Maneggio
E-ISSN : 3032-7652 ,@

https://nawalaeducation.com/index.php/MJ/index umumn —
Vol.2.No.1 February 2025
DOI : https://doi.org/10.62872/wvxg9218

The Effect of Job Stress and Work Environment on Employee
Performance Through Job Satisfaction at Airports in the Manokwari
Region

Frengki Kumendongll, Ferdinandus Christian2, Rina Astini3
1Program Pascasarjana Universitas Terbuka, Jayapura, Indonesia

2 Universitas Ottow Geissler Papua, Jayapura, Indonesia

3 Universitas Mercu Buana, Jakarta, Indonesia

Email: frengky.kumendong80@gmail.com *1

Entered : December 20, 2024 Revised : December 27,2024
Accepted: January 15, 2025 Published : February 28, 2025

ABSTRAK

Penelitian ini bertujuan untuk menganalisis Pengaruh Stres kerja dan Lingkungan kerja terhadap kinerja
pegawai melalui kepuasan kerja pada Banadara di Kawasan Manokwari.Penelitian ini dilakukan dengan
menggunakan pendekatan kuantitatif dengan desain penelitian eksplanatory untuk mengetahui pengaruh
langsung variabel Stres kerja, Lingkungan kerja dan kepuasan kerja terhadap kinerja pegawai dan
pengaruh tidak langsung pengaruh stres kerja dan Lingkungan kerja terhadap kinerja pegawai melalui
kepuasa kerja pada Bandara Di Kawasan Manokwari. Populasi dalam penelitian ini sebanyak 138 orang
dan sampel sebanyak 102 dengan menggunakan rumus Slovin. Teknik pengumpulan data menggunakan
kusioner dan untuk menguji hipotesis menggunakan Partial Least Square (Smart PLS). Hasil penelitian
menunjukan bahwa Stres kerja berpengaruh signifikan terhadap kinerja pegawai; Lingkungan kerja
berpengaruh signifikan terhadap kinerja pegawai; Kepuasan kerja berpengaruh signifikan terhadap kinerja
pegawai; Stres kerja berpengaruh signifikan terhadap Kepuasan kerja; Lingkungan kerja berpengaruh
signifikan terhadap kepuasan kerja; Kepuasan kerja memediasi pengaruh stres kerja terhadap kinerja
pegawai; Kepuasan kerja memediasi pengaruh lingkungan kerja terhadap kinerja pegawai.

Kata Kunci: Stres Kerja, Lingkungan Kerja, Kepuasan Kerja dan Kinenerja Pegawai

ABSTRACT

This study aims to analyze the effect of work stress and work environment on employee performance through
job satisfaction at Banadara in the Manokwari Region. This research was conducted using a quantitative
approach with an explanatory research design to determine the direct effect of work stress variables, work
environment and job satisfaction on employee performance and the indirect effect of work stress and work
environment on employee performance through job satisfaction at the Airport in the Manokwari Region. The
population in this study were 138 people and a sample of 102 using the Slovin formula. Data collection
techniques using questionnaires and to test the hypothesis using Partial Least Square (Smart PLS). The results
showed that work stress has a significant effect on employee performance; Work environment has a significant
effect on employee performance; Job satisfaction has a significant effect on employee performance; Work
stress has a significant effect on job satisfaction; Work environment has a significant effect on job satisfaction;
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Job satisfaction mediates the effect of work stress on employee performance; Job satisfaction mediates the
effect of work environment on employee performance.
Keywords: Job Stress, Work Environment, Job Satisfaction and Employee Performance.

INTRODUCTION

In today's competitive times, world companies including airlines have realized
that only by developing human resources, companies can keep growing because the
innovation of products or services is in the people themselves. Human resources become
an important asset or capital in organizational effectiveness in developing systems and
efforts to innovate products and services so that they can still have competitive advantage
values compared to competitors. In order for the company to continue to have
competitive advantage values, human resources are needed that have high performance
in order to help the company to achieve its goals. So every company should encourage its
employees to always improve their performance towards the better. Effective and
efficient employee performance is needed by a company because it will advance a
company (Jufrizen and Hadi, 2021).

According to Wibowo (2013: 7) performance is a process of implementing a job
from what is done to how to do it to the results obtained from the process. It can be seen
that performance has a relationship with the results of one's work in a company or
organization concerned with the quality, quantity and timeliness of an employee when
carrying out his work. Employee performance is the result of work secar quality and
quantity achieved by an employee in carrying out their duties in accordance with the
responsibilities given to him (Mangkunegara, 2011). Performance also means as a result
of employee work seen from the aspects of quality, quantity, working time, and
cooperation to achieve the goals that have been set by the organization (Sutrisno, 2016).

According to Mangkunegara (2012: 9) performance is the achievement of
employee work based on quality and quantity as work performance in a certain period of
time that is tailored to their duties and responsibilities. Mathis and Jackson (2009: 122)
stated that factors that affect performance are job satisfaction or dissatisfaction in
addition to the individual himself, work and organizational commitment. Robbins and
Judge (2015: 46) argue that job satisfaction is a positive feeling of an employee about a
job obtained from the evaluation of the characteristics of the job. A person who has a high
sense of satisfaction with his job then the positive feelings are also high, and vice versa.
Organizations consider the employee's sense of satisfaction with his work is important
because it directly affects the employee's performance. Therefore, the measurement of
job satisfaction is often done by the organization to its employees to find out how satisfied
employees are with their work.

