission Absent 

Paid 
Leave 

2016 7 2 3 10 22 7.33 

2017 6 5 0 6 17 5.67 

2018 11 4 7 10 32 10.67 

2019 19 6 8 4 37 12.33 

2020 0 0 35 14 49 21.21 

 
Table 1 shows that there are serious problems, employee absenteeism tends to increase every year, starting from 2016 to 
2020, except in 2017 employee absenteeism has decreased compared to the previous year. This shows that the level of 
employee attendance affects performance. 
 
Based on the observations, the researchers also found that in achieving performance there are still several programs 
whose performance targets are still low, and there are also program achievements that have exceeded predetermined 
performance targets such as the data and information development program and the Program for the Acceleration of the 
Implementation of Regional Planning Bureaucratic Reforms. 
 
So from the placement of employees it affects the morale of employees, because employees have the knowledge and 
ability of the position or position they carry so that employees are not confused and awkward in doing work so that 
employees will be more enthusiastic about work, too much work and has a target completion time is too short so make 
employees feel bored with work. So it must be managed properly by the agency so that employee morale can increase, 
because morale has a fairly serious impact in optimizing the achievement of organizational goals. Likewise, a good work 
environment will make employees more enthusiastic about working because employees feel comfortable and safe while 
in the agency. This will support employees to achieve good performance as well. 
 

 

II. Methodology 

The type of research used is associative research with a quantitative approach. The definition of associative research 
method according to Sugiyono (2017) is research that aims to determine the effect or also the relationship between two 
or more variables. 
 
While the quantitative approach according to Sugiyono (2017) can be interpreted as a research method based on the 
philosophy of positivism, used to examine certain populations or samples, sampling techniques are generally carried 
out randomly, data collection uses research instruments, data analysis is quantitative or descriptive statistics with the 
aim of testing the established hypothesis. 
 
The population in this study were all ASN employees at BAPPEDA Aceh Tamiang Regency with a total population of 60 
people. Sampling was carried out in accordance with the research objectives that had been determined. The sample is 
part of the population consisting of elements or objects that are expected to have the same characteristics as the 
population. The sampling technique used in this study using the census method or saturated sample, that is, all 
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populations are used or used as samples (Sugiyono, 2014). So that the total population in this study that was used as a 
sample was 60 people. 
 
Data collection techniques used in this study are as follows: 

a. Questionnaire, (a list of questions) relating to Employee Placement, Work Environment, Work Spirit and ASN 
Performance. The questionnaire given is a closed questionnaire where respondents are only given the opportunity 
to choose the answers that have been provided according to their opinions, namely by providing a number of 
written statements that are used to obtain information from respondents. 

b. Interviews are conducting direct questions and answers to respondents, namely Bappeda employees of Aceh 
Tamiang Regency. Regarding the related information and information needed in this research. 

c. Observation is a data collection method that uses direct and indirect observations at the Bappeda of Aceh Tamiang 
Regency. 

d. Documents, namely by collecting and studying documents that exist in the Bappeda of Aceh Tamiang Regency, 
such as the number of employees, Regent's Regulations, Ranking List, Position Analysis Results at Bappeda Aceh 
Tamiang Regency in 2017 and others related to research. 

e. Journals related to the variables studied. 
f. Human Resource Management books, and those related to the variables studied. 

 
This research uses data analysis method using SmartPLS software version 2.0.m3 which is run on computer media. 
According to Jogiyanto and Abdillah (2009) PLS (Partial Least Square) is: Variant-based structural equation analysis 
(SEM) which can simultaneously test the measurement model as well as test the structural model. 
 
The measurement model is used to test the validity and reliability, while the structural model is used to test causality 
(testing hypotheses with predictive models). Furthermore, Jogiyanto and Abdillah (2009) stated that Partial Least 
Squares (PLS) analysis is a multivariate statistical technique that makes comparisons between multiple dependent 
variables and multiple independent variables. PLS is a variant-based SEM statistical method designed to solve multiple 
regression when there are specific problems in the data. 
 
Furthermore, Ghozali in Kalnadi (2013) explains that PLS is an analytical method that is soft modeling because it does 
not assume the data must be with a certain scale measurement, which means the number of samples can be small (under 
100 samples). The fundamental difference between PLS, which is a variant-based SEM, and LISREL or AMOS, which is 
covariance-based, is the purpose of its use. 
 
Structural model (inner model) is a structural model to predict causality between latent variables. Through the 
bootstrapping process, T-statistic test parameters were obtained to predict the existence of a causal relationship. The 
structural model (inner model) was evaluated by looking at the percentage of variance explained by the R2 value for the 
dependent variable using the Stone-Geisser Q-square test (Geisser, in Kalnadi 2013) and also looking at the magnitude 
of the structural path coefficient. 
 
The formation of a path diagram in the SEM process is a visualization of the research conceptual framework so that it is 
easier to understand and learn. In addition, this path diagram will be tested through goodness of fit to see the suitability 
of the model with existing reality (Sugiyono, 2013). 
 
