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Abstract 

The study was conducted to test the effect of work motivation and work stress on 
employee performance during pandemics. The type of research used is associative 
research with a research sample of 78 respondents through saturated sampling 
techniques.  Measurement instruments in the form of questionnaires with likert 
scales.  The statistical analysis tool used is a multiple linear regression test. Based 
on the results of processing data shows that work stress and work motivation have a 
low influence with a positive relationship direction. Based on the results of hypothesis 
testing that work motivation and work stress affect employee performance 
simultaneously at PT. X during the pandemic. Partial test results showed that both 
work motivation and work stress had a significant effect on employee performance. 
The higher the employee's motivation, the higher the employee's performance during 
the pandemic. While the higher the level of work stress, the decreased employee 
performance during the pandemic. 

Keywords: Work Stress, Work Motivation, Employee Performance, Pandemic 

INTRODUCTION 

Employees are one of the valuable assets of a company, so the company has an 
obligation to keep employees to perform optimally in the company so that they can 
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achieve the company's ultimate goals. According to [1] The outcome of a person's 
labour in carrying out duties assigned to someone based on his skills, experience, 
seriousness, and time is referred to as performance. [2] added that Performance is 
the outcome of an employee's quantifiable effort in carrying out activities in 
accordance with the obligations that have been assigned to them.  [3] also stated 
that employee performance can be predicted by an employee, because it is related 
to how the activity is completed. An employee's high level of performance can be 
achieved by doing a good job (motivation), being able to accomplish the job well 
(ability), as well as having the necessary supplies, resources, information and 
equipment [4]. 

Motivation is the process of determining how much effort will be put into 
completing a task [5]. Motivation or the desire to work is critical for achieving a goal, 
so individuals must be able to increase their work motivation as much as possible. 
The relationship between a person's motivation to do an activity with the 
performance that will be obtained, namely if someone who has high motivation in 
work, it will produce good performance, because that motivation can be influenced 
by various personal considerations such as interest or gaining hope. Employees' 
attitudes (attitudes) in coping with work situations in the organisation shape 
motivation (situation). The mental attitude of an optimistic individuals toward work 
problems is what fuels their desire to perform at their best [2]. This is supported by 
research by [6] that workplace motivation and employee performance have a positive 
association.  The results of Noermijati and [7] showed that individual’s performance 
is positively and significantly affected by their motivation to work. 

In addition to work motivation, employee conditions also determine their 
performance. One of the conditions of employees that support improved 
performance is work stress. Work stress, according to [8], is a condition that inhibits 
a person's psychic state in reaching an opportunity where there are constraints or 
impediments to achieving the opportunity. Then according to [9] is a condition where 
individual’s state of mind and physical well are disturbed. Stress can affect employee 
performance. Work stress has an important role to regulate the mind and focus of 
employees in doing their work. [8] also defines that work stress is a dynamic 
circumstance in which an individual is confronted with opportunities, impediments, or 
demands connected to what he desires, as well as his success is uncertain as a 
result. [10] that work stress has a significant influence on employee performance in 
Kanwil DJP Jatim 1 Field of Objection, Appeal and Reduction. Then the results of 
Parashakti and Refahla research (2018) that Workplace stress has a negative and 
severe impact on employee performance. This is supported by the results of [11] that 
work stress negatively and significantly affects employee performance at PT. Bank 
BPD Bali Ubud Branch means, the higher the work stress then its performance will 
decrease. The results of [12] research that work stress negatively and significantly 
affects employee performance. The results of [13] that work stress affects employee 
performance at PT. International Colliman Noble. 

PT. X is a company in the field of marketing services that makes sales for the 
introduction of new products to the public to be interested and know about these new 
products. Products promoted and sold by this company such as Jenius products, 
Dunhill products and Danone products. The company has many branches of the 
area spread across major Indonesian cities such as Jakarta, Bandung, Surabaya, 
Bali, Medan and Yogyakarta. Pandemics that hit the world, including Indonesia, 
made this company inevitably close some branches of the area to cover many costs 
due to the company's declining revenue. Government-imposed restrictions aimed at 
preventing the spread of the Covid-19 virus also make it difficult for companies to 
promote newly issued products by their partners. Working as an employee of PT. X 
is a flexible job (not tied to time). However, such flexible time does not always make 
employees avoid fatigue or pressure felt while working in general. The difficulty of 
finding trials (consumers who buy products) due to the situation now faced by every 
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countries including in Indonesia, namely the Covid-19 Pandemic that makes partners 
restless because it concerns changes in revenue received. Such a large sales target 
for employees sometimes makes them have to work harder with increasing hours for 
the desire to achieve the desired targets a result of the epidemic of covid-19 that 
occurred during this year many branches of the company in several cities were 
closed due to a decrease in people's purchasing power, making the working hours of 
employees plus without additional incentives that caused the motivation to work 
employees decreased. In addition, with a limited situation plus various pressures 
faced by employees make work stress experienced by PT employees. X is very clear 
there is an increase compared to before the pandemic. Therefore, the purpose of this 
study was to test the influence of motivation and work stress on the performance of 
PT X employees in the pandemic period. 