Herzberg (1968) states that satisfaction or dissatisfaction in the theory of two
factors expressed as part of different variables, dissatisfaction in this theory is not caused
by related work, but caused by environmental conditions around work, both in the form
of wages, quality, safety, working conditions, work supervision and relationships that
take place with other individuals (Wibowo, 2012:502). Greenber and Baron (2003)
stated that satisfaction can be increased and turnover can be reduced by making work
enjoyable, paying people to be honest, providing types of work according to their
interests and skills and avoiding the boredom of repetitive work (Wibowo, 2012: 517).

The airport located in the Manokwari area is a Class Il domestic airport that
connects between islands in Papua and outside Papua. The airport was opened during
the Dutch East Indies until today. Improvements as well as the addition of facilities and
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infrastructure as well as the addition of capacity have been made to support the
performance of the airport.

Every year the airport in the Manokwari area experienced an increase in
passengers at the time of Eid and Christmas. The main task of Rendani airport is to serve
the community as a user of air transportation services and also a provider of air
transportation supporting infrastructure, but other tasks of the airport in carrying out
coordination, supervision, and control functions, so it will require high mobility between
regions. Then the airport in the Manokwari area needed development on the ground side
(landside) such as the passenger terminal building, and on the air side (airside) on the
runway (runway), takeoff hub (taxiway), and apron of course by taking into account the
movement of air traffic flow throughout the next 20 years. Development on runways and
aprons to be able to serve larger aircraft types later.

Improvements as well as the addition of facilities and infrastructure as well as the
addition of capacity have been made to support the performance of the airport, one of the
main objectives of the addition of the length of the runway (runway) and the expansion
of the apron due to the number of flights that continue to increase every year. In addition,
the development of human resources at the airport also needs to be done to improve and
improve the quality of service at the airport. However, based on the results of preliminary
research, it was found that there was a phenomenon regarding employee performance
that did not increase. This is not in accordance with the company because employee
performance has not increased.

Based on this phenomenon, researchers suspect that the burden and demands of
tasks given to employees that must be completed at a certain time make employees feel
pressured which will result in stress for employees. In addition, the work environment is
not adequate as the room temperature is less supportive to work optimally, limited space
in a room so that the mobility of employees is disrupted and the governance of the
existing archives are not properly organized so that many files scattered in the workplace
of each employee that can cause work disrupted. This results in low employee job
satisfaction so that the maximum results of the work provided by employees to the
organization.

With the recognition of what employees need, it can reduce the level of stress that
occurs in these employees. Stress is one of the issues that organizations have to deal with
in order for employees to be comfortable producing quality work. Stress causes an
imbalance in a person's life, because it causes depression and thus damages health,
attitudes and work behavior. The causes of stress are called stressors, which can be
conflicts at work. (Ali, 2014).

According to Michael (2009) stress at work is a well-known phenomenon that may
express itself differently, and affect different workers, in different work contexts. Work
stress is one of the important things for the organization, especially regarding employee
performance. Meanwhile, according to Muttie (2012) stress is the body's reaction to
changes that require physical, mental or emotional adjustment or response. Stress can
come from any situation or thought that makes a person feel frustrated, angry, anxious
or anxious.

Zafar, (2015) suggested that stress can be positive (Eustress) or negative
(Distress). Understanding the work stress in the organization will contribute to a deep
knowledge of the phenomena in totality and will also be beneficial in dealing with
nonproductive results and dissatisfaction for better performance in the organization. Job
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stress is seen as a precursor to job satisfaction. According to Raza and Ali (2014) job
stress directly affects job satisfaction.

In organizations, there are often small conflicts between employees or between
superiors and subordinates or vice versa due to errors or differences in perception. In the
preparation of a good system will not be implemented if there is no support of working
environment conditions, good leadership and communication, a bad atmosphere will
result in work stress. Raziq and Abdul (2015) suggest that most leaders ignore the work
environment in their organizations. This can have a bad effect on employee performance.
The work environment consists of security towards employees i.e., job security, good
relations with colleagues, recognition of good performance, motivation to perform and
participation in the decision-making process of the organization. Once employees realize
that the organization considers them important, they will have a high level of
commitment and a sense of ownership for their organization.

The physical work environment in an institution is a working condition to provide
a comfortable atmosphere and working situation for employees in achieving the goals
desired by an institution. Poor working conditions have the potential to cause employees
to get sick easily, easily stressed, difficult to concentrate and decreased work
productivity. If the workroom is uncomfortable, hot, inadequate air circulation, the
workroom is too crowded, the work environment is less clean, noisy, will have an impact
on the comfort of employee work.

The work environment is everything that is around the employee that can affect
him in carrying out his duties, the first thing that must be tried to improve employee
performance is to ensure that employees can carry out their duties without experiencing
tensions or in other words the agency must provide a good working environment for
employees. The work environment plays an important role in the good and bad quality of
employee work. If the work environment is comfortable and communication between
employees runs smoothly, it can be ascertained that the resulting performance will be
maximized.