The formation of the path diagram must pay attention to the construct of exogenous or endogenous variables with the 
manifest variables of each of these latent variables. The submission of a research structural model based on the 
conceptual framework under study is as follows: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 1. Research Flowchart Model 
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In the flow chart, the magnitude of the influence of exogenous variables on endogenous variables is symbolized by 
gamma (γ) and the effect of endogenous variables is symbolized by beta (). The level of influence of factors outside the 
research model (error). 
 
The equation obtained from the flow chart conversion consists of: 

a. The measurement model specification equation (Measurement Model) or the outer model, namely the specification 
of the relationship between latent variables and their indicators, also known as outer relations, defines the 
characteristics of the construct and its manifest variables. 

b. b. Structural equation (Structural Equation) or inner model, which is formulated to express the causality 
relationship between various constructs. 

 
The parameter estimation method (estimation) in PLS is the least square method. The calculation process is carried out 
by iteration, where the iteration will stop if a convergent condition has been reached. Parameter estimation in PLS 
includes 3 things, namely: 

a. Weight estimate is used to create a latent variable score 
b. The path estimate that connects the latent variables and the loading estimate between the latent variables and their 

indicators. 
c. Means and parameter locations (regression constant values, intercepts) for indicators and latent variables. 

 

 

III. Results 

Frequency of Respondents' Answers 
 
The description of the respondent's answers describes how the distribution of respondents' answers to the questions 
asked in the questionnaire. The following shows the distribution of respondents' answers regarding the Work Placement 
variable (X1), Work Environment variable (X2), Work Spirit variable (Z) and ASN Performance (Y). The frequency of 
respondents can be seen in the following table: 
 
a. Distribution of Respondents' Answers to the Work Placement Variable (X1) 
 

Table 2. Distribution of Respondents' Answers to the Work Placement Variable (X1) 

Statement 

Strongly 
Disagree 

Not 
Agree 

Quite 
Agree 

Agree 
Very 

Agree 
Mean Description 

f % F % f % F % f % 

I was placed in the current 
position according to the 
results of my academic 
grades 

1 1.67 6 10 24 40 17 28.33 12 20 3.55 
In 

accordance 

Strategic employee positions 
are filled by employees who 
have good achievements 

7 11.67 6 10 25 41.67 13 21.67 9 15 3.18 
Not 

Suitable 

The position occupied by the 
employee is in accordance 
with the educational 
background of the employee 

2 3.33 1 1.67 22 36.67 26 43.33 9 15 3.65 
In 

accordance 

I was placed in a position or 
position that I have occupied 
before 

4 6.67 1 1.67 15 25 27 45 13 21.67 3.73 
In 

accordance 

Employees are placed in 
positions or positions that 
are in accordance with the 
training the employee has 
attended 

4 6.67 3 5 26 43.33 20 33.33 7 11.67 3.38 
Not 

Suitable 

The placement of each 
employee is always in 
accordance with the 
employee's area of expertise 

1 1.67 1 1.67 15 25 23 38.33 20 33.33 4 
In 

accordance 

Average Respondents' Answers for Job Placement 3,53 
In 

accordance 
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Table 2 proves that the job placement is appropriate based on the answers of respondents who are Bappeda employees 
in Aceh Tamiang District. The appropriate placement of employees is proven from the answers of the highest 
respondents as many as 20 respondents with a mean value of (4) is with the statement Placement of each employee is 
always in accordance with his field of expertise, namely at the Bappeda Secretariat of Aceh Tamiang Regency, Planning 
and Funding Sub-Sector, Data and Sub-Sector Reporting and Administration and Human Development. As for the 
Respondents' answers that are not appropriate in the statement of strategic employee positions, filled by employees who 
have good achievements, this shows that in placing employees at Bappeda they do not really look at the achievements of 
employees and statements that employees are placed in positions or positions that are in accordance with the training 
they have attended. employees, this shows that the training followed by the employee after the employee occupies the 
position, so that the training followed is in accordance with the position of the position and increases the employee's 
knowledge about their field of work. 
 
Based on Table 2, it is known that the distribution of answers for the Work Placement variable was distributed to 60 
respondents, namely: 

1. The distribution of respondents' answers to the question (I was placed in the current position according to the 
results of my academic scores), shows that there are 1 (1.67%) respondents who answered very inappropriately, 6 
respondents who answered inappropriately ( 10%), respondents who answered less appropriate as many as 24 
respondents (40%), respondents who answered appropriate as many as 17 respondents (28.33%) and respondents 
who answered very well as many as 12 respondents (20%). The mean value of question one is 3.55 which means it 
is appropriate. 

2. The distribution of respondents' answers to questions (strategic employee positions are filled by employees who 
have good performance), indicating that there are 7 (11.67%) respondents who answered very inappropriately, 6 
respondents answered inappropriately (10%) ), respondents who answered less appropriate as many as 25 
respondents (41.67%), respondents who answered appropriate as many as 13 respondents (21.67%) and 
respondents who answered very well as many as 9 respondents (15%). The mean value of question two is 3.18 
which means it is not appropriate. 