LITERATURE REVIEW 

1. Work motivation 

Motivation is the encouragement of an employee to achieve a predetermined 
goal. [14] explained that motivation is the initial stage in a person taking action as a 
result of physical or psychological deficits. It can also be understood as an urge to 
achieve a specific objective. Goals of work motivation according to [15] include: (1) 
Improving employee work productivity,  (2) Improving employee morale and job 
satisfaction,  (3) Maintaining the stability of company employees, (4) Effectively 
employee procurement, (5) Improving employee discipline,  (6) Creating a positive 
work environment and connections, (7) Improving employee loyalty, creativity, and 
participation, (8) Improving employee welfare levels, (9) Enhancing the sense of 
responsibility  employees to their duties, and (10) Improve the efficiency with which 
tools and raw materials are used. According to [15] there are two methods of 
motivation, namely: 

a. Direct, is motivation (material and non-material) that is offered to every 
employee in order to meet and satisfy their needs. As a result, it has a unique nature 
of rewards, praise, salary increase, and many more 

b. Indirect, is the motivation motivation provided to the employee in the form of 
facilities that will help them increase their enthusiasm for work. Thus employee will 
feel at ease as well as willing to accomplish their work to their best of ability 

[16] explains that motivation is defined as a readiness to put up a significant 
amount of effort toward organisational goals, conditioned on the capacity of such 
efforts to meet life's requirements. The following are the indicators of work 
motivation, namely: 

a. Salary  
b. Incentives  
c. Work Environment  
d. Relationships between employees 

2. Work stress 

Work stress is a condition of imbalance between the psychic and physical of an 
employee so that it interferes with his thoughts and emotions. According to [17] 
workplace stress is a form of tension that has an impact on an individual’s emotions, 
thoughts, and physical well-being, if an individual’s stress level is too high, they will 
not be able to work effectively. According to [14] Individual differences and/or 
psychological processes mediate work stress as an adjustment response that occurs 
as a result of any circular action, scenario, or event that places an individual under 
excessive psychological and/or physical demand. [9] stated that if a person / 
employee experiences too much stress it will be able to interfere with the ability of a 
person / employee to deal with his environment and the work he will do. The Work 
Stress Indicator according to [18] is as follows. 
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a. Task demands, are factors that are associated with a person's work such as 

working conditions, work layout, physical location. 
b. Role demands are the pressures that are placed on an individual as a result 

of a specific role in an organisation.  
c. Interpersonal demands, is a pressure created by other models. 
d. Organizational structure, an agency picture tinged with an unclear 

organizational structure, lack of clarity regarding positions, roles, authorities, and 
responsibilities. 

e. Organizational leadership provides a management style to the organization. 
Some parties in it can create an organizational climate involving assertiveness, fear, 
and anxiety. 

3. Employee Performance 

Performance is an indicator of employee success in contributing to the company. 
According to [19], the result or success that is influenced by the company's 
operational actions in employing its resources is called performance, usually in a 
form of a complete display of the state of change over a specific period.  The term 
"performance" stems from the term "job performance," which refers to a person's 
actual performance and accomplishments in carrying out tasks in line with the 
obligations entrusted to him.[20]. According to [21], Performance is the outcome of 
labour that a person or group in an organisation can accomplish in accordance with 
their individual authorities and responsibilities in order to meet organisational goals in 
a legal, non-illegal, and morally or ethical mannerPerformance is the level of 
achievement of the implementation of a program or activities in realizing the goals, 
objectives, vision, and mission of the organization as outlined in a strategic planning 
of an organization [22]. The following are the employee performance indicators, 
namely: 

a. Achievement of work targets  
b. Timeliness of costs  
c. Cooperation with other employees  
d. Working in accordance with SOP 
According to [23], (a) work discipline, (b) knowledge, (c) work design, (d) 

organizational culture, (e) work motivation, (f) leadership and leadership style, (g) 
personality, (h) job satisfaction, (i) loyalty, (j) work environment. (k) commitment, and 
(l) ability and expertise are all the factors that influence employee performance. 
Furthermore, performance indicators according to Cashmere (2016) are (a) Quality 
(Quality), (b) Quantity (Amount), (c) Time (Period), (d) Suppression of Supervision 
Costs and (e) relationships between Employees. 

4. The Impact of Motivation and Work Stress on Employee Performance 
A company or organization has different problems such as declining employee 

performance due to increased work stress, therefore the company provides 
motivation to reduce work stress that can lead to increased employee performance. 
A company has its own way of providing motivation to its employees, providing 
motivation to employees is the most important factor in improving employee 
performance to achieve a company goal. This is reinforced by research conducted 
by [11] that work motivation significantly and positively influence the performance of 
the employee of PT. BPD Bali Ubud branch. It means that the higher individual’s 
motivation, their performance will also raise accordingly. On the other hand, if an 
individual’s stress level is high, he/she will not work to their fullest. This is happening 
because work stress negatively and significantly affects individual’s performance. 

[24] show that providing motivation to employees can improve employee 
performance in the agency. In motivation has several indicators such as economic 
needs, security and calmness in work, creating pleasant working relationships, 
obtaining award charters and developing the abilities and careers of employees at 
the East Kutai District Secretariat. From some of the indicators there are two weak 
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indicators are a pleasant working relationship and awarding employees in improving 
the performance of the employee itself. While the results of massie et al research 
(2018) in Manado IT Center Management Office found that the work stress has a 
negative significant impact to the employee will to work as well as their performance. 
It also found that employee with high level of stress is more likely to work carelessly, 
so the results of their work is mediocre. Work stress can affect an employee's 
emotions, mental, and thought processes, so it can hinder the company in achieving 
a goal. 

