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Abstract- The purpose of this study to analyze the effect of job
stress on performance, the effect of job stress on job satisfaction,
the effect of job satisfaction on performance, and the effect of job
stress on performance through job satisfaction. Job stress is a
condition of psychological distress felt by employees as a result
of organizational stressors. Job stress can affect job satisfaction
and employee performance. Job satisfaction as a pleasurable or
positive emotional state resulting from the appraisal of one's job
or job experiences. Using the survey data on 126 employees of
PT MAS, data analysis in this research using Structural Equation
Model (SEM) in model and hypothesis testing.

This study finding that there is a significant effect of job stress
on performance and job satisfaction, there is a significant effect
of job satisfaction on performance, and there is effect of job
stress on performance through job satisfaction. So it can be
concluded that all results of the proposed hypothesis can be
accepted.

Index Terms-
Performance

Job Stress, Job Satisfaction, Employee

I. INTRODUCTION

ob stress is a condition of psychological pressure which is

vulnerable in a competitive and volatile work environment as it
is happening currently. In addition to work environment, the
demands and targets of the company, to be achieved by the
employees is also the main source of the cause of job stress. Job
stress can affect the employee performance. Excessive
employee’s job stress should be avoided, as it can lead to a lot of
absenteeism, errors in work, low performance and loss of
company reputation caused by uncomfortable work environment
(Setiova and AntoSova, 2014). However, job stress, which can be
handled well and still at low levels, can be a factor that motivates
employees to work better (Halkos and Bousinakis, 2010).

Currently, employee performance is strongly influenced by job
satisfaction and the levels of job stressthe employee experiences.
Relevant studies obtained the findings that 50-60% of job stress
is a major cause of low employee performance (Choobineh,
Ghanavati, and Hosseini, 2016). By the existence of the goals
and objectives to be achieved by an organization, the employees
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must be able to adapt many demands in their jobs. It can lead to
stress for the employees. Long-term stress may overwhelm a
person with demands that he/she cannot meet, resulting in job
dissatisfaction and a low performance (Robbins and Judge,
2017).

Excessive stress can increase job dissatisfaction (Reilly, Dhingra,
and Boduszek, 2014). Job dissatisfaction may relate with a
number of dysfunctional outcomes including employee turnover,
increased employee absenteeism and declining employee
performance (Kreitner and Kinicki, 2014). Job satisfaction
involves reaction or cognitive, effective and evaluative
characters. Job satisfaction is a state of happy or positive
emotions that comes from a person’s job assessment or work
experience. Job satisfaction not only can reduce stress but also
helpin improving performance, reducing employee turnover, and
reducing absenteeism (Luthans, 2006). An employee who gets
job satisfaction will carry out his/her work well so that the
performance will increase. Meanwhile, an employee who does
not get job satisfaction will be frustrated and it will affect the
declining performance.

PT MAS is a subsidiary of Baramulti Group engaged in coal
mining in Lahat, South Sumatra. In the preliminary study, it is
known that in PT MAS there is a low performance of
absenteeism and high turn over. Performance degradation was
assessed as a result of stressors from excessive workload, over-
demanding leadership and layoffs. Other causes of employee
dissatisfaction due to uncomfortable work environment and small
promotion opportunities that exist.

Researches regarding the effect of job stress on performance
through job satisfaction had been conducted by some previous
researchers. De Simone, Cicotto, and Lampis (2016), who
conducted research on employees in the Italian pharmaceutical
industry, found that job stress had a negative effect on job
satisfaction and performance. Similar results were obtained by
Darsono (2015), Sefiova & AntoSova (2014), Arshadi and Damiri
(2013), Yozgat, Yurtkoru and Bilginoglu (2013), Charisma
(2014) and Putri (2014). However, different findings were found
by Hoboubi, et al (2017) who found that there was no effect
between job stress and performance and there was a significant
positive correlation between job satisfaction and performance.
The findings of this research were also supported by Sutrisno
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(2014) who obtained the result that job stress had no effect on
employee performance due to high character of personality and
morale. Due to differences from the findings of researches that

Job Stress — According to Kreitner and Kinicki (2014), stress is
an adaptive response, related to individual psychological
characteristics and/or processes, which are a consequence of any
external action, situation, or event that places a person’s
psychological and/or physical demands. According to Robbins
and Judge (2017), in an organization there are several factors that
may cause stress including: (a) task demands that include the
design of individual work (autonomy, task diversity, degree of
automation), working conditions, and physical layout of work;
(b) role demands relating to the pressure that a person exerts as a
particular function he or she plays in the organization. Role
conflict creates expectations that may be difficult to complete or
meet. Excessive workload and too little workload are stress
generators; (c) interpersonal demands are pressures created by
other employees in the organization. Unclear communication
between one employee and others will lead to unhealthy
communication.