3. The distribution of respondents' answers to the question (the position occupied by the employee according to the 
educational background of the employee), shows that there are 2 (3.33%) respondents who answered very 
inappropriately, the respondents who answered inappropriately were 1 respondent (1, 67%), respondents who 
answered less appropriate as many as 22 respondents (36.67%), respondents who answered correctly as many as 26 
respondents (43.33%) and respondents who answered very well as many as 9 respondents (15%). The mean value 
of question three is 3.65 which means it is appropriate. 

4. The distribution of respondents' answers to the question (I was placed in a position or position that I have 
occupied before), shows that there are 4 (6.67%) respondents who answered very inappropriately, 1 respondent 
who answered inappropriately (1, 67%), respondents who answered less appropriate as many as 15 respondents 
(25%), respondents who answered appropriate as many as 27 respondents (45%) and respondents who answered 
very well as many as 13 respondents (21.67%). The mean value of question four is 3.73 which means it is 
appropriate. 

5. The distribution of respondents' answers to questions (Employees are placed in positions or positions that are in 
accordance with the training that employees have attended), shows that there are 4 (6.67%) respondents who 
answered very inappropriately, respondents who answered inappropriately were 3 respondents (5 %), 
respondents who answered less appropriate as many as 26 respondents (43.33%), respondents who answered 
appropriate as many as 20 respondents (33.33%) and respondents who answered very well as many as 7 
respondents (11.67%). The mean value of question five is 3.38 which means it is not appropriate. 

6. Distribution of respondents' answers to questions (The placement of each employee is always in accordance with 
the employee's area of expertise), indicating that there are 1 (1.67%) respondents who answered very 
inappropriately, 1 respondent who answered inappropriately (1.67%) , respondents who answered less 
appropriate as many as 15 respondents (25%), respondents who answered according to as many as 23 respondents 
(38.33%) and respondents who answered very well as many as 20 respondents (33.33%). The mean value of 
question six is 4 which means it is appropriate. 
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b. Distribution of Respondents' Answers to Work Environment Variables (X2) 
 

Table 3. Distribution of Respondents' Answers to Work Environment Variables (X2) 

Statement 

Strongly 
Disagree 

Not 
Agree 

Quite 
Agree 

Agree Very Agree 
Mean Description 

F % f % F % F % F % 

The size of my 
workspace 
according to my 
work needs 

1 1.67 1 1.67 13 21.67 25 41.67 20 33.33 4.03 Agree 

The layout of my 
workspace is in 
accordance with my 
work needs 

2 3.33 6 10 21 35 21 35 10 16.67 3.52 Agree 

My work place is 
clean 

1 1.67 4 6.67 21 35 21 35 13 21.67 3.68 Agree 

My equipment at 
work is adequate to 
support my work 

1 1.67 4 6.67 21 35 24 40 10 16.67 3.63 Agree 

The air temperature 
in my room is very 
cold 

3 5 3 5 23 38.33 22 36.67 9 15 3.52 Agree 

WC or bathroom 
facilities are 
adequate with 
employee needs 

2 3.33 2 3.33 9 15 32 53.33 15 25 3.93 Agree 

Supervision of 
work is carried out 
routinely by the 
agency 

2 3.33 6 10 29 48.33 17 28.33 6 10 3.32 Not Agree 

I have a 
harmonious 
relationship with 
coworkers 

2 3.33 2 3.33 8 13.33 24 40 24 40 4.1 Agree 

I get rewarded 
according to the 
performance I give 
to the agency 

1 1.67 4 6.67 14 23.33 24 40 17 28.33 3.87 Agree 

I have a wise boss 4 6.67 4 6.67 23 38.33 14 23.33 15 25 3.53 Agree 

Average respondents' answers for the work environment 3,7 Agree 

 

Table 3 proves that the Work Environment in the Bappeda of Aceh Tamiang Regency has shown a good condition, this 
is evidenced by the respondents' answers, but the answers of respondents who stated they did not agree with the 
statement. Supervision of work is carried out routinely by the agency, the supervision carried out by Bappeda on the 
work of employees is not carried out regularly. routinely by the agency because there is work that is carried out every 
month so there is no need for routine supervision to be carried out. 
 
Based on Table 3, it is known that the distribution of answers for the Work Environment variable was distributed to 60 
respondents, namely: 

1. The distribution of respondents' answers to the question (The size of my workspace is in accordance with the 
needs of my work), shows that there are 1 (1.67%) respondents who answered strongly disagree, respondents who 
answered disagreed as many as 1 respondent (1.67%) , respondents who answered less agree as many as 13 
respondents (21.67%), respondents who answered agreed as many as 25 respondents (41.67%) and respondents 
who answered strongly agree as many as 20 respondents (33.33%). The mean value of question one is 4.03 which 
means agree. 