5. Framework of Thought 

Work motivation is an encouragement arising from an employee to achieve 
organizational goals. This of course must be supported by encouragement from the 
company so that an employee's self-motivation increases, so that employee 
performance increases which can ultimately achieve organizational goals. High 
motivation will cause employees to feel happy at work so as to minimize the level of 
stress at work. Work stress can affect the mindset and emotions of an employee, so 
employees can not focus on their work so that it can affect employee performance in 
completing their work. Thus motivation and work stress are important factors that can 
affect the performance of an employee in a company. The following is an image of 
the relationship between variables between work motivation and work stress on 
employee performance : 

 

 
Figure 1 Frame of Thought 
Based on the picture above, a hypothesis can be drawn that: 
H

1 : 
Work motivation and work stress affect employee performance during pandemics 

H

2 : 
Work motivation affects employee performance during pandemics 

H

3 : 
Work stress affects employee performance during pandemics. 

RESEARCH METHODS 

Associative research is the method employed in this research. According to 
Suliyanto (2018) associative research is a study that aims to analyze the relationship 
or influence between two or more variables, when the purpose of the study is to 
analyze the influence between variables then called causal research. A study aimed 
at determining the influence of two or more variables is known as causal associative 
research [25]. This study used two data, namely primary data obtained through 
questionnaire answers that have been shared with company employees and 
secondary data obtained through literature studies. The measurement instrument of 

WORK STRESS 

(X2) 

WORK 

MOTIVATION (X1) 

EMPLOYEE 
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the variable is to use the Likert scale as the measuring scale. A Liker scale is a 
psychometric scale that is often used in questionnaire-based research. Where the 
measured scale is spelled out into a variable indicator then the indicator can be used 
as a starting point to compile a question or statement item.  The likert scale has two 
forms of statements: positive statements and negative statements. Each alternative 
answer is scored from the statement. The score given for each answer choice is SS 
(strongly agreed) given a score of 5, S (agree) given a score of 4, KS (disagree) 
given a score of 3, TS (disagree) given a score of 2 and STS (strongly disagreed) 
given a score of 1. 

The population in this study is all employees of PT. X. From the existing 
population taken a number of samples with saturated sampling technique because 

all populations are used as samples [26]. The area used as a sample is the Bandung 
area with 78 employees.  The following is the operationalization of research variables 

Table 1 
Operational Definition 

 
Variable Operational Definition Indicators Measurement 

Work Motivation 
(X1) 

[9, 16] explains that motivation 
is defined as a preparedness to 
put up a significant amount of 
effort toward organisational 

goals, conditioned on the 
capacity of such efforts to meet 

life's requirements 

1. Salary 
2. Incentives 

3. Work environment 
4. Relationships 

between employees 

Likert scale 

Work Stress 
(X2) 

If a person / employee 
experiences too much stress it 

will be able to interfere with the 
ability of a person / employee to 
deal with his environment and 

the work he will do. [9]. 

1. Task Demands 
2. Role Demands 

3. Personal demands 
4. Organizational 

structure 
5. Organizational 

leadership 

Likert scale 

Employee 
Performance (Y) 

Employee performance is a 
measure of how well an activity 

programme or policy is 
achieving the organization's 

objectives, goals, mission as well 
as their vision as described in its 

strategic plan. [12]. 

1. Achieving work 
target 

2. Timeliness of work 
3. Work with other 

employees 
4. Works in 

accordance with the SOP  

Likert scale 

Source: Various previous studies 
 
In the process of processing research data used SPSS application program to 

conduct various tests on the data that has been obtained. Instrument testing is 
conducted with validity tests and reliability tests. The research methods used are 
classical assumption tests, multiple linear regression tests, determination coefficient 
tests (R2) and hypothesis testing. 

 

RESULTS OF RESEARCH AND DISCUSSION 

1. Characteristics of Respondents 
The age, gender, employment, and monthly income of respondents are utilised to 

determine the variety of respondents. This should give a reasonably clear picture of 
the respondent's condition and how it relates to the problem and the study's goal. 
The following are the characteristics of the study's respondents: 

 
Table 2 
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Characteristics of Respondents By Gender 

 
Gender Sum Percentage 

Male 47 60% 

Female 31 40% 

Total 78 people 100% 

Source: Primary Data Researcher 
 
In table 2, we can see the gender characteristics of the respondents. The male 

respondents consist of 47 of 78 people (60%), while female respondents consist of 
31 of 78 people (40%). 

The following table depicts the diversity of responses by age or age group: 
Table 3 

Characteristics of Respondents By Age 
 

Age Sum Percentage 

18-23 years 12 16% 

24-29 years 50 64% 

30-35 years 12 16% 

36-40 years 4 4% 

Total 78 100% 

Source: Primary Data Researcher 
 
Table 3 shows the age characteristics of the respondents. It can be seen that 

only 12 of 78 people (16%) are in the age of 18-23. Most of the respondent are 
between the age of 24-29 that consist of 50 people (64%). Then, there are 12 
respondents (16%) who are in the age of 30-35, and lastly there 4 people (4%) who 
are in the age of 36-40. 

2. Test validity and reliability 

The results of the validity test are used to determine the degree of determination 
between the data that occurs on the research object and the data that can be 
reported by the study. The validity test in this study using rcalculate > rtable was declared 
valid. 