Some studies that became a reference in this study where work stress, work
environment and job satisfaction impact on employee performance. Several studies
stating the influence of work stress on employee performance were carried out by the
results of research conducted by Andiko Aby Syaputra (2024) showing that work stress
and the work environment have a positive and significant effect on performance through
job satisfaction. But the results of a study conducted by Putri Aniversari (2022) show that
work stress and the work environment have a positive effect not significantly on
performance but job satisfaction has a positive and significant effect on performance.
Research (Christian & Ireuw, 2019) also states that work stress does not affect the
performance of TNI soldiers in the XVII Kodam Territorial Division/Cenderawasih.

The study of the influence of the work environment on employee performance was
carried out by (Shantini Rumbi, Ferdinandus Christian, & Suparti, 2021); (Endah Suryani,
Ferdinandus Christian, & Mohammad Imam Farisi, 2021); (Christian & Rumbewas,
2021), the results showed that the work environment affects employee performance.
Contrary to research (Putri Aniversari, 2022) which states that the work environment
has a positive but insignificant effect on employee performance. In addition, research on
work satisfaction on employee performance was carried out by (Gilang Sadewal,
Ferdinandus Christian, 2024)
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METHODS

This study uses quantitative methods using Smart PLS Analysis tool with the aim to test
the hypothesis. In this study, researchers examined the effect of work stress and work
environment on performance through employee job satisfaction at the airport in
Kawasan Monokwari. The population is all members of a group under study who have
certain characteristics (Anjarwati, Sri, 2024), so that in this study the population is as
many as 138 civil servants (ASN) who work in the Manokwari airport area. Samples in
this study were taken from the poulation using the Sloin formula, which is as follows :

N

=T Ne?

Description :

= Constants

= sample size

population size

= percentinaccuracy due to sampling errors that are still tolerable or
desirable as much as 5%.

o Z 5 =
I

Based on the formula above, then to determine the sample at the airport in the
Manokwari area is as follows :

N

n= 5
135t Ne
= T osy - 102

Thus the sample of this study amounted to 102 airport employees in the Manokwari area.

RESULT
The Outer Model
Testing of the pngukuran model or outer model derived from the research instrument
conducted on the indicators of each variable used in this study, in order to determine the
level of validity and reliability of the indicator as a variable measuring instrument.
Instrument test consists of validity test and reliability test.
Validity Test
The results of the test validity of the study seen in the following table :

Table 1 Results Of Validity Test

Variabel Kuesioner | r-hitung | r-Tabel Hasil
X1.1 0,756 0,194 Valid

X1.2 0,755 0,194 Valid

X1.3 0,807 0,194 Valid

X1.4 0,826 0,194 Valid

. X1.5 0,815 0,194 Valid
Stres Kerja (X1) X1.6 0,842 0,194 Valid
X1.7 0,825 0,194 Valid

X1.8 0,816 0,194 Valid

X1.9 0,741 0,194 Valid

X1.10 0,791 0,194 Valid
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X2.1 0,732 0,194 Valid
X2.2 0,726 0,194 Valid

X2.3 0,766 0,194 Valid

X2.4 0,738 0,194 Valid

Lingkungan Kerja (X2) 331 0'7e4 | o094 | Vaid
X2.7 0,849 0,194 Valid

X2.8 0,803 0,194 Valid

X2.9 0,810 0,194 Valid

X2.10 0,800 0,194 Valid

71 0,820 0,194 Valid

7.2 0,867 0,194 Valid

7.3 0,816 0,194 Valid

7.4 0,857 0,194 Valid

Kepuasan Kerja (2) e T oseo [ oot T Vaid
7.7 0,742 0,194 Valid

7.8 0,766 0,194 Valid

7.9 0,715 0,194 Valid

7.10 0,778 0,194 Valid

Y.1 0,706 0,194 Valid

Y.2 0,737 0,194 Valid

Y.3 0,845 0,194 Valid

Y4 0,815 0,194 Valid

- Y5 0,833 0,194 Valid
Kinerja (Y) Y.6 0,845 0,194 Valid
Y.7 0,835 0,194 Valid

Y.8 0,829 0,194 Valid

Y.9 0,844 0,194 Valid

Y.10 0,834 0,194 Valid

Source: Primary Data Processed, 2024
From the table above, it can be seen that the results of validity testing on all question
items in each variable according to the questionnaire related variables work facilities
(X1), communication (X2), motivation (Z) and performance (Y) showed that the R-count
is greater than the r-table of 0.194. Therefore, it can be concluded that the variables of
work stress (X1), work environment (X2), job satisfaction (Z) and performance (Y) are
said to be valid and can proceed to the next test.

The Reliability Test
The results of the reliability test of this study can be seen in the following table :
Table 2 Reliability Test Results

Variabel Penelitian Conbrach’s Alpha | Nilai Kritis Hasil
Stres Kerja (X1) 0,936 0,70 Reliabel
Lingkungan Kerja (X2) 0,928 0,70 Reliabel
Kepuasan Kerja (7) 0,935 0,70 Reliabel
Kinerja (Y) 0,943 0,70 Reliabel

Source: Primary Data Processed, 2024
From Table 4.5, it can be seen that the data taken from the questionnaire on the
variables of work stress (X1), work environment (X2), job satisfaction (Z) and
performance (Y) indicate that the value of Cronbach's alpha > 0.70. Therefore, it can be

179



concluded that the variables of work stress (X1), work environment (X2), job
satisfaction (Z) and performance (Y) can be said to be reliable and can proceed to the
next test.