2. The distribution of respondents' answers to the question (The layout in my workspace is in accordance with the 
needs of my work), shows that there are 2 (3.33%) respondents who answered strongly disagree, respondents who 
answered disagreed as many as 6 respondents (10% ), respondents who answered less agree were 21 respondents 
(35%), respondents who answered agreed were 21 respondents (35%) and respondents who answered strongly 
agreed were 10 respondents (16.67%). The mean value of question two is 3.52 which means agree. 
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3. Distribution of respondents' answers to the question (My place of work is clean), indicating that there are 1 (1.67%) 
respondents who answered strongly disagree, respondents who answered disagreed were 4 respondents (6.67%), 
respondents who answered less agreed as many as 21 respondents (35%), respondents who answered agreed as 
many as 21 respondents (35%) and respondents who answered strongly agreed as many as 13 respondents 
(21.67%). The mean value of question three is 3.68 which means agree. 

4. The distribution of respondents' answers to the question (My equipment at work is adequate to support my work), 
shows that there are 1 (1.67%) respondents who answered strongly disagree, 4 respondents who answered 
disagreed (6.67%) ), respondents who answered less agree were 21 respondents (35%), respondents who answered 
agreed were 24 respondents (40%) and respondents who answered strongly agreed were 10 respondents (16.67%). 
The mean value of question four is 3.63 which means agree. 

5. The distribution of respondents' answers to the question (The air temperature in my room is very cool), shows that 
there are 3 (5%) respondents who answered strongly disagree, 3 respondents who answered disagreed (5%), 
respondents who answered disagreed as much as 23 respondents (38.33%), respondents who answered agreed 
were 22 respondents (36.67%) and respondents who answered strongly agreed were 9 respondents (15%). The 
mean value of question five is 3.52 which means agree. 

6. The distribution of respondents' answers to the question (WC or bathroom facilities are adequate with the needs of 
employees), shows that there are 2 (3.33%) respondents who answered strongly disagree, respondents who 
answered disagreed as many as 2 respondents (3.33%) ), respondents who answered disagreed as many as 9 
respondents (15%), respondents who answered agreed were 32 respondents (53.33%) and respondents who 
answered strongly agreed were 15 respondents (25%). The mean value of question six is 3.93 which means agree. 

7. Distribution of respondents' answers to the question (Supervision of work is carried out routinely by the agency), 
shows that there are 2 (3.33%) respondents who answered strongly disagree, respondents who answered disagreed 
were 6 respondents (10%), respondents who answered disagree as much as 29 respondents (48.33%), respondents 
who answered agreed as many as 17 respondents (28.33%) and respondents who answered strongly agree as many 
as 6 respondents (10%). The mean value of question seven is 3.32, which means that you do not agree. 

8. The distribution of respondents' answers to the question (I have a harmonious relationship with co-workers), 
shows that there are 2 (3.33%) respondents who answered strongly disagree, 2 respondents who answered 
disagreed (3.33%) respondents who answered disagreed as many as 8 respondents (13.33%), respondents who 
answered agreed were 24 respondents (40%) and respondents who answered strongly agreed were 24 respondents 
(40%). The mean value of question eight is 4.1 which means agree. 

9. The distribution of respondents' answers to the question (I get a reward according to the performance that I give to 
the agency), shows that there are 1 (1.67%) respondents who answered strongly disagree, 4 respondents who 
answered disagree (6, 67%), respondents who answered disagreed as many as 14 respondents (23.33%), 
respondents who answered agreed were 24 respondents (40%) and respondents who answered strongly agreed 
were 17 respondents (28.33%). The mean value of question nine is 3.87 which means agree. 

10. The distribution of respondents' answers to the question (I have a wise boss), shows that there are 4 (6.67%) 
respondents who answered strongly disagree, respondents who answered disagreed as many as 4 respondents 
(6.67%), respondents who answered disagree as many as 23 respondents (38.33%), respondents who answered 
agree as many as 14 respondents (23.33%) and respondents who answered strongly agree as many as 15 
respondents (25%). The mean value of the ten questions is 3.53, which means agree. 

 
c. Distribution Answers Respondents Toward Variable Work Spirit (Z) 

Table 4. Distribution Answers Respondents Toward Variable Work Spirit (Z) 

Statement 

Strongly 
Disagree 

Very Not 
Agree 

Not Agree Agree Very Agree 
Mean Description 

F % f % f % F % f % 

I finish the job 
professionally 

1 1.67 0 0 6 10 16 26.67 37 61.67 4.47 Very Agree 

I don't 
procrastinate on 
the work assigned 
to me 

2 3.33 1 1.67 18 30 22 36.67 17 28.33 3.85 Agree 

I always try to get 
the job done 
quickly 

1 1.67 4 6.67 20 33.33 21 35 14 23.33 3.72 Agree 

I am always 
present during 
work time 

1 1.67 4 6.67 18 30 19 31.67 18 30 3.82 Agree 

I am always 
present at every 
activity outside the 
Job Description 

4 6.67 6 10 22 36.67 19 31.67 9 15 3.38 Not Agree 
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Statement 

Strongly 
Disagree 

Very Not 
Agree 

Not Agree Agree Very Agree 
Mean Description 

F % f % f % F % f % 

I am always loyal 
to the agency 
where I work 

1 1.67 0 0 4 6.67 25 41.67 30 50 4.38 Very Agree 

I am happy to 
work in the current 
agency 

1 1.67 5 8.33 20 33.33 18 30 16 26.67 3.72 Agree 

I always feel 
satisfied with my 
work 

1 1.67 1 1.67 9 15 26 43.33 23 38.33 4.15 Agree 

I feel calm in 
completing my 
work 

1 1.67 0 0 5 8.33 20 33.33 34 56.67 4.43 Very Agree 

Average respondent's answer for Work Spirit 4 Agree 

 