Table 4 
Validity Test Results 

 

ITEMS Rcalculate R table VALIDITY 

VARIABLE WORK MOTIVATION (X1) 

X1.1 0,333 0,2227 VALID 
 X1.2 0,664 0,2227 VALID 

X1.3 
 

0,528 0,2227 VALID 
X1.4 0,741 0,2227 VALID 
X1.5 0,275 0,2227 VALID 
X1.6 0,749 0,2227 VALID 
X1.7 0,748 0,2227 VALID 
X1.8 0,481 0,2227 VALID 
X1.9 0,436 0,2227 VALID 

X1.10 0,710 0,2227 VALID 
X1.11 0,716 0,2227 VALID 

VARIABLE WORK STRESS (X2) 

X2.1 0,324 0,2227 VALID 
X2.2 0,533 0,2227 VALID 
X2.3 0,462 0,2227 VALID 
X2.4 0,548 0,2227 VALID 
X2.5 0,622 0,2227 VALID 
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X2.6 0,477 0,2227 VALID 
X2.6 0,628 0,2227 VALID 
X2.7 0,608 0,2227 VALID 

VARIABLE EMPLOYEE PERFORMANCE KARYAWAN (Y) 

Y.1 0,530 0,2227 VALID 
Y.2 0,781 0,2227 VALID 
Y.3 0,478 0,2227 VALID 
Y.4 0,624 0,2227 VALID 
Y.5 0,696 0,2227 VALID 
Y.6 0,404 0,2227 VALID 
Y.7 0,656 0,2227 VALID 
Y.8 0,615 0,2227 VALID 
Y.9 0,688 0,2227 VALID 

Y.10 0,729 0,2227 VALID 
Y.11 0,577 0,2227 VALID 

Source: Primary data processed using SPSS, 2021 
 
Judging from the data above it can be concluded that all variable research is 

valid because rcalculate > rtable. Furthermore, reliability tests are used to obtain valid and 
reliable research results, with a cornbach Alpha (α) size of > 0.6. 

Table 5 
Reliability Test Results 

 
Variable Cronbach’s Alpha Information 

Work Motivation (X1) 0,809 Reliable 

Work Stress (X2) 0,617 Reliable 

Employee Performance Karyawan (Y) 0,833 Reliable 

Source: Primary data processed using SPSS, 2021. 
 
Judging from the results of the calculation above, all variables are declared 

reiabel because the value of Cronbach's Alpha > 0.6. 

3. Classic Assumption Test 

If a multiple linear regression model passes the BLUE criteria (Best Linear 
Unbiased Estimator) based on [27] in Kuncoro, it is considered a good model (2013). 
When it fits the classical assumption, the BLUE requirements can be met. The 
multicollinearity test, autocorrelation test, heteroscedasticity test, and normality test 
are examples of classical assumptions that will be examined in this study.  

Table 6 
Classic Assumption Test Results 

 

Variable 
Normality 

Test 
Multicollinearity 

Test 
Heteroskedasticity 

Test 

Work Motivation (X1) 0,605 > 0,05 VIF 1,100 < 10 0,258 > 0,05 

Work Stress (X2) 0,301> 0,05 VIF 1,100 < 10 0,899 > 0,05 

Employee Performance Karyawan 
(Y) 

   

Source: Primary data processed using SPSS, 2021. 
 
From the results of the normality test analysis, using the One-Sample 

Kolmogorov-Smirnov method it is known that the significance value resulting from 
Variable Work Motivation, using One-Sample Kolmogorov-Smirnov is known that the 
resulting significance is 0.605 > 0.05 so that the data tested normally distributes the 
Work Motivation to Employee Performance of employees during this pandemic. From 
the results of the Variable Work Stress normality test, using One-Sample 
Kolmogorov-Smirnov it is known that the resulting significance is 0.301 > 0.05 so that 



 

172 

Volume 23 Issue 2 2022      CENTRAL ASIA AND THE CAUCASUS      English Edition 

 
the data tested normally distributed from Work Motivation to Employee Performance 
of employees during this pandemic. Likewise, the results of multicollinarity testing 
show values and VIF 1,100 < 10 that it can be concluded that there is no 
multicollinearity between 2 independent variables or free variables.  
Heteroskedasticity test results with glejser test showed a value of significance 
greater than 0.05 so it can be concluded that there is no problem of 
heteroskedastisity. 

4. Coefficient of Determination (R2) Test 

The coefficient of determination is used to measure  percentage of total variation 
of variable dependent (Y) described by the independent variable (X) in the 
regression model [28]. Data processing results for the determination coefficient test 
are as follows: 

Table 7 
Results of the Coefficient of Determination (R2) Test 

 

Model R R Square Adjusted R Square 
Std. Error of the 

Estimate 

1 .607a .369 .352 4.26669 

 
Source: Primary data processed using SPSS, 2021. 
 
It can be seen from the table 7 that the  
Based on the table above that the coefficient value R Square (R2) of 0.369 

indicates that motivation and Work Stress influence employee performance 36.9% of 
the time, while the remaining 63.1 percent is driven by unknown variables. 

5. Multiple Linear Analysis Test 

The data processing results for multiple linear regression tests are shown in the 
following table : 

Table 8 
Multiple Linear Analysis Test Results 

 
Coefficientsa 

Model 
Unstandardized Coefficients Standardized Coefficients 

T Sig. 
B Std. Error Beta 

1 

(Constant) 17.149 4.108  4.174 .000 

Work Motivation .424 .087 .471 4.895 .000 

Work Stress -.363 .131 -.267 -2.774 .007 

 
Source: Primary data processed using SPSS, 2021. 
 
