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Abstract: This research was motivated by work stress and its effect on various aspects of organizational 

output, such as research on emotional intelligence, motivation, and performance. The purpose of this study 

was to examine the effect of work stress 

onemployeeperformanceinthetransportationindustryinJakarta.Thestudywasconductedon 350 respondents in 

the territory of Indonesia with the SEM analysis method. Theoverall results show that work stress, 

emotional intelligence, motivation have a positiveand significant effect on employee 

performance.Suggestions for further research canuse wider variables so that they can understand more 

deeply the factors that can affect employee performance. The contribution of this research is expected to 

provide recommendations for companies to hold and carry out training and motivational refreshment on an 

ongoing basis. Carrying out training and motivational refreshment is 

quiteimportantconsideringthatoperationalemployeesarethespearheadofthecompany causing emotional 

exhaustion, so this training is expected to be able to create a good workingatmosphere. 

 

Keywords:Jobstress,emotionalintelligence,motivation,performance,SEM(StructuralEquationModeling) 

 

I. INTRODUCTION 

1.1 Researchbackground 

Companies must have good management to be able to compete. Good management requires support 

for employee performance, including those that are prioritized as company assets. Current employee issues 

such as stress, lack of motivation in a career cause the organization to be less developed and performance to 

decline(Al Kahtani, 2013). Someone who is motivated will carry out his duties and responsibilities well in 

ordertoachievecompanygoals.Motivationisthemainthingthatdriveseverymotiveto work. 

Low employee motivation is closely related to work stress which will have an impacton performance. A 

competitive workplace where employees are constantly under gravityto 

innovatecausesjobstress(Naseem,2018).Jobstressisoneofthemoststudied psychosocial factors related to many 

aspects of life such as employee performance(Valero-moreno& Gómez-domínguez, 2020). Motivation is 

beneficial for employees to achieve their goals, which results in employee job satisfaction and self- 

development among workers (Khuong& Linh, 2020). 

Every employee with a motivational background in achieving good performance will be encouraged 

to want to excel in their work, currently success and success at work are not only supported by intellectual 

abilities, but also supported by the ability to manage emotions. Therefore, one of the achievements in work is 

influenced by emotional intelligence(Al-hamdan et al., 2016). work diligently and prefer to do his 

job.Emotional intelligence also allows a person to show his integrity. Emotional intelligence has been put 

forward as a major factor contributing to employee performance(Sony &Mekoth, 2016). 

Organizationsthatperformwellcanhelpmakeaprofit.Ontheotherhand,ifperformance declines, it can be 

detrimental to the organization. Therefore, it is necessary to conduct research to determine the level of work 

stress of employees in order to create good performance(Fariselli et al., 2008). A large number of studies have 

focused on job stress and its effect on various aspects of organizational output, such as research on emotional 

intelligence, perceived stress, and performance. The main limitation of this study is the research variables 

used(Ranasinghe et al., 2017). This research will help employees and policy makers to understand the 

importance of job stress and employee performance levels. Also, about the importance of emotional 

intelligence at the time of recruitment can play an important role in avoiding the problem of job stress. Many 

companies spend big budgets on job stress, so job stress is a significant factor of interest in organizational 

research(Naseem, 2018). Occupational health problems and a significant cause of economic loss are increasing 
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due to work stress, work stress can produce real psychological and physiological disabilities(Shukla & 

Srivastava, 2016). For organizations, job stress has significant costs, including inappropriate staff replacement, 

employee education and training, sick pay, and death(Yang et al.,2021). 

1.2 Research Objectives andQuestions 

This study aims to develop a model to measure employee performance related to job stress, emotional 

intelligence, and motivation. This research includes the following theoretical objectives: 

1. To introducemodel to measure employeeperformance. 

2. To determine the relationship between work stress, emotional intelligence and motivation on 

employeeperformance. 

Basedontheexplanationabove,theresearchquestionscanbedefinedandformulatedas follows: 

1. What is the relationship between job stress and employeeperformance? 

2. Whatistherelationshipbetweenemotionalintelligenceandemployeeperformance? 

3. What is the relationship between motivation and employeeperformance? 

4. What is the relationship between job stress, emotional intelligence and motivation with 

employeeperformance? 