Based on Table 4 proves that the Work Spirit of Bappeda employees in Aceh Tamiang Regency has high work morale in 
accordance with the respondents' answers distributed by researchers, as evidenced by the answers of respondents with 
the highest mean value (4.47) with my statement completing the work professionally, this shows that the employee 
Bappeda completes the assigned tasks in a professional manner, meaning that the right placement of employees will 
complete the job well. Respondent's answer Disagree with the statement I am always present at every activity outside 
the Job Description, this shows that Bappeda employees do not interfere too much which is not their duty and 
responsibility. 
 
It is known that the distribution of answers in table 4 for the variable of Work Spirit which is distributed to 60 
respondents, namely: 

1. The distribution of respondents' answers to the question (I finished my work professionally), shows that there 
are 1 (1.67%) respondents who answered strongly disagree, 6 respondents who answered disagreed (10%), 
respondents who answered agreed as much as 16 respondents (26.67%) and respondents who answered strongly 
agreed were 37 respondents (61.67%). The mean value of question one is 4.47 which means strongly agree. 

2. The distribution of respondents' answers to the question (I do not delay the work assigned to me), shows that 
there are 2 (3.33%) respondents who answered strongly disagree, 1 respondent who answered disagreed (1.67%) 
18 respondents who answered disagree (30%), 22 respondents who answered agreed (36.67%) and 17 
respondents who answered strongly agree (28.33%). The mean value of question two is 3.85 which means agree. 

3. The distribution of respondents' answers to questions (I always try to finish work quickly), shows that there are 1 
(1.67%) respondents who answered strongly disagree, respondents who answered disagreed as many as 4 
respondents (6.67%) who answered disagree as much as 20 respondents (33.33%), respondents who answered 
agreed as many as 21 respondents (35%) and respondents who answered strongly agree as many as 14 
respondents (23.33%). The mean value of question three is 3.72 which means agree. 

4. The distribution of respondents' answers to the question (I am always present during work), shows that there are 
1 (1.67%) respondents who answered strongly disagree, respondents who answered disagreed as many as 4 
respondents (6.67%) 18 respondents answered disagree (30%), 19 respondents agreed (31.67%) and 18 
respondents (30%). The mean value of question four is 3.82 which means agree. 

5. The distribution of respondents' answers to questions (I am always present at every activity outside the Job 
Description), shows that there are 4 (6.67%) respondents who answered strongly disagree, respondents who 
answered disagreed as many as 6 respondents (10%), respondents 22 respondents (36.67%) answered disagree, 19 
respondents agreed (31.67%) and 9 respondents (15%). The mean value of question five is 3.38, which means that 
you do not agree. 

6. The distribution of respondents' answers to questions (I have always been loyal to the agency where I work), 
shows that there are 1 (1.67%) respondents who answered strongly disagree, respondents who answered less 
agree were 4 respondents (6.67%) respondents who answered agreed as many as 25 respondents (41.64%) and 
respondents who answered strongly agreed as many as 30 respondents (50%). The mean value of question six is 
4.38 which means strongly agree. 

7.  The distribution of respondents' answers to the question (I enjoy working in the current agency), shows that 
there are 1 (1.67%) respondents who answered strongly disagree, 5 respondents who answered disagreed 
(8.33%), respondents who answered disagree as much as 20 respondents (33.33%), respondents who answered 
agreed as many as 18 respondents (30%) and respondents who answered strongly agree as many as 16 
respondents (26.67%). The mean value of question seven is 3.72 which means agree. 

8. The distribution of respondents' answers to the question (I always feel satisfied with my work), shows that there 
are 1 (1.67%) respondents who answered strongly disagree, respondents who answered disagreed were 1 
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respondent (1.67%), respondents who answered disagree as many as 9 respondents (15%), respondents who 
answered agreed as many as 26 respondents (43.33%) and respondents who answered strongly agree as many as 
23 respondents (38.33%). The mean value of the eight questions is 4.15 which means agree. 

9. The distribution of respondents' answers to the question (I feel calm in completing my work), shows that there 
are 1 (1.67%) respondents who answered strongly disagree, respondents who answered less agree were 5 
respondents (8.33%), respondents who answered agree as many as 20 respondents (33.33%) and respondents 
who answered strongly agree as many as 34 respondents (56.67%). The mean value of question nine is 4.43 which 
means strongly agree. 
 

d. Distribution of Respondents' Answers To Performance Variable (Y) 
 

Table 5. Distribution of Respondents' Answers To Performance Variable (Y) 

Statement 

Strongly 
Disagree 

Very Not 
Agree 

Not Agree Agree Very Agree 
Mean Description 

f % F % f % F % f % 

I am always 
meticulous at work. 