From the table above produces regression equations, namely: 
Y = 17,149 + 0,424X1 - 0,363X2 
From the regression equation above can be analyzed that the employee 

performance level of EMPLOYEES of PT. X in Bandung during the pandemic period 
was 17,149. Variable Work Stress (X2) regression coefficient indicates a negative 
relationship direction so that if Work Stress increases then employee performance 
will decrease. The more work stress increases, the decreased employee 
performance of employees. Conversely, with motivation that shows a positive 
coefficient, it m,eans that the motivation positively affect employee’s drive to work. If 
an employee has a high motivation, he/she will work to their fullest, which means it 
also increases their performances. 
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6. Hypothesis Test 

 Hypothesis test results use the F test for simultaneous testing and the t test 
for partial testing. Here are the results of hypothesis testing: 

Table 9 
Test Results F and Test t 

 
Hypothesis Test Admission criteria 

Uji F Sig 0,000 < 0,05 

Uji t : 
Work Motivation 

Work Stress 

 
Sig 0,000 < 0,05 
Sig 0,007 < 0,05 

Source: Primary data processed using SPSS, 2021. 
 
Simultaneous test results with the F test showed that Work Motivation and Work 

Stress had a positive and significant effect on Variable Employee Performance. The 
output in the table above produces a significance value of 0.000 < 0.05 so that it can 
be concluded that together (simultaneously) Variable Work Motivation and Work 
Stress have a positive and significant effect on Variable Employee Performance. The 
results of this study are in line with research conducted by [29] that Variable Work 
Stress, Work Motivation and work environment simultaneously have a significant 
effect on employee performance of employees in case studies at UD Pratama Karya 
Kota Kediri. The same results were obtained from research conducted by [30] that 
simultaneously Variable Work Stress and Work Motivation had a positive and 
significant effect on variable employee performance of Driver Grabbike Pontianak. 
Based on the results of the study showed that Work Motivation and Work Stress 
affect employee performance. The higher the Work Motivation the more employee 
performance increases. An employee who has high motivation will encourage 
himself to make the best contribution to the organization. The work spirit of an 
employee is strongly influenced by Work Motivation so that employees who have the 
potential to produce maximum Employee Performance. An employee who has 
operational capabilities and skills will not be able to fulfill and carry out their duties 
according to standards or even exceed standards without work motivation because 
the motives and motivations of employees doing work are not fulfilled [5, 18]. For 
that, the company needs to provide encouragement so that employees are willing to 
exert all their abilities and potential. In addition, by providing good support to 
employees, the company will provide satisfaction in working in the company. 
According to [4] that dissatisfaction at work will cause Work Stress for an employee, 
so it can cause symptoms such as unstable emotions, feelings of unsettled, pleasure 
alone, high blood pressure, and indigestion. This condition will make it difficult for 
employees in the thought process to complete their work, so as to lower employee 
performance of employees who ultimately reduce the employee performance of the 
company. 

Based on the results of the test showed that the effect of Work Motivation (X1) on 
employee performance during the pandemic with a positive relationship direction can 
be received because the value of thitung = 4,895 > 1,992.  Thus, the higher the Work 
Motivation, the employee performance will also increase, and vice versa the 
decrease in Work Motivation will have an impact on the decline of employee 
performance of employees as well. The results of this study are supported by 
zameer et [24] research that motivation has a positive and significant effect on 
employee performance of employees in Beverage Industry Pakistan. Another study 
from [10, 17] that motivation has a positive and significant effect on the Employee 
Performance of Commercial Bank employees in Kenya. Likewise, [8, 21] stated that 
Work Motivation had a significant positive effect on employee performance of HRD 
employees of PT. Arthawena Sakti Gemilang Malang. Furthermore, Tampi research 
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(2014) states that motivation has a significant positive effect on employee 
performance of employees at PT. Bank Negara Indonesia Tbk. Other research by 
[11, 19] that motivation positively affects employee performance of employees based 
in textile sector of Faisalabad, Pakistan. Furthermore, [15, 16, 27] stated that Work 
Motivation has a positive and significant effect on the Employee Performance of civil 
servants in the Office of the Presidency of the Republic of Timor Leste. Furthermore, 
[1, 6] states that Work Motivation has an influence on employee performance of 
employees of the Sales Division of PT Rembaka.. The results of [31] stated that 
Work Motivation has a significant positive effect on employee performance of 
employees in Manufacturing of Ambara. Motivation can provide strength for 
employees so that each action leads to the achievement of needs, provides 
satisfaction and reduces imbalances. Motivation can create a harmonious work 
atmosphere so that it can make employees work with more passion and employee 
performance of employees becomes higher [32, 33]. 

Similarly, the results of the t test for the effect of Work Stress (X2) on employee 
performance of employees obtained a thitung value of 2,774 > 1,992 meaning that 
Work Stress affects employee performance during the pandemic with a negative 
relationship direction acceptable. Thus the lower the Work Stress, the employee 
performance will be better, and conversely the higher the Work Stress it will have an 
impact on the decline of employee performance of employees. The results of this 
study are in line with [32, 33] research that Work Stress negatively affects employee 
performance of sector banking employees in Khyber Pakhtunkhwa Pakistan. Then 
the results of [34] showed there was a significant influence between Work Stress on 
Employee Performance of employees in Mother And Baby Magazine. Research [35] 
concluded that there is a negative influence between Work Stress and Employee 
Performance of employees at PT. Bank Rakyat Indonesia (Persero) Tbk Tuban 
Branch. [36] stated that there is a significant influence between Work Stress and 
Employee Performance of employees at PT. Phapros Tbk Semarang City. Another 
study conducted by [37] that Work Stress negatively affects employee performance 
of employees at the Universities of Karachi Pakistan. In addition, [7, 25, 30] stated 
that work stress negatively and significantly affects employee performance of 
employees of PT PLN (Persero) Surakarta Area. [38] also stated that Work Stress 
negatively affects employee performance of employees based in banking sector of 
Faisalabad Pakistan, [39] stated that work stress has a significant effect on 
employee performance in the Office of Revenue, Financial Management and Assets 
of Musi Banyuasin Regency. According to [13] that work stress is often viewed as a 
dysfunctional effect that can reduce employee performance both in terms of quality 
and quantity of the work itself. Heavier workloads, more needs to be met, tougher 
competition and so on can cause work stress. Employees who experience Work 
Stress will not be able to focus on completing their work, because stress arises when 
employees are unable to meet the demands of work, lack of time to complete tasks, 
and there are no support facilities to carry out the work. Therefore, to minimize work 
stress, company employees must meet the social needs of employees to be able to 
communicate, provide support facilities to complete their work, and improve 
employee competence in order to be able to complete their job demands, so that 
employees with low levels of work stress will have high employee performance. 