Model of Stress-Performance — The pattern studied the most
regarding the stress literature on performance is the Inverted-U
Relationship. The logic underlying the Inverted-U is that low-to-
moderate stress levels stimulate the body and improve the ability
to work better, diligently, and quickly. However, excessive stress
can burden a person with unfulfilled demands, resulting in lower
performance.

High

Performance

Low

Low Stress = High

Figure 1
U-inverted Relationship between Stress and Performance

Job Satisfaction — Locke in Luthans (2006) provides a
comprehensive definition of job satisfaction that includes
cognitive, affective and evaluative reactions or attitudes which
state that satisfaction is a pleasure or positive feeling that comes
from employee’s perception of how well their work is and is
considered important. The main factors affecting job satisfaction
are:

1. The job itself, jobs that have the characteristics of challenging,
not boring and support creativity can increase employee job
satisfaction.

2. Wages, Employees view wages as a reflection of how
management values their contribution to the company. Wages
that are not in accordance with the given workload can trigger
discontent from employees.
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had been done before, the author is interested in conducting
research on this topic.

Il. LITERATURE REVIEW

3. Promotion, promotions made on the basis of performance will
give more job satisfaction than promotions on the basis of
seniority.

4.Supervision, There are two dimensions of supervision that
affect job satisfaction namely (1) focusing on the needs of
employees. (2) The dimension of participation allows employees
to participate in decisions that affect their work.

5. Working conditions/environment, if good working conditions
(clean and attractive environment) then employees will be more
eager to do their work, but if the working conditions are fragile
(hot and noisy environment) for example, employees will be
more difficult to complete their work.

Performance — According to Malthis and Jackson (2006),
performance is what employees do or do not do. Employee
performance is what affects how much they contribute to the
organization. According to Robbins and Judge (2017), there are
six indicators to individually measure the employee performance,
namely:

1.Quality, the quality of work is measured by employee
perceptions of the quality of work produced and the perfection of
tasks to the skills and abilities of employees.

2. Punctuality, is the activity level completed at the beginning of
the stated time, viewed from the point of coordination with the
output and maximizing the time available for other activities.

3. Effectiveness, the level of use of organizational resources
(energy, money, technology, raw materials) maximized with the
intention of increasing the yield of each unit in the use of
resources.

4. Independence, the level of independence of an employee who
will be able to perform its work function

5. Work commitment. a level where employees have loyalty and
responsibility to the company.

Employee performance is what affects how much they contribute
to the organization, (Malthis and Jackson, 2006). Currently,
employee performance is very affected by job satisfaction and
level of job stress experienced by employees. One of the psychic
symptoms caused by job stress is the occurrence of job
dissatisfaction, while the behavioral symptom that arises is the
declining employee performance (Robins and Judge, 2017).

Hypotheses — There are several hypotheses to be tested in this
research, consisting of:

H1: Job stress affects the performance of PT Muara Alam
Sejahtera employees

H2: Job stress affects the job satisfaction of PT Muara Alam
Sejahtera employees

H3: Job satisfaction affects the performance of PT Muara Alam
Sejahtera employees

H4: Job stress indirectly affects the performance through job
satisfaction of PT Muara Alam Sejahtera employees
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1. METHOD

This study was conducted at MAS located in South Sumatera.
Data collection was carried out by using questionnaires
distributed to the respondents i.e. all employees of PT. MAS
totaling 126 people. Each item statement of the questionnaire has
five alternative answers with the following scores: strongly agree
with the score of 5, agree with the score of 4, neutral with the
score of 3, do not agree with the score of 2, strongly disagree
with the score of 1. The data was processed using Structural
Equation Model (SEM) with Partial Least Square (PLS)
software.

IV. FINDINGS AND DISCUSSIONS

1. Outer Model Test (Measurement Model)
a) Discriminant Validity

Table 1 : Loading Factor and Average Variance Extracted (AVE)

Y18 0.925

Based on the above table it can be seen that most of the loading
factor produce value> 0.7, but on indicator X7 (0.642) and X10
(0.689) has a loading factor value <0.7, but we do not need to
discard the indicator. According to Abdillah and Jogianto (2015:
206), the indicator should be maintained when the AVE value is>
0.5. From the calculation result, the AVE value of all indicators,
generated above 0.5. So it can be concluded that there is no
convergence validity problem on the model under test.

b) Reliability

Table 2 : Composite Reliability and Cronbachs Alpha Value

Variabel Composite Reliability  Cronbachs Alpha
Job Stress 0.938 0.925
Job Satisfaction 0.971 0.964
Performance 0.979 0.976

The table above shows that all variables have CR> 0.7 and
Cronbach Alpha> 0.6. So it can be concluded that no reliability
problems found in this study.