 

II. THEORETICAL FRAMEWORK ANDHYPOTHESES 

2.1 JobStress 

Everyone must experience stress, both outside the organization and in any organization. In other 

words, everyone cannot avoid stress, for that employees and leaders are obliged to manage it properly. Stress 

is the inherent psychological impact of external factorsthat goes beyond simple surface pressure, meaning that 

there is an underlying factor(Yanget al., 2021). Stress often arises because of changes that disrupt the balance 

of the human body or it can also be due to pressures both physical and psychological.Job stress is defined as 

the inability of the workforce to cope with work pressures due to the pitfalls of job demands and employee 

competencies to justify job requirements(Naseem,2018). 

2.2 EmotionalIntelligence 

Emotional intelligence as an individual trait or skill that helps them adapt to the environment by 

interpreting, managing, and using their emotions and those of others to solve problems.(Dhliwayo& Coetzee, 

2014). This is because with the theory of emotional intelligence abilities, people can identify how emotions 

function as important sources of information. An example is, about how people feel in a situation. Emotional 

intelligence will provide important signals about what is happening and how people will 

interact.Then,itwillalsohelpapersontoanalyzethesituationinaparticularareabased on their emotional information 

to help them make better decisions. Emotional intelligence theory has undergone many iterations since it was 

first defined in the 1920s and argues that individuals have the ability to monitor their own and others' 

emotions.(Branscum et al.,2016). 

2.3 Motivation 

Motivation is a force within a person that influences the direction, intensity, and persistence of 

voluntary behavior(Salami et al., 2015). In general, with motivation one understands the inner state that 

determines an individual to behave in such a way to 

achievecertaingoals(Triguerosetal.,2019).Regardingmotivationinrelationtowork,it 

canbedefinedasthewillingnessofanindividualtoworkintensivelyandconsistentlyin order to realize organizational 

goals, with the hope that the efforts made will lead to the realization of several individual goals. This 

individual's goals, which are ultimately generated by the individual's perceived needs, are the reasons that 

really determine him to act and work in the organization.(Zlate&Cucui, 2015). With strong motivation, as well 

as maximum training, it is hoped that the performance produced by employees can increase so that the 

company's goals or expectations can be achieved. Although training and motivation can improve employee 

performance, in reality there are still companies that have problems with the ineffectiveness of training and 

lack of high motivation to work. 

2.4 Employeeperformance 

Good performance is one of the goals of every organization to be able to achieve organizational goals 

(Asaloei et al., 2020). In order to obtain good performance, it is necessary to have good quality human 

resources as well. Performance is the result achieved by a person according to the size applicable to the job 

concerned and by knowingtheemployee'sperformanceitisalsoknownthelevelofsuccessofthecompany and can be 

used as a measure of performance improvement in the future. Employee performance is important in 

increasing the productivity of the employee. In improving the performance of company employees must be 

able to know the factors that can affect performance. Increasing the performance of individual employees will 

encourage the performance of human resources as a whole, which is reflected in the increase in productivity. 
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High employee performance will make employees more loyal to the organization, more motivated to 

work,(Nurdiansyah et al., 2020). Performance is the result of the quality and quantity of work achieved by 

employees in carrying out their duties and affects how much they contribute to the organization(Hapsari& 

Iqbal,2019). 

2.5 Research Models andHypotheses 

2.5.1 ResearchModel 

From the above explanation, this paper develops a research framework as shown in Figure 1 

Research Framework below. Individual, job, and work environment as independent variables will affect 

employee performance as the dependent variable. Figure 1 provides an overview of the research framework in 

question. 

 
Figure 1 Research Framework 

 

The framework above shows that, to obtain high employee performance, work stress, emotional intelligence 

and motivation are managed 

 

2.5.2 Hypothesis 

Based on the literature review, interviews, previous research results and the framework above, the proposed 

hypothesis is as follows: 

 

1. Work Stress andMotivation 

The results of the research showed that work stress had a significant positive effect on motivation. Based on 

the foregoing, the hypotheses of this research are: 

H1: There is a positive relationship between work stress and motivation 

2. Emotional Intelligence andMotivation 

Emotionalintelligencehasadirectpositiveeffectonmotivation,thismeansthatthemore positive emotional 

intelligence, the higher the motivation. Based on the foregoing, the hypotheses of this researchare: 

H2: There is a positive relationship between emotional intelligence and motivation. 

3. Job Stress and EmployeePerformance 

Job stress is one of the important factors in influencing employee performance, that job stress has a positive 

and significant effect on employee performance. Based on the foregoing, the hypotheses of this research are: 

H3 : There is a positive relationship between work stress and employee performance 

4. Emotional Intelligence with EmployeePerformance 

Emotional intelligence predicts high performance,that emotional intelligence has a positive effect on 

performance. Based on the foregoing, the hypotheses of this research are: 

H4 : There is a positive relationship between emotional intelligence and employee performance. 