Evidenced by the results of this study that the highest indicator of work 
motivation is social, this shows that with higher relationships between employees, 
the higher the employee performance. When viewed from the characteristics of 
respondents, it is seen that the majority of the age of PT employees. X is less than 
30 years old. This causes employees to be more easily sociable with fellow 
employees and have high motivation so that performance will increase. It is pointed 
out by the results of this study that the lowest indicator of work stress is personal 
guidance, where increased task demands cause increased work stress as well so 
that employee performance decreases. Judging from the age of most employees of 
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PT. X who is less than 30 years old is quite young and at his productive age tends to 
experience stress at work. 

CONCLUSION 

Based on the results of discussions related to the influence of Work Motivation 
and Work Stress on Employee Performance of employees in PT. X can be summed 
up as follows: 

1. Work motivation (X1) and Work Stress (X2) simultaneously tested 
significantly on employee performance variables (Y) of PT. X in the time of the 
pandemic. Employees with high motivation and low stress levels will improve 
employee performance. 

2. Work motivation (X1) has a partially significant influence on employee 
performance (Y) of PT. X in a pandemic with a positive relationship direction. The 
greater the employee's motivation, the greater the employee's performance. 
Employees do need to be considered by the company for example by providing 
awards to improve employee performance such as incentives and promotions for 
outstanding employees, so that employee performance will be optimal. 

3. Work stress (X2) has a partially important influence on the performance of 
karyawa (Y) PT. X in a pandemic with a negative direction of relationship. The lower 
the work stress felt by the employee, the higher the employee's performance, and 
the higher the level of work stress, the decreased employee performance. The 
company must always ensure that employee work stress needs to be maintained 
stability caused by physical and work factors such as adjustment of work tasks 
provided by the company with employee capacity and ability. 

SUGGESTION 

Based on the findings and discussion regarding work motivation and work stress, 
the author provides some suggestions or inputs for related companies as follows : 

1. Companies should always ensure that their employees' stress remains at a 
low level by making the workplace flexible and the communication relationship 
between employees and superiors well established. All this is done so that the 
company can reciprocate from good employees so that employee performance will 
increase. 

2. The company must fully support its employees to achieve and maintain good 
relationships between superiors and subordinates so that employee performance 
increases. 

3. Factors that affect the level of Work Stress of PT X employees are the 
workload, especially sales targets that are so high. The company must evaluate its 
sales targets in times of pandemic that have decreased, so that the burden or sales 
target can be achieved more realistically. 

4. A factor that affects the employee performance level of employees is 
cooperation with the team. For this reason, the company must create a good working 
climate through increasing cooperation in teams with realistic targets and 
harmonious communication between the team and company leaders. 

BIBLIOGRAPHY 

1. Setiawan, L. and S. Hasibuan, Improve Ramp-Up Performance on the Sewing Process in a Sports 

Shoe Factory Using 8-Disciplines and Lean Manufacturing. Quality Innovation Prosperity, 2021. 

25(2): p. 19-36 DOI: https://doi.org/10.12776/qip.v25i2.1516. 

2. Mangkunegara, A.P. and R. Agustine, Effect of Training, Motivation and Work Environment on 

Physicians’ Performance. Academic Journal of Interdisciplinary Studies, 2016. 5(1): p. 173-173. 

3. Sari, E., et al., How could management of school environment improve organizational citizenship 

behaviors for the environment?(case study at schools for specifics purposes). Journal of Social 

Studies Education Research, 2019. 10(2): p. 46-73. 

https://doi.org/10.12776/qip.v25i2.1516


 

176 

Volume 23 Issue 2 2022      CENTRAL ASIA AND THE CAUCASUS      English Edition 

 
4. Farid, A., et al., The Effect of Organizational Culture, Organizational Commitment and Work 

Satisfaction Toward Teacher Performance of High School at Makassar. Hasanuddin Journal of 

Applied Business and Entrepreneurship, 2019. 2(2): p. 89-99. 

5. Egawa, H., et al., Impact of recipient age on outcome of ABO-incompatible living-donor liver 

transplantation. Transplantation, 2004. 77(3): p. 403-411 DOI: 
https://doi.org/10.1097/01.TP.0000110295.88926.5C. 

6. Shabrina, N., D. Darmadi, and R. Sari, Pengaruh Motivasi dan Stres Kerja Terhadap Kinerja 

Karyawan CV. Muslim Galeri Indonesia. Jurnal Madani: Ilmu Pengetahuan, Teknologi, Dan 

Humaniora, 2020. 3(2): p. 164-173 DOI: https://doi.org/10.33753/madani.v3i2.108. 