Results Of Data Analysis

Results Of Construct Analysis (Measurement Model)

Construct the results of the analysis with path analysis techniques (parth analysis) as the
evaluation of indicators through validity and reliability tests that show the causal
relationship or direct influence of each variable according to the problem and hypothesis,
as well as the indirect influence of variables where the indirect influence of work stress
variables (X1) and work environment (X2) on performance (Y) mediated by job
satisfaction variables (Z). The test results are based on the construction model of this
study according to the research variables are as follows:

Fig. 1 Model Equation Construct Variables Research

Data Source: Processed, 2024
Based on the construct model, it can be explained the structure of influence and
relationship can be explained that for work stress variables (X1) using 10 statements,
work environment (X2) using 10 statements, performance (Y) using 10 statements and
for job satisfaction variables (Z) as an intervening variable using 10 statements. Further
explanation related to the direct and indirect influence as of these variables sebagimana
construction drawings are as follows:
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Direct Influence
The results of direct influence analysis as images of each variable in the study for work
stress (X1), work environment( X2), performance (Y) with intervening variables of job
satisfaction (Z) as a mediation variable as follows :

Table 3 Direct Influence Of Research Variables

Independent Dependent Direct Results P Val
Variable Variable Influence | T test Lvaue
Work Stress (X1) Performance (Y) 0.209 2 493 0.013
Working Performance (Y)

Environment (X2) 0.351 3.309 0.001
Job Satisfaction (Z) | Performance (Y) 0.361 3.500 0.000
Work Stress (X1) 2%) Satisfaction 0.375 3.023 0.003
Working Job  Satisfaction

Environment (X2) 2) 0.471 4.109 0.000

Data Source: Processed, 2024

As the description of the data in the table table above description of the direct influence
of work stress variables (X1), work environment (X2) on performance (Y) with
intervening variables job satisfaction (Z) can be explained that the direct influence of
work stress (X1) on performance (Y) is 0.209 with a probability level (P-Value) of 0.013.
The direct influence of the working environment (X2) on performance (Y) is reached
0.351 with a probability (P-Value) of 0.001. While job satisfaction (Z) to performance (Y)
shows that the effect reaches 0.361 with a level (P-Value) of 0.000. So it can be said that
work stress (X1), work environment (X2), performance (Y) with the intervening variable
job satisfaction (Z) have a positive influence.
Indirect Influence
The mediation effect shows the relationship between the independent and dependent
variables through a connecting or mediating variable. The influence of variables on the
dependent variable does not directly occur but through the transformation process
represented by the mediation variable (Abdillah and Hartono, 2015). Indirect influence
set in the variables of this study as presented in the formulation of the problem and the
hypothesis of the study to 6 and 7. The indirect influence is work stress and work
environment through job satisfaction on performance.

Table 4 Indirect Influence Of Research Variables

Independent Intervening Dependent Influence | T. Statistic | P-

Variable (X) Variables Variable (Y) Indirect | (Z-Value) Value

Work Stress Job_ _ Performance 0.135 2111 0.004
Satisfaction

Wor_klng Job_ _ Performance 0.170 2 885 0.035

Environment Satisfaction

Data source: processed, 2024
From the data in the table, it can be explained that the indirect relationship of work stress
variables to performance with Work decision variables as an intervention against a
positive relationship of 0.135 or 13.5% with a p value of 0.004. While the change of work
environment variables through work decisions on performance is 0.170 or 17% with p-
value is 0.035.
Evaluation of the structural Model (inner model)
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Evaluation model (inner model) is to improve the relationship between variables which
is then based on substantive theory. The Model is structurally evaluated using the R-
square for the dependent variable. To obtain the results of the structural model can be
seen in the following table:

Table 5 Results Of Model Analysis In Structural

FINAL RESULTS

X1 X2 Z Y
R-square 0.587 | 0.672
R-square adjusted 0.579 | 0.662

Composite reliability (rho_a) | 0.939 |0.930 |0.937 | 0.948
Average variance extracted
(AVE) 0.637 |0.609 |0.634 | 0.662
Cronbach's alpha 0936 0928 |0.935 |0.943
Composite reliability (rho_c) [0.946 |0.940 |0.945 |0.951
Source: Analysis Results, 2024
Based on the results of the analysis, it can be seen that the value of R-square for the
equation of job satisfaction variable (Z) is 0.587 so that the results can be said that the
relationship between variable constructs can show a moderate model because it is
blended between 0.50 - 0.25 (Hair et al. 2011) thus the magnitude of the value of R2 (R-
square adjusted). While the inner model for the performance variable (Y) both the value
of R-Squared and the value of R2 (R-square adjusted) is said to be the relationship
between the variable construct shows a moderate model where R=0.672 and R2 = 0.662.
Hypothesis Testing
Testing The Direct Influence Of Research Variables
Hypothesis testing is very important as an effort to prove or show a significant degree of
direct influence of the independent variable on the dependent variable. Partial
hypothesis testing according to the results of the analysis carried out which can be seen
through the T-test where in the study to be tested the direct influence of work stress (X1),
work environment (X2) on performance (Y) and work stress (X1), work environment
(X2) on job satisfaction (Z) as an intervening variable, which is done by comparing the
value of t-count (Critical Ratio) with t-table. The independent variable is declared to have
a significant effect if the value (Critical Ratio) is greater than the t-table. Hypothesis
testing using significant level (alpha) 0.05%.
The sample used is 102 people who work at the airport in the Manokwari area and
degrees of freedom is (n-k ) = 102-4 so that df = 98 thus the T-table value at a significant
level of 5% (Alpha 0.05) and degrees 98 (0.05:98) is 0.194. The results of hypothesis
testing of the calculation of the value of t-count with t-table can be briefly seen in the
following table description:
Table 6 Results Of Direct Testing Of Research Variables