5. Motivation with EmployeePerformance 

Good motivation will lead to a good relationship between the company and employees. Because motivation 

acts as a driver of employees in carrying out their duties, that motivation has a positive effect on performance. 

Based on the foregoing, the hypotheses of this research are: 

H5: There is a positive relationship between motivation and employee performance. 

 

III. METHODOLOGY 
This research was conducted at PT MRT Jakarta. To answer the research questions, the author uses a 

quantitative approach. The purpose of quantitative research is to test the research model, the significance of 

the relationship between variables and factors, and 

( + ) 

( + ) 
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hypotheses.Quantitativemethodsareusedbyinvolvingthedistributionofquestionnaires to select respondents from 

among the employees of the four pharmaceutical companies. This stage consists of four activities: pretest 

survey, research model formation, confirmation study, and data analysis. The sampling method uses 

probability sampling with a simple random sampling technique. That the ratio that is accepted to minimize 

deviationis15respondentsforeachdimension/parameterinthemodel.Thus,sincethere are 13 dimensions in the 

proposed research model, then set the number of samples as many as 350 respondents. The survey was 

conducted by distributing questionnaires. Questionnaires were distributed to employees who work at MRT 

Jakarta. The data collected were analyzed using Structural Equation Modeling (SEM). SEM is a multivariate 

statistical technique that combines all aspects of multiple regression and 

factoranalysis(whichdisplaysunmeasuredconceptsfactorswithmultiplevariables)that can be used to estimate a 

series of dependent relationships that mutually influence each other. 

 

IV. RESULTS 
This study distributed questionnaires to 350 employees at PT. MRT Jakarta. Hliteracy results are shown in 

table 1 to table 5 below. 

IV.1 Validity and ReliabilityTest 

The validity test was carried out using SPSS with the Pearson correlation test method, namely by 

correlating the item score with the total score. The results of the validity test showed that the variables tested 

had a significance value below 0.05. The work stress variable with 12 indicators showed a significance value 

of less than 0.05. Likewise, all indicators of emotional intelligence variables have a significance value below 

0.05. The motivational variables of the four indicators showed results below 0.05 and the performance 

variables of the seven indicators showed a significance value below 0.05. So that it can be concluded that the 

data is valid. 

 

Table 1 Validity Test Results 

Variable Dimension Validity test 

r table Sig. (2-tailed) 

Work Stress SK1 0.270 0.000 

SK2 0.570 0.000 

SK3 0.457 0.000 

SK4 0.529 0.000 

SK5 0.423 0.000 

SK6 0.628 0.000 

SK7 0.548 0.000 

SK8 0.665 0.000 

SK9 0.499 0.000 

SK10 0.551 0.000 

SK11 0.686 0.000 

SK12 0.515 0.000 

Emotional Intelligence NUMBER 1 0.547 0.000 

2ND 0.608 0.000 

THE 3RD 0.574 0.000 

TO 4 0.608 0.000 

Motivation M1 0.574 0.000 

M2 0.553 0.000 

M3 0.393 0.000 

M4 0.622 0.000 

M5 0.335 0.000 

M6 0.375 0.000 

M7 0.409 0.000 

M8 0.508 0.000 

M9 0.478 0.000 

M10 0.595 0.000 

M11 0.432 0.000 

Performance K1 0.527 0.000 

K2 0.567 0.000 

K3 0.531 0.000 



The Effect of Work Stress and Emotional Intelligence With Motivational Mediation… 

*Corresponding Author: Sigit Setiawan
1                                    

www.aijbm.com                                 93 | Page 

K4 0.176 0.000 

K5 0.327 0.000 

K6 0.513 0.000 

K7 0.414 0.000 

Source: SPSS Version 23 

The results of the construct reliability test by paying attention to the CR value show the 

overallresultsofthevariableshaveaCRvalueabove0.70ontheworkstress,motivation 

andperformancevariables,butontheemotionalintelligencevariabletheCRvalueisstill 

below0.70.BasedontheAVEvalue,allvariablesstilldonotmeetthecriteriaforavalue above0.50. 