7. Walls, D.M., Access (ing) the coordination of writing networks. Computers and Composition, 

2015. 38: p. 68-78 DOI: https://doi.org/10.1016/j.compcom.2015.09.004. 

8. Neumeyer, L., et al. S4: Distributed stream computing platform. IEEE DOI: 

https://doi.org/10.1109/ICDMW.2010.172. 

9. Handoko, M.L., et al., Perspectives on novel therapeutic strategies for right heart failure in 

pulmonary arterial hypertension: lessons from the left heart. European Respiratory Review, 2010. 

19(115): p. 72-82 DOI: https://doi.org/10.1183/09059180.00007109. 

10. Kesik, F. and H. Aslan, Metaphoric Expressions of the Students about the Concept of Happiness= 
Ögrencilerin Mutluluk Kavramina Iliskin Metaforik Ifadeleri. Educational Administration: Theory 

& Practice, 2020. 26(2): p. 303-353. 

11. Purnamasidhi, C.A.W., et al., High Incidence of Hepatitis B Virus Infection in Hemodialysis 

Patients at Sanglah General Hospital and It’s Risk Factors. The Indonesian Journal of 

Gastroenterology, Hepatology, and Digestive Endoscopy, 2016. 17(3): p. 155-161. 

12. Agung, I.G.A.P.R., et al., Rancang Bangun Pendeteksi Kebocoran LPG Menggunakan Sensor 

TGS2610 Dilengkapi SMS Berbasis Mikrokontroler ATmega328. Majalah Ilmiah Teknologi 

Elektro, 2016. 15(1). 

13. Arijanto, A. and M. Taufik, Analysis of effect of organizational culture and organization 

commitment to performance of PT Aisan Nasmoco industry employees. European Journal of 

Business and Management, 2017. 9(3): p. 111-117. 
14. Luthans, F., et al., Psychological capital development: toward a micro‐intervention. Journal of 

Organizational Behavior: The International Journal of Industrial, Occupational and Organizational 

Psychology and Behavior, 2006. 27(3): p. 387-393 DOI: https://doi.org/10.1002/job.373. 

15. Saputra, I., N.A. Hasibuan, and R. Rahim, Vigenere cipher algorithm with grayscale image key 

generator for secure text file. International Journal of Engineering Research & Technology 

(IJERT), 2017. 6(1): p. 266-269. 

16. Sedarmayanti, S. and G.Y. Safer, Pengaruh Motivasi Kerja Terhadap Kinerja Guru Sekolah 

Dasar di Gugus Satu Desa Neglawangi Kecamatan Kertasari Kabupaten Bandung. Jurnal Ilmu 

Administrasi: Media Pengembangan Ilmu dan Praktek Administrasi, 2016. 13(3): p. 501-524. 

17. Iskamto, D., Stress and Its Impact on Employee Performance. International Journal of Social and 

Management Studies, 2021. 2(3): p. 142-148 DOI: https://doi.org/10.31293/rjabm.v2i2.3734. 

18. Beall, C.M., et al., Natural selection on EPAS1 (HIF2α) associated with low hemoglobin 
concentration in Tibetan highlanders. Proceedings of the National Academy of Sciences, 2010. 

107(25): p. 11459-11464 DOI: https://doi.org/10.1073/pnas.1002443107. 

19. Rivai, F., T. Koentjoro, and A. Utarini, Determinan infeksi luka operasi pascabedah sesar. 

Kesmas: Jurnal Kesehatan Masyarakat Nasional (National Public Health Journal), 2013. 8(5): p. 

235-240 DOI: https://doi.org/10.21109/kesmas.v8i5.390. 

20. Muhid, A. and S. Samsuriyanto. Dakwah Moderat Habib Muhammad Luthfi Bin Yahya di Dunia 

Virtual Analisis Wacana Teks Media Teun A. Van Dijk. 

21. Alvionita, J., D. Darwis, and M. Efdi, Ekstraksi dan identifikasi senyawa antosianin dari jantung 

pisang raja (musa x paradisica l.) serta uji aktivitas antioksidannya. Jurnal Riset Kimia, 2016. 

9(2): p. 21 DOI: https://doi.org/10.25077/jrk.v9i2.284. 

22. Moeheriono, E. and D.M. Si, Pengukuran Kinerja Berbasis Kompetensi. Jakarta: Raja Grafindo 
Persada, 2012. 

23. Gill, L. and S. Kasmir, History, politics, space, labor: on unevenness as an anthropological 

concept. Dialectical Anthropology, 2016. 40(2): p. 87-102 DOI: https://doi.org/10.1007/s10624-

016-9416-7. 

24. Harinie, L.T., et al., Study of the Bandura’s social cognitive learning theory for the 

entrepreneurship learning process. Social Sciences, 2017. 6(1): p. 1-6 DOI: 

https://doi.org/10.11648/j.ss.20170601.11. 

https://doi.org/10.1097/01.TP.0000110295.88926.5C
https://doi.org/10.33753/madani.v3i2.108
https://doi.org/10.1016/j.compcom.2015.09.004
https://doi.org/10.1109/ICDMW.2010.172
https://doi.org/10.1183/09059180.00007109
https://doi.org/10.1002/job.373
https://doi.org/10.31293/rjabm.v2i2.3734
https://doi.org/10.1073/pnas.1002443107
https://doi.org/10.21109/kesmas.v8i5.390
https://doi.org/10.25077/jrk.v9i2.284
https://doi.org/10.1007/s10624-016-9416-7
https://doi.org/10.1007/s10624-016-9416-7
https://doi.org/10.11648/j.ss.20170601.11