1 1.67 0 0 6 10 27 45 26 43.33 4.28 
Strongly 
Disagree 

I have knowledge 
about my job. 

6 10 7 11.67 22 36.67 12 20 13 21.67 3.32 Not Agree 

I finish the job with 
good accuracy. 

2 3.33 1 1.67 22 36.67 26 43.33 9 15 3.65 Agree 

I can always use my 
work time efficiently. 

4 6.67 1 1.67 15 25 27 45 13 21.67 3.73 Agree 

I always finish work 
on time. 

4 6.67 3 5 26 43.33 20 33.33 7 11.67 3.38 Agree 

The work I complete 
is always on target. 

1 1.67 1 1.67 15 25 23 38.33 20 33.33 4 Agree 

I provide the best 
service to the 
community. 

1 1.67 1 1.67 13 21.67 25 41.67 20 33.33 4.03 Agree 

I always have 
integrity in every job 
done. 

2 3.33 6 10 21 35 21 35 10 16.67 3.52 Agree 

I am always 
committed to 
working well for the 
agency. 

1 1.67 4 6.67 21 35 21 35 13 21.67 3.68 Agree 

Average respondents' answers for Performance 3,73 Agree 

 

Table 5 proves that the performance of Bappeda employees in Aceh Regency is good, this is evidenced by the results of 
the answers from respondents, which almost all statements with an average answer indicate a mean value (3.73). 
Respondents' answers Disagree with the statement I have knowledge about my job, based on observations made by 
researchers on the statement that employees in carrying out work are sometimes outside of the employee's main duties, 
where in the employee job description there is one employee job description, namely the implementation of other tasks 
given by superiors, so that not all tasks assigned by superiors employees know clearly about the job. 
 
Based on Table 5, it is known that the distribution of answers for the Performance variable distributed to 60 respondents 
is: 

1. The distribution of respondents' answers to questions (I am always careful at work), shows that there are 1 
(1.67%) respondents who answered strongly disagree, respondents who answered disagreed were 6 respondents 
(10%), respondents who answered agreed were as many as 27 respondents (45%) and respondents who answered 
strongly agree as many as 26 respondents (43.33%). 

2. The distribution of respondents' answers to the question (I have knowledge about my work), shows that there 
are 6 (10%) respondents who answered strongly disagree, respondents who answered disagreed were 7 
respondents (11.67%), respondents who answered less agree as many as 22 respondents (36.67%), respondents 
who answered agree as many as 12 respondents (20%) and respondents who answered strongly agree as many as 
13 respondents (21.67%). The mean value of question two is 3.32, which means that you do not agree. 
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3. The distribution of respondents' answers to the question (I completed the work with good accuracy), shows that 
there are 2 (3.33%) respondents who answered strongly disagree, respondents who answered disagreed as many 
as 1 respondent (1.67%), respondents who answered disagree as much as 22 respondents (36.67%), respondents 
who answered agreed as many as 26 respondents (43.33%) and respondents who answered strongly agree as 
many as 9 respondents (15%). The mean value of question three is 3.65 which means agree. 

4. The distribution of respondents' answers to the question (I can always use my work time efficiently), shows that 
there are 4 (6.67%) respondents who answered strongly disagree, 1 respondent who answered disagreed (1.67%) , 
respondents who answered less agree as many as 15 respondents (25%), respondents who answered agreed as 
many as 27 respondents (45%) and respondents who answered strongly agree as many as 13 respondents 
(21.67%). The mean value of question four is 3.73 which means agree. 

5. The distribution of respondents' answers to the question (I always finish my work on time), shows that there are 
4 (6.67%) respondents who answered strongly disagree, 3 respondents who answered disagreed (5%), 
respondents who answered less agree as many as 26 respondents (43.33%), respondents who answered agree as 
many as 20 respondents (33.33%) and respondents who answered strongly agree as many as 7 respondents 
(11.67%). The mean value of question three is 3.38 which means agree. 

6. The distribution of respondents' answers to questions (The work I complete always matches the specified target), 
indicating that there are 1 (1.67%) respondents who answered strongly disagree, 1 respondent who answered 
disagreed (1.67%) , respondents who answered less agree as many as 15 respondents (25%), respondents who 
answered agreed as many as 23 respondents (38.33%) and respondents who answered strongly agree as many as 
20 respondents (33.33%). The mean value of question three is 4 which means agree. 

7. The distribution of respondents' answers to the question (I provide the best service to the community), shows 
that there are 1 (1.67%) respondents who answered strongly disagree, respondents who answered disagreed as 
many as 1 respondent (1.67%), respondents who answered less agree as many as 13 respondents (21.67%), 
respondents who answered agreed as many as 25 respondents (41.67%) and respondents who answered strongly 
agree as many as 20 respondents (33.33%). The mean value of question three is 4.03 which means agree. 

8. The distribution of respondents' answers to questions (I always have integrity in every work done), shows that 
there are 2 (3.33%) respondents who answered strongly disagree, 6 respondents who answered disagree (10%), 
respondents who answered disagree as much as 21 respondents (35%), respondents who answered agreed as 
many as 21 respondents (35%) and respondents who answered strongly agree as many as 10 respondents 
(16.67%). The mean value of question three is 3.52 which means agree. 