Table 2. Construct Reliability Test Results and Average Variance Extracted 

 

Variable Construct Reliability 

(CR) 

Average Variance 

Extracted (AVE) 

Work Stress 0.857 0.349 

Emotional Intelligence 0.610 0.284 

Motivation 0.806 0.292 

Performance 0.759 0.331 

 

IV.2 Test Assumption 

• TestNormality 

Thenormalitytestperformedwithmultivariatenormalityshowedtheresultsthatthedata 

didnotmeettheassumptionofmultivariatenormalitybecausetheP-ValueSkewnessand Kurtosis values were <0.5 

but this can be overcome by looking at the GoF NNFI parameter > 0.9 which is0.96. 

Table 3. Normality Test Results 

 

Skewness Kurtosis Skewness & Kurtosis 

Value Z- 

Score 

P-Value Value Z- 

Score 

P-Value Chi- 

Square 

P-Value 

310,830 65,308 0.000 1442,502 20.011 0.000 4656,620 0.000 

 

• Linearity Test 

Table 4 Linearity Test Results 

Variable relationship Deviation from Linearity 

Job Stress – Motivation 0.500 

Emotional Intelligence – Motivation 0.351 

Motivation – Performance 0.840 

 

Linearity test is conducted to determine whether the variables in the study have a significant linear relationship 

or not. A good correlation shows that there is a linear relationship between the independent variable and the 

dependent variable. The resultsof the linearity test are indicated by the deviation from linearity number which 

shows a number>0.05.Basedonthetestresults,theresultsshowthatalldeviationfromlinearity numbers show 

numbers above0.05. 

• Model FitTest 

ThemodelfittestisdonebylookingattheresultsoftheGoodnessoffitindex.Basedon the test results, the following 

results wereobtained: 

Table 1. Goodness of fit index test results 

 

Index Results Cut off Value Criteria 

CFI 0.97 0.9 Fit 

TLI/NNFI 0.96 0.9 Fit 
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NFI 0.94 0.9 Fit 

IFI 0.97 0.9 Fit 

RMSEA 0.047 0.08 Fit 

GFI 0.88 0.86 Fit 

 

Basedontheresultsabove,itcanbeseenthattheresultsofthegoodnessoffitindextest all show fitresults. 

 

 

Figure 1. Research model that is already fit with the t-value 

IV.3 Hypothesistesting 

Hypothesis testing is based on the t-value with a significance level of 0.05. If the t-value 

1.96. according toKline (2015) a variable is said to have a significant effect on other variables, if the t-value is 

greater than the critical t-value of 1.96. 

Table 2. T-Value Results 

 

Variable T-Value Results 

Work Stress → Motivation 3.89 H1 accepted 

Emotional Intelligence → Motivation 5.15 H2 accepted 

Work Stress → Performance 2.42 H3 accepted 

Emotional Intelligence → Performance 3.71 H4 accepted 

Motivation → Performance 3.69 H5 accepted 

 

Based on the results of the analysis above, the t-value of the work stress variable on the motivation variable is 

3.89, with the criterion value of 1.96, the work stress variable has a significant positive effect on motivation. 

The results of the t-value of the emotional intelligence variable on the motivation variable is 5.15 so it can be 

concluded that emotional intelligence has a positive and significant effect on motivation. The results of further 

analysis obtained that the t-value of the work stress variable on the performance variable is 2.42, meaning that 

work stress has a significant effect on performance. 

The results of the t-value of the emotional intelligence variable on the performance variable are 3.71, with the 

criterion value of 1.96 then 3.71> 1.96 so that it can be concluded that emotional intelligence has a significant 

effect on performance. The test resultsofthet-

valueofthemotivationvariableontheperformancevariableof3.69,soit can be concluded that motivation has a 
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positive effect onperformance. 

Based on the mediation test conducted, it is known that the value of the direct influence of the work stress 

variable is greater than the value of the indirect effect, as well as the emotional intelligence variable, which 

has a greater direct influence than the indirect effect. This shows that the direct effect is greater than the value 

of the indirect effect. 