 

177 

Volume 23 Issue 2 2022      CENTRAL ASIA AND THE CAUCASUS      English Edition 

 
25. Umar, A., et al., Catalyst-free large-quantity synthesis of ZnO nanorods by a vapor–solid growth 

mechanism: structural and optical properties. Journal of Crystal Growth, 2005. 282(1-2): p. 131-

136 DOI: https://doi.org/10.1016/j.jcrysgro.2005.04.095. 

26. Sugiyono, S., S. Sutarman, and T. Rochmadi, Pengembangan sistem computer based test (CBT) 

tingkat sekolah. Indonesian Journal of Business Intelligence (IJUBI), 2019. 2(1): p. 1-8 DOI: 
https://doi.org/10.21927/ijubi.v2i1.917. 

27. Savant, D.N., et al., Folded free radial forearm flap for reconstruction of full‐thickness defects of 

the cheek. Head & neck, 1995. 17(4): p. 293-296 DOI: https://doi.org/10.1002/hed.2880170404. 

28. Pamungkas, I.D., et al., Corporate governance mechanisms in preventing accounting fraud: A 

study of fraud pentagon model. Journal of Applied Economic Sciences, 2018. 13(2): p. 549-560. 

29. Kristanti, D. and R.L. Pangastuti, Effect Of Work Stress, Work Motivation, And Work Environment 

To Employee Performance Production Part: Case Study At Ud. Pratama Karya Kota Kediri. 

Business and Finance Journal, 2019. 4(2): p. 105-114 DOI: https://doi.org/10.33086/bfj.v4i2.1359. 

30. Wikandari, R., et al., Correlations between the Chemical, Microbiological Characteristics and 

Sensory Profile of Fungal Fermented Food. Fermentation, 2021. 7(4): p. 261. 

31. Uju, M., The influence of motivation on employees’ performance: a study of some selected firms in 

Anambra State. AFRREV IJAH: An International Journal of Arts and Humanities, 2013. 2(3): p. 
134-151. 

32. Zameer, H., et al., The impact of the motivation on the employee’s performance in beverage 

industry of Pakistan. International journal of academic research in accounting, finance and 

management sciences, 2014. 4(1): p. 293-298 DOI: https://doi.org/10.6007/IJARAFMS/v4-i1/630. 

33. Zeb, A., G. Saeed, and S. ur Rehman, The impact of job stress on employee's performance: 

investigating the moderating effect of employees motivation. City University Research Journal, 

2015. 5(1): p. 120-129. 

34. Wahyuningsih, S., et al. The effect of pH and color stability of anthocyanin on food colorant. IOP 

Publishing DOI: https://doi.org/10.1088/1757-899X/193/1/012047. 

35. Pale, M., et al., Respiratory syncytial and influenza viruses in children under 2 years old with 

severe acute respiratory infection (SARI) in Maputo, 2015. PLoS One, 2017. 12(11): p. e0186735 
DOI: https://doi.org/10.1371/journal.pone.0186735. 

36. Iswari, R.I. and A. Pradhanawati, Pengaruh Peran Ganda, Stres Kerja Dan Motivasi Kerja 

Terhadap Kinerja Karyawan Perempuan Di PT Phapros Tbk Kota Semarang. Jurnal Ilmu 

Administrasi Bisnis, 2017. 6(1): p. 184-193. 

37. Yeoh, W.K., A. Ali, and C.F. Forney, Effects of ozone on major antioxidants and microbial 

populations of fresh-cut papaya. Postharvest Biology and Technology, 2014. 89: p. 56-58 DOI: 

https://doi.org/10.1016/j.postharvbio.2013.11.006. 

38. Ehsan, U., et al. Automated rationale generation: a technique for explainable AI and its effects on 

human perceptions.  DOI: https://doi.org/10.1145/3301275.3302316. 

39. Oemar, U. and L. Gangga, Pengaruh Stres Kerja Terhadap Kinerja Pegawai Pada Dinas 

Pendapatan, Keuangan Dan Aset Daerah Kabupaten Musi Manyuasin. Jurnal Ecoment Global: 

Kajian Bisnis dan Manajemen, 2017. 2(2): p. 22-34 DOI: https://doi.org/10.35908/jeg.v2i2.249. 

 

https://doi.org/10.1016/j.jcrysgro.2005.04.095
https://doi.org/10.21927/ijubi.v2i1.917
https://doi.org/10.1002/hed.2880170404
https://doi.org/10.33086/bfj.v4i2.1359
https://doi.org/10.6007/IJARAFMS/v4-i1/630
https://doi.org/10.1088/1757-899X/193/1/012047
https://doi.org/10.1371/journal.pone.0186735
https://doi.org/10.1016/j.postharvbio.2013.11.006
https://doi.org/10.1145/3301275.3302316
https://doi.org/10.35908/jeg.v2i2.249

	Abstract
	INTRODUCTION
	LITERATURE REVIEW
	1. Work motivation
	2. Work stress
	3. Employee Performance
	5. Framework of Thought
	RESEARCH METHODS
	RESULTS OF RESEARCH AND DISCUSSION
	2. Test validity and reliability
	3. Classic Assumption Test
	4. Coefficient of Determination (R2) Test
	5. Multiple Linear Analysis Test
	6. Hypothesis Test
	CONCLUSION
	SUGGESTION
	BIBLIOGRAPHY