9. The distribution of respondents' answers to questions (I am always committed to working well in the agency), 
shows that there are 1 (1.67%) respondents who answered strongly disagree, 4 respondents who answered 
disagreed (6.67%) , respondents who answered disagree were 21 respondents (35%), respondents who answered 
agreed were 21 respondents (35%) and respondents who answered strongly agreed were 13 respondents 
(21.67%). The mean value of question three is 3.68 which means agree. 

 

The results of the SmartPLS algorithm in assessing the path coefficient directly are given in Table 6. 

 

Table 6. Path Coefficients 

 
Original 

Sample (O) 
Sample 

Mean (M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) 

P Values 

Employee Placement -> Work 
Spirit 

0,216 0,227 0,114 3,887 0,030 

Employee Placement -> ASN 
Performance 

0,456 0,469 0,084 5,442 0,000 

Work Environment -> Work 
Spirit 

0,721 0,709 0,115 6,258 0,000 

Employee Placement -> ASN 
Performance 

0,403 0,397 0,094 4,283 0,000 

Work Spirit -> ASN 
Performance 

0,370 0,061 0,069 4,819 0,004 

 

The following is a discussion of each hypothesis test based on the test results which are summarized in Table 6: 
1. The Effect of Work Placement on Work Morale. Based on Table 4.13 explains that the effect of work placement 

on work morale (p = 0.030 < 0.05) then H0 is rejected. H1 is accepted, meaning that there is a positive and 
significant influence between work placement and work spirit. 

2. The Effect of Work Placement on Performance. Based on Table 4.13 explains that the effect of work placement 
on performance (p = 0.000 <0.05) then H0 is rejected. H1 is accepted, meaning that there is a positive and 
significant effect between work placement and performance. 
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3. The Influence of Work Environment on Work Morale. Based on Table 4.13 explains that the influence of the 
work environment on work morale (p = 0.000 < 0.05) then H0 is rejected. H1 is accepted, meaning that there is a 
positive and significant influence between the work environment and work spirit. 

4. Influence of Work Environment on Performance. Based on Table 4.13 explains that the influence of the Work 
Environment on Performance (p = 0.000 <0.05) then H0 is rejected H1 is accepted, meaning that there is a 
positive and significant influence between the Work Environment and Performance. 

5. The Influence of Work Morale on Performance. Based on Table 4.13 explains that the influence of work morale 
on performance (p = 0.004 < 0.05) then H0 is rejected, H1 is accepted, meaning that there is a positive and 
significant influence between morale and performance. 

 

Indirect influence is the amount of influence through the mediating variable. The magnitude of the indirect effect is the 
product of the direct effect of the independent variable on the mediating variable and the direct effect of the mediating 
variable on the dependent variable, the magnitude of the indirect effect of the independent variable on the variable can 
be calculated and summarized in Table 7. 
 

Table 7. Indirect Effect 

  Original 
Sample (O) 

Sample 
Mean (M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) 

P Values 

Work Environment-> Work 
Spirit -> ASN Performance 

2,851 0,043 0,051 3,425 0,000 

Employee Placement-> Work 
Spirit -> ASN Performance 

1,815 0,014 0,019 4,811 0,000 

 

Based on Table 4.14, the results of the study to answer the hypotheses contained in the previous chapter are as follows: 
1. The Effect of Work Placement on Performance through Work Morale Table 7 shows that there is an indirect 

effect of Job Placement on Performance through Morale is 2.851, with a p-value of 0.000 < 0.005, it can be 
concluded that Job Placement has a positive and significant effect on Performance through Enthusiasm Work. 

2. The Effect of Work Environment on Performance through Work Morale Table 7 shows that there is an indirect 
effect of the Work Environment on Performance through Morale is 1.815, with a p-value of 0.000 <0.005, it can 
be concluded that the Work Environment has a positive and significant effect on Performance through 
Enthusiasm Work. 

 

 

IV. Conclusion 

Based on the analysis and discussion of the influence of motivation, organizational commitment, and leadership on 

nurse work stress in improving nurse performance at the Royal Prima Hospital in Medan, several conclusions can be 

drawn, namely, motivation has a negative and significant effect on work stress at the Royal Prima Hospital, Medan. 

Organizational commitment has a negative but not significant effect on work stress. Leadership has a negative and 

significant effect on work stress at Royal Prima Hospital Medan. Motivation has a positive and significant effect on the 

performance of nurses at the Royal Prima Hospital in Medan. Organizational commitment has a positive but not 

significant effect on the performance of nurses at the Royal Prima Hospital in Medan. Leadership has a positive and 

significant effect on the performance of nurses at the Royal Prima Hospital in Medan. Motivation has a positive and 

significant effect on the performance of nurses through work stress at the Royal Prima Hospital in Medan. 

Organizational commitment has a positive but not significant effect on the performance of nurses through work stress at 

Royal Prima Hospital, Medan. Leadership has a positive and significant effect on the performance of nurses through 

work stress at the Royal Prima Hospital in Medan. 