Independent Variable | Dependent P.
Variable t- Uji t | Value | Description
Tabel | result
Work Stress (X1) Performance (Y) | 0.194 |2.493 |0.013 | Significant
\(/;/((;r)klng Environment | Performance (Y) 0194 |3.309 0.001 | Significant
Job Satisfaction (Z) | Performance (Y) | 0.194 |3.500 | 0.000 | Significant
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Work Stress (X1) Job Satisfaction

@) 0.194 | 3.023 0.003 | Significant

Working Environment | Job Satisfaction
(X2) 2)

0.194 |4.109 0.000 | Significant

Data source: processed, 2024

From the data in the table above, it can be explained that the variables are all free
(exogenous) set in the study of work stress (X1), work environment (X2) and job
satisfaction on performance shows that:

a)

b)

d)

work stress (X1) has a positive and significant effect on performance (Y) which
can be seen based on the comparison between the value of t-calculate with T-table
and its significant value (P-value) which is not greater than the value of Alpha
(5%). So it can be said that the hypothesis of the 1st study that conveys that work
stress (X1) has a positive and significant effect on performance (Y) is accepted.
the working environment (X2) to the performance (Y) shows a positive and
significant effect that can be seen from the value of t-calculate t-table and the value
of critial ratio (P-value) Alpha level (5%). Thus, it can be said that the hypothesis
of the 2nd study that conveys that the work environment (X2) has a positive and
significant effect on performance (Y) is accepted.

for job satisfaction variable (Z) to performance (Y) shows a positive and
significant effect that can be seen from the value of t-calculate t-table and the value
of critial ratio (P-value) Alpha level (5%). Thus, it can be said that the hypothesis
of the 3rd study that conveys that job satisfaction (Z) has a positive and significant
effect on performance (Y) is accepted.

for work stress variable (X1) on job satisfaction (Z) showed a positive and
significant effect that can be seen from the value of t-calculate t-table and the value
of critial ratio (P-value) Alpha level (5%). Thus, it can be said that the hypothesis
of the 4th study that conveys that work stress (X1) has a positive and significant
effect on job satisfaction (Z) is accepted.

work environment variable (X2) on job satisfaction (Z) shows a positive and
significant effect that can be seen from the value of t-calculate t-table and the value
of critial ratio (P-value) Alpha level (5%). Thus, it can be said that the 5th research
hypothesis that conveys that the work environment (X2) has a positive and
significant effect on job satisfaction (Z) is accepted.

Testing indirect influence of research variables
Indirect effect in this study using Sobel test. The indirect influence is the influence of work
stress (X1), work environment (X2) on performance (Y) through job satisfaction (Z).
More details indirect influence based on the calculation results can be seen in the
following table :

Table 7 test results indirect influence of research variables (Sobel Test mediation

effect)
Ind(?pendent Variabel . P-Value
Variable : Variabel t- .
(X) Intervening Dependen (Y) | Tabel t- (Test Conclusion
(Z) Hitung | Sobel)
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Job

: : Performance | 0.194 | 2.111 | 0.035 Significant
Satisfaction

Work Stress

Working Job

Environment | Satisfaction Performance | 0.194 | 2.885 | 0.004 Significant

Source Data Processed: 2024
From the description of the analysis results in the table above, it is known that the
hypothesis testing for indirect influence is as follows :
Effect of work stress (X1) on performance (Y) with intervening variables of job
satisfaction (Z).
From the description in the table shows a positive and significant effect it can be seen
from the magnitude of the comparison value of t-count with t-table where from work
stress (X1) indirectly through job satisfaction (Z) is (2.111 > 0.194) with the probability
level p-value (sobel test) of 0.035 and the value of p-value (sobel test) is smaller than the
value of alpha 0.05 (0.035 < 0.05). Thus, it can be concluded that the intervening variables
of job satisfaction (Z) are able to mediate work stress (X1) to performance (Y).
Effect of work environment (X2) on performance (Y) with intervening variables of
job satisfaction (Z).
Based on the analysis data in the table above, it can be explained that the work
environment variable (X2) to the performance (Y) with job satisfaction (Z) as an
intervening variable shows that the value of t-count is greater than t-table (2.885 > 0.217)
and the value of p-value (sobel test) is smaller than the value of alpha 0.05 (0.004 < 0.05).
Thus it can be concluded that the intervening variable job satisfaction (Z) is able to
mediate or mediate the work environment (X2) to the performance (Y).

DISCUSSION
Effect of work stress on performance

Based on the hypothesis test and the testing criteria that have been submitted
above, it can be explained that the influence of work stress on performance is known to
have a positive and significant effect. These results can be interpreted that the higher the
level of stress experienced by employees will decrease performance, so it should be.
According to Rehman et al. (2012), that stress is a situation which will force a person to
deviate from normal function due to changes that disrupt or improve physiological and
physical conditions, so that a person is forced to deviate from normal function. If
employee work stress increases, it will affect employee performance. The influence of
employees can not work well (negative influence), and vice versa.