Table 3. Direct and indirect influence 

 

Relationship pattern Direct influence 

relationship 

Indirect influence 

relationship 

Work Stress → Motivation → 

Performance 

0.107 0.047 

Emotional Intelligence → Motivation 

→ Performance 

0.275 0.091 

 

V. FINDINGS ANDDISCUSSION 
Theresultsoftheresearchandtestingofthefirsthypothesisstatedthattheeffectofwork stress had a positive 

and significant effect on motivation. This has the implication thatWork stress experienced by employees does 

not worsen their motivation at work. In the study it was stated thatindividual-related work stress positively and 

directly affects employee motivation(Khuong& Linh, 2020). Employees continue to complete the tasks that 

have been given in accordance with the wishes of the company. The stress experienced by employees gives 

stimulation and motivation will lead to high morale in carrying out their work. This is because the award given 

by the company to employees in completing the work. The company always provides incentives when 

employeeshave to do overtime in order to pursue the targets set by the company, not only overtime incentives 

but the company also provides benefits foremployees. 

The second hypothesis test states that emotional intelligence has a significant effect on motivation. This means 

that the higher the emotional intelligence, the higher the motivation and the lower the emotional intelligence, 

the lower the motivation. In research, it is stated that emotional intelligence has a positive effect on 

motivation(Triguerosetal.,2019).Emotionalintelligenceinrelationtomotivationisthe ability to recognize one's 

own feelings to motivate and manage emotions well, so that with high emotional intelligence employees will 

increase employee motivation in doing work. 

Thethirdhypothesisteststatesthattheeffectofworkstresshasapositiveandsignificant 

effectonperformance.Theseresultsindicatethatthevaluescontainedinworkstresscan have a real impact on 

employee performance. The measured work stress is proven to be able to affect the quality of work achieved. 

This finding can be interpreted that if the factors forming work stress on employees can be increased, it will be 

able to make a significant contribution to improving employeeperformance. 

Theresultsofthefourthhypothesistestindicatethatemotionalintelligencehasapositive and significant effect on 

performance, meaning that the better or higher a person's emotional intelligence, the higher the performance. 

Other research states that emotional intelligence has a positive effect on performance(Al Kahtani, 2013). 

Emotional intelligence can contribute to a person's accomplishments, for example a raise with a 

promotion.Emotionalintelligenceallowsapersontobuildpositiverelationshipsatwork, 

workwellinteams,andbuildsocialcapitalthatcanimproveperformance.Thisresearch also shows that the better 

emotional intelligence will improve performance. So if employees have the ability to recognize their own 

emotions, manage emotions,motivate themselves, recognize the emotions of others, and build relationships 

with the community, it will have an impact on improvingperformance. 

Theresultsofthefifthhypothesistestshowthatmotivationhasapositiveandsignificant effect on performance. This 

shows that employees who have motivation mean that employees have fatigue in carrying out their 

responsibilities so as to creategood performance. In the study, it was stated that motivation had a positive 

effect on performance(Shin & Grant, 2019). Motivated employees will bring good because it not only makes 

their performance increase, but also increases their commitment to work. 

Employeeswilltrytheirbestsothattasksandresponsibilitiescanbecompletedproperly. This will encourage high 

employee job satisfaction and have a positive impact on performance. 

 

VI. CONCLUSION 

VI.1 PracticalImplications 

Based on the results of this study, it is known that work stress has a significant positive effect on performance, 

thus the company is expected to be able to maintain working conditions that can trigger stress for its workers. 

Furthermore, this study proves that motivation can improve employee performance. It is recommended that 
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the company conduct and carry out training and motivational refreshment on an ongoing basis. Carrying out 

training and motivational refreshment is quite important considering that operational employees are the 

spearhead of the company causing emotional exhaustion, 

sothistrainingisexpectedtobeabletocreateagoodworkingatmosphere.Skillsarealso needed as a basic ability to do 

work easily and precisely(Setiabudi& Tax,2019). 

VI.2 ResearchLimitations 

Limitationsorweaknessesofthisresearchliesinseveralaspects.Theresearcherrealizes that the limitations of this 

study can be taken into consideration for further research. In this study, the number of respondents could not 

describe the actual real conditions. The 

numberofrespondentsinthisresearchisonly350peopleandthisnumberdoesnotcover the whole. This research is 

only limited to the respondents of MRT Jakarta employees, so it is necessary to do research for other modes of 

transportation inIndonesia. 

VI.3 Future ResearchDirections 

Suggestionsforfurtherresearchcanusewidervariablessothattheycanunderstandmore deeply the factors that can 

affect employee performance. The area and respondents 

reachedshouldbeexpandedinordertoincreasetheaccuracyoftheresearchresults.Itis also recommended that you 

develop problems and develop variables with the support of 

betterandmorereliableindicators.Thustheresultsareexpectedtorevealmoreproblems and provide research 

findings that are more meaningful and useful for manyparties. 
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