2. Inner Model Test (Structural Model)

Table 3 : R-Square Value

Variabel R Square
Job Stress to Job Satisfaction 0.251
Job Stress to Performance 0.337

Value
. Indicators Factor AVE
Variables Symbol Loading Value
Job Stress Work Load X1 0.901
X2 0.740
Role Conflicts X3 0.848
X4 0.795
Role X5 0.886
Ambiguity ' 0.809
X6 0.746
Skill X7 0642
X8 0.702
Restructurisat
ion X9 0.772
X10 0.689
Job The job itself Y1 0.951
Satisfaction Wages Y2 0.979
Y3 0.811
Promotion Y4 0.720 0825
Y5 0.985
Supervision Y6 0.973
Y7 0.741
Environment Y8 0.983
Performance Quality Y9 0.875
Y10 0.956
Punctuality Y11 0.910
Y12 0.868
Effecti
ectiveness Y13 0.869 0.603
Independence Y14 0.961
Y15 0.953
Commitment Y16 0.833
Y17 0.927

Based on the above table, it is known that job stress affect the job
satisfaction of 25.1% and the remaining 74.1% influenced by
other variables not included in the study. This means that job
stress has a weak effect on employee job satisfaction (< 33,3%).
Job stress affect the performance of 33.7% and the remaining
66.3% influenced by other variables not included in the study. It
can be concluded that job stress has a moderate effect on
employee performance (33,3 % - 66,6%).

3. Hypoteses Test

Table 4 : Result Test of Correlation and Signification

Original T P

Parameter Sample  Statistics Values Result
Job Stress 10 a5 3707 0000  Significant
Performance
Job Stress o Job 551 9961 0008 Significant
satisfaction
Job satisfaction 505 5694 0000  Significant
to Performance
Job Stress to -0.254 3.157 0.002  Significant

Performance
Through Job
Satisfaction
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Based on the findings of the first hypothesis test, it is known that
there is a positive and significant effect of job stress toward
performance. These findings indicate that when job stress is at
the low level, it can affect the improvement of employee
performance. This supports the research findings conducted by
Amoako, et al (2017) and Blumenthal (2003). Based on the
theory of Inverted-U Relationship, it is known that when the job
stress is at the low and intermediate level, then employees tend to
produce better performance by performing tasks better, diligent,
and faster.

Based on the results of the second hypothesis test, it is known
that there is a negative and significant effect of job stress toward
job satisfaction. These findings indicate that when job stress is at
the low level, it can decrease employee job satisfaction. This
supports the research conducted by Khamisa et al. (2017),
Ramos, Alés, Sierra (2014), Khalatbari, Ghorbanshiroudi, &
Firouzbakhsh and Trivellas, Reclitis, & Platis (2013) who
mentioned that job stress had a negative and significant effect on
employee job satisfaction. According to Ramos, Ales and Sierra
(2014), role stressors such as role ambiguity and role conflict had
negative correlation with job satisfaction.

Based on the results of the third hypothesis test, it is known that
there is a positive effect on job satisfaction toward employee
performance. This supports the research conducted by Kadir,
Kamariah, & Saleh (2017), Bakoti¢ (2016), Inuwa (2016) and
Platis, Reklitis, & Zimeras (2015) who obtain the research
findings that job satisfaction had a positive correlation or directly
proportional to the performance. Thus, the higher the level of job
satisfaction perceived by employees, the higher the performance
results obtained by the company. Employees who get job
satisfaction will carry out their work well so that it improves
their performances, while employees who do not get job
satisfaction will be frustrated and have an impact on their
declining performances. Unsatisfied employees will have more
daydreaming, have low morale, get tired and bored easily,
unstable emotions, more absenteeism and activities that have
nothing to do with their work (Luthans, 2006)

Based on the research findings, it is known that job stress
indirectly affect the decline in performance through employee
job satisfaction It shows that job stress will have a greater impact
on the declining employee performance when employees also
feel a job dissatisfaction compared to the decline in work that
will occur when the job stress is not accompanied by job
dissatisfaction. The findings of this research support the research
conducted by Sugama (2017), Hanim (2016) and Kusuma (2015)
stating that job stress has an indirect effect on performance
through job satisfaction. The indirect effect of job stress on
employee performance through job satisfaction shows that
despite the existence of job stress, if it is supported by high job
satisfaction then the employee performance will remain optimal.
It shows that if employees get low job stress and is supported by
high job satisfaction then they will try to work their best.
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V. CONCLUSION

Based on the results of research that has been described and
discussed in the previous, it can be concluded as follows:

1. Job stress positively affects the performance of PT Muara
Alam Sejahtera employees.

2. Job stress negatively affects the job satisfaction of PT
Muara Alam Sejahtera employees.

3. Job satisfaction positively affects the performance of PT.
Muara Alam Sejahtera employees.

4. Job stress indirectly affects the performance through job
satisfaction of PT. Muara Alam Sejahtera employees.
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