The results of this study are in line with research conducted by Endang Sri
Wahyuni, Taufeni Taufik and Vince Ratnawati (2016) also states that work stress has a
positive and significant effect on performance. According to Bokti and Mansor (2009)
work stress is something about the work environment or the nature of the work itself
that causes stress felt by individuals. Meanwhile, according to Bimantoro (2012) together
there is a positive and significant influence between environmental factors,
organizational factors, and individual factors on employee performance. This means that
the higher the environmental factors of the organization, and individual factors the
higher the performance of employees.

Influence of work environment on performance

Based on the description of the test analysis results directly above, it can be seen
that the work environment variables directly have a positive and significant influence on
performance. These results indicate that the working environment conditions have an
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influence in improving performance. Improving employee performance will bring
progress for the company to be able to survive in an unstable competitive work
environment. Even the effort to improve employee performance is the most serious
management challenge because the success to achieve the goals and the survival of the
company depends on the quality of human resource performance in it.

The results of this study are in line with the results of research conducted by Tomy
Sun Siagian and Hazmanan Khair (2018), which states that the work environment has a
positive and significant effect on employee performance. The work environment has a
direct influence on employees, where the work environment can improve the
performance of an employee. Conversely, an inadequate work environment can reduce
employee performance. The work environment also plays a role in organizational
commitment, where an employee will not feel at home working in an inadequate
environment.

Effect of job satisfaction on performance

The results of the analysis of the direct influence of job satisfaction variables on
performance showed that between job satisfaction and performance has a positive and
significant relationship. This finding can be explained that by increasing employee job
satisfaction can improve performance, and vice versa that if leaders and organizations do
not pay attention to employees who have good work results, it can cause employee
performance to decline.

This is in accordance with research conducted by Edy Kusnadi (2019), which
found that job satisfaction can improve employee performance. According to Sutrisno
(2010), job satisfaction is an important issue that is considered in relation to employee
performance and dissatisfaction is often associated with high levels of job demands and
complaints. Job satisfaction has an influence on employee performance because the more
satisfied employees are with salaries, promotions, colleagues, superiors and the work
itself, the employee performance shown through quality, quantity and timeliness will be
higher.

Effect of job stress on job satisfaction

As an explanation of the results of the direct test analysis above, it can be seen that
the variables of work stress directly have a positive and significant effect on job
satisfaction. This explanation can be interpreted that if work stress increases, it will have
an impact on employee satisfaction in carrying out tasks and work. According to Handoko
(2013) stress that is too large will threaten a person's ability to deal with the
environment, which ultimately interferes with the implementation of their duties means
disrupting their work performance.

This is supported by research conducted by Muhammad Misbahul Bari (2022),
revealing that work stress has an influence on job satisfaction. According to Mansoor et
al. (2011) in general job stress has been seen as a precursor of job satisfaction, and as
organizational factors such as workload and working conditions as well as reduced
satisfaction can be a source of stress, while high satisfaction can alleviate the effects of
stress it means that both job stress and job satisfaction are interrelated.

Influence of work environment on job satisfaction

The findings of the analysis of the influence of the work environment on Job
Satisfaction showed that there is a positive and significant influence. These results mean
that a comfortable and adequate work environment can lead to employee satisfaction to
work. A conducive work environment provides a sense of security and allows employees
to work optimally. The work environment can affect the emotions of employees. The
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work environment it includes the working relationships formed between fellow
employees and the cooperation between superiors and subordinates and the physical
environment in which the employee works.

This is supported by research conducted by Hartanti Nugrahaningsih and Julaela
(2017), revealing that the work environment has a positive and significant influence on
job satisfaction. The condition or state of the work environment in the company is still
less supportive in improving job satisfaction. The low working environment of the
company is in the form of completeness of work facilities provided, health and comfort of
employees ' work spaces. This has an impact on low job satisfaction about the conditions
or atmosphere at work. Therefore, it is expected that the company can improve the
working environment conditions in order to obtain better job satisfaction.

Effect of work stress on performance through job satisfaction

Based on the test results, the indirect influence conveyed above shows that job
satisfaction as an intervening variable is able to mediate or mediate work stress on
performance. This means that job satisfaction is able to strengthen the relationship of job
stress variables to performance. Robbins (2015) states that “stress is a dynamic condition
in which an individual is confronted with an opportunity, an obstacle associated with
what is highly desirable or the outcome is perceived as uncertain or important”. This level
of work stress needs to be suppressed so as not to interfere with employee performance,
also so that employees are able to complete their tasks and responsibilities on time
without constraints such as stress.

The results of this study indicate that job satisfaction has a role in mediating the
influence of work stress on performance. This means that increased work stress will
make a person unfocused in carrying out their work, so that job satisfaction begins to
decline because stress automatically interferes with the implementation of work that can
make employees unable to work optimally and will reduce their performance, and vice
versa so the negative influence.

Influence of work environment on performance through job satisfaction

Based on the test results, the indirect influence conveyed above shows that job
satisfaction as an intervening variable is able to mediate or mediate the work
environment on performance. This means that job satisfaction is able to strengthen the
relationship of work environment variables to performance. The work environment
influences the improvement of employee performance because the work environment is
everything that is around employees that can affect employees in carrying out their duties
and responsibilities. A good working environment is safe, peaceful, clean, not noisy,
bright and free from all kinds of threats and distractions that can hinder employees to
work optimally.