 

Based on the analysis and discussion on the Influence of Employee Placement and Work Environment through Work 
Spirit at the Regional Development Planning Agency of Aceh Tamiang Regency, several conclusions and suggestions 
can be drawn as follows: 

1. Employee Placement has a positive and significant effect on Work Spirit at Bappeda Aceh Tamiang Regency. 
2. The work environment has a positive and significant effect on morale at BAPPEDA Aceh Tamiang Regency. 
3. Employee Placement has a positive and significant effect on ASN Performance at BAPPEDA Aceh Tamiang 

Regency. 
4. The work environment has a positive and significant effect on the performance of ASN at BAPPEDA Aceh 

Tamiang Regency. 
5. Morale has a positive and significant effect on the performance of ASN at BAPPEDA Aceh Tamiang Regency. 
6. Employee placement has an indirect effect on ASN Performance through Work Spirit at BAPPEDA Aceh 

Tamiang Regency. 
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7. The work environment has an indirect effect on the performance of ASN through the spirit of work at 
BAPPEDA, Aceh Tamiang Regency. 

 

Based on the results of the research, discussion and conclusions above, the suggestions and inputs aimed at providing 
information for goodness and progress in improving the performance of ASN in the Regional Development Planning 
Agency of Aceh Tamiang Regency are as follows: 

1. Work placement has a positive and significant effect on performance and also through work enthusiasm, this 
shows that job placement is very good, but there are still problems in work placement where work placements 
at BAPPEDA Aceh Tamiang Regency still have not provided job placements for employees who have good 
performance. good, employees who have achievements are assets for the agency, because their achievements 
can provide a good assessment for the agency and can also improve the performance of the agency, the 
placement of employees in Bappeda also needs to be considered. Educational background in accordance with 
the field of work, and also needs to pay attention to the principles the right man on the right place, so there is a 
match between education and the placement of tasks in Bappeda Aceh Tamiang Regency, so that employees 
can complete job descriptions that are burdened by employees, so that employee performance is also high. The 
agency also focuses on its human resources by looking at the achievements of employees. Employees who have 
good performance, of course, must be supported by being given more training in accordance with the work 
assigned at this time, so that they can become leaders for future agencies. Leaders in Bappeda must also pay 
attention to improving the skills possessed by employees. The expertise followed by the employee will 
certainly increase the ability and competence of the employee, so this must be developed by the agency so that 
every employee has the opportunity to develop his abilities. Agencies must also see and provide opportunities 
for training that is followed by employees and adjust it to work placements that are in accordance with the 
expertise being followed because with these skills, of course, employees will be able to apply them to the field 
of work assigned to them. Therefore, the agency must place employees, both in positions and implementing 
staff, in accordance with the training followed by employees. 

2. The work environment has a positive and significant effect on performance and also through morale, it is 
known that the employee's work environment is good and needs to be maintained by the agency, but there are 
some problems felt by the employee, where there is still no routine supervision carried out by the agency. So 
this makes employees less in coordination with between employees and superiors so that discommunication 
between fellow employees can be minimized. In this case the agency must routinely supervise the work of 
employees, and also the importance of providing socialization or holding meetings of all employees to see the 
performance of employees, this is done so that the agency can give appreciation to employees who have good 
achievements in their work environment, as well as with several room layouts by employees who still need to 
be considered where there is still a need for storage for documents. This is of course very much needed 
especially in work, the documents that will be stored will be very useful in the future. 

3. Morale also has a positive and significant effect on performance, this shows that morale must be maintained 
and improved, it is known that employee morale is good, where employees are very professional and always 
complete work on time. However, there are still some employees who are sometimes absent when there are 
activities outside the job description, respondents think that these activities are not too important. In this case, 
the agency must be more persuasive in inviting employees to be involved in activities outside of the agency's 
job description because to increase employee knowledge outside of their duties, the leader or superior must 
provide socialization of the important benefits of the activities carried out and also provide compensation for 
employees who are active in participating in activities carried out. carried out by the agency so as to increase 
morale for employees. 

4. The performance of Bappeda employees in Aceh Tamiang Regency is seen from the achievement of program 
targets. The program is already good. Work Placement, Work Environment and Work Morale on positive and 
significant performance. This shows that Bappeda's ASN performance in Aceh Tamiang District is already high 
and that almost all of the programs that are the tasks and responsibilities that must be completed by Bappeda 
are in accordance with the predetermined targets and time. Placement of employees is in accordance with their 
education and expertise where employees can complete work professionally. Employees who are placed in 
Bappeda are employees who are always loyal to the agency where the employee is assigned so that they can be 
maintained and guarded by the Bappeda agency. Suggestions Researchers to be able to pay attention to added 
value or compensation and motivation on employee performance to always be enthusiastic at work. 

5. Due to the limitations of the researcher, it is hoped that future researchers will further refine this research by 
using factors other than those studied by the researcher, so that more complete information will be obtained 
about what factors affect performance, further researchers can add variables others such as adaptability, 
leadership and motivation or can research other agencies in order to obtain more findings. 
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