The results of this study indicate that job satisfaction has a role in mediating the
influence of the work environment on performance. Research Presilia and Octavia (2011)
with regression equation method states that the better the work environment in the
company, will improve employee performance. The work environment has a direct
influence on employees in completing work that will ultimately improve the performance
of these employees.

CONCLUSION

Based on the results of the study, it can be concluded that work stress, work
environment, and job satisfaction have a positive and significant influence on employee
performance. In addition, work stress and work environment also have a positive and
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significant effect on job satisfaction. Furthermore, job satisfaction acts as a mediating
variable in the relationship between work stress and work environment on employee
performance, which shows that job satisfaction can strengthen the impact of work stress
and work environment in improving employee performance.

REFERENCE

AL li, Walrralich Usmaln. (2101114). Job Stress ALnd Performalnce Medialting Effect Of
Emotionall Intelligence. Europealn Journall of Business alnd Sociall Sciences, Vol.
3,No. 5, pp 67-75, ALugust 2101114.

ALndiko ALby Syalputral. (2101214). Pengalruh Stres Kerjal daln Lingkungaln Kerjal
Terhaldalp Kinerjal Kalryalwaln Melallui Kepualsaln Kerjal. Soetomo
Malnalgement Review, 21(5), 6015-61111. https://ejournal
l.unitomo.alc.id/index.php/smr/alrticle/view/821013

Anjarwati, Sri, dkk. (2024). Metodologi Penelitian Kuantitatif. Batam: CV. Rey Media
Grafika.

Bimalntoro, W., & Noor, C. (2101112]). Pengalruh Stres Kerjal Terhaldalp Kinerjal
Kalryalwaln Di PT Tongal Tiur Putral. Ekonomi, 213-219.

Bokti, Nor Liyalnal = Mohd daln Malnsor ALbu Tallib. 2101019. AL Preliminalry Study
on Occupaltionall Stress alnd Job Saltisfalction almong Malle Nalvy Personnel alt
al Nalvall Balse in Lumut, Mallalysial. Uluslalralralsi Sosyall ALral_tirmallalr
Dergisi The Journall of Internaltionall Sociall Resealrch. 21  (9), pp : 2199-3017

Christian, F., & Ireuw, C. (2019). Pengaruh Stres Kerja Terhadap Kinerja Prajurit Tni
Bidang Teritorial Kodam Xvii/ Cendrawasih (Studi Kasus Pada Prajurit Tni Yang
Berpangkat Bintara Dan Tamtama). Jurnal Manajemen & Organisasi Review
(Manor), 1(2), 141-150. https://doi.org/10.47354 /mjo.v1i2.121

Christian, F., & Rumbewas, S. (2021). Pengaruh Kepemimpinan, Motivasi Dan Lingkungan
Kerja Terhadap Kinerja Pegawai Kabupaten Nduga Provinsi Papua. Jurnal
Manajemen & Organisasi Review (Manor), 3(1), 13-25.
https://doi.org/10.47354/mjo.v3i1.282

Edy Kusnaldi. (2101119). Pengalruh Budalyal Orgalnisalsi Terhaldalp Kinerjal
Kalryalwaln dengaln Motivalsi sebalgali Valrialbel Intervening paldal Ptps
Gombengsalri di Balnyuwalngi. Supalryalnto daln Rosald, 5(3), 2148-2153.
https://doi.org/https://doi.org/1101.368411/jme.v11i1101.212158

Endah Suryani, Ferdinandus Christian, & Mohammad Imam Farisi. (2021). Do
Participatory Leadership Style, Motivation, and Work Environment Affect
Employee Performance? Lessons from Local Organization in An Emerging
Country. Britain International of Humanities and Social Sciences (BIoHS) Journal,
3(2), 316-331. https://doi.org/10.33258/biohs.v3i2.453

Endalng Sri Walhyuni, Talufeni Talufik, daln Vince Raltnalwalti. 2101116. Pengalruh

Budalyal Orgalnisalsi, Locus of Control, Stres Kerjal terhaldalp Kinerjal
ALpalralt Pemerintalh Daleralh daln Kepualsaln Kerjal sebalgali valrialbel
intervening. (Studi Empiris Paldal Pemerintalh Kalbupalten Bengkallis).

Jurnall Malnaljemen. Vol. 2101. No.0121. Hall. 1189-21016.

Gilang Sadewal, Ferdinandus Christian, R. A. (2024). The Effect of Commitment and
Compensation on Air Traffic Controller (ATC) Performance with Job Satisfaction
as an Intervening Variable at the Air Nav Indonesia Palembang Branch. East Asian
Journal of Multidisciplinary Research (EAJMR), 3(9), 4391-4412.
https://doi.org/10.18326/jiem.v2i1.43-56

187



Greenberg, Jeralld daln Robert AL. Balron. 2101013. Behalvior in Orgalnizaltion. Prentice
Halll. New Jersey.

Halndoko, T. Halni. 2101113. Malnaljemen Personallial daln Sumber Dalyal
Malnusial Edisi kedual. Yogyalkalrtal: BPFE.

Halrtalnti, N., & Julalelal. (2101117). Pengalruh Disiplin Kerjal daln Lingkungaln Kerjal
Terhaldalp Kinerjal Kalryalwaln dengaln Kepualsaln Kerjal Sebalgali
Valrialbel Intervening paldal PT Tempuraln Mals. Jurnall Online Internalsionall
& Nalsionall, 4(11), 611-76.

Herzberg, Frederick. 11968. Work alnd The Nalture of Maln. Crosby, London, UK.

Jufrizen, & Haldi, F. P. (21012111). Pengalruh Falsilitals daln Disipline Kerjal
Terhaldalp  Kinerjal Kalryalwaln Melallui Motivalsi Kerjal. Jurnall Salins
Malnaljemen, 35-54.

Malngkunegalral. 2101111l. Malnaljemen Sumber Dalyal Perusalhalaln. PT.
Remaljal Rosdalkalryal. Balndung,.

Malnsoor, M. F. (21011111). The impalct of job stres on employee job saltisfalction: al
study on the telecommunicaltion sector of Palkistaln. Journall of Business Studies
Qualrterly, 21(3), 501.

Malthis, Robert L daln John H. Jalckson. 2101019. Malnaljemen Sumber Dalyal Malnusial:
Buku Dual. Sallembal  Empalt: Jalkalrtal.

Michalel, ALrmstrong. 2101019. ALrmstrong’s Halndbook of Humaln Malnalgement
Pralctice 1111th edition. United Kingdom: Kogaln palge.

Muhal mmald Misbalhul Balri, Edy Kusnaldi, Daln Lital Permaltal Salri. 21012121.

“Pengalruh Stres Kerjal Daln Lingkungaln Kerjal Terhaldalp Kinerjal
Kalryalwaln Dengaln Kepualsaln Kerjal ~ Sebalgali Valrialbel Intervening Paldal
Pt. Melio Indotalmal Sejalhteral Situbondo.” Jurnall Malhalsiswal

Entrepreneurship (Jme) 11(9):118421. Doi: 1101.368411/Jme.V11i9.212136.

Murtie, AL fin 21011121. Menciptalkaln SDM Berkuwallitals, . PT. Geloral ALKksalral
Praltalmal. Jalkalrtal. Presilial daln Octalvial (21011111) Pengalruh Galyal
Kepemimpinaln, Kepualsaln Kerjal ~ daln Lingkungaln

Kerjal Terhaldalp Kinerjal Kalryalwaln PT. Primissimal di Kalbupalten
Slemaln Daleralh

istimewal Yogyalkalryal, Jurnall Malnaljemen daln Bisnis. Voulume 7, No 1], Malret
21011111

Putri Aniversari. (2022). Pengaruh Stres Kerja, Lingkungan Kerja Dan Kepuasan Kerja
Terhadap Kinerja Karyawan. REVENUE:Jurnal Manajemen Bisnis Islam, 1(1), 1-
24. https://doi.org/10.30640/jumma45.v1i1.210

Ralzal, S. AL & AL li, M. (2I01115). Service quallity perception alnd customer
saltisfalction in Islalmic balnks of Palkistaln: the modified SERVQUALL model.
Totall Quallity Malnalgement & Business Excellence.

Rehmaln, ALbbalsi, AL. S., K. ur et all. (21011121). "Islalmic Work Ethics: How They
AL ffect

Shalreholder Vallue." Science Internaltionall 214(4): 52111-5301.

Robbins, S. P. (2101115). Orgalnizaltionall behalvior 115th ed (115th ed.).

Robbin & Judge. 2101115. Perilalku Orgalnisalsi Edisi 116. Jalkalrtal. Sallembal =~ Empalt.

Shantini Rumbi, Ferdinandus Christian, & Suparti. (2021). The Effects of Motivation,

Leadership, and Work Environment on Employee’s Performance: A Case of Local
Government Agency in Emerging Country. Britain International of Humanities and

188



Social Sciences (BIoHS) Journal, 3(2), 347-360.
https://doi.org/10.33258/biohs.v3i2.455

Sutrisno, Edy, 2101110], Malnaljemen Sumber Dalyal Malnusial, edisi pertalmal.
Cetalkaln kedual, Prenaldal Medial Group, Jalkalrtal.

Sutrisno, Edy. 2101116. Malnaljemen Sumber Dalyal Malnusial. Cetalkaln Kedelalpaln.
Jalkalrtal: Prenaldalmedial  Group.

Tomy Sun Sialgialn alnd Halzmalnaln Khalir. 2101118. “Pengalruh Galyal
Kepemimpinaln Daln Lingkungaln Kerjal Terhaldalp Kinerjal Kalryalwaln
Dengaln Kepualsaln Kerjal Sebalgali Valrialbel Intervening.” Jurnall [lmialh
Malgister Malnaljemen 11(11): 59-701.

Wibowo. 2101113. Perilalku dallalm Orgalnisalsi.. Jalkalrtal: PT. Raljal Gralfindo
Persaldal. Wibowo. 2101112]. Malnaljemen Kinerjal. Jalkalrtal: PT. Raljal
Gralfindo Persaldal.

Zalfalr Qaldoos, Et ALL, 2101115. Pengalruh Stres Kerjal, Dukungaln Orgalnisalsi Daln
Stres Kerjal

Terhaldalp Kinerjal = Pegalwali Pt. Bpr Kalrtalsural  Salribumi Calbalng Malsalraln.

189



