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ABSTRACT 

	Aims:
This study aims to analyze the influence of work motivation, emotional intelligence, and work stress on employee performance at the Regional Civil Service Agency (BKD) of Sibolga City.
Study Design:
The research employed a quantitative approach with an explanatory design to examine causal relationships among the studied variables.
Place and Duration of Study:
The research was conducted at the Regional Civil Service Agency of Sibolga City, North Sumatra, from March 2025 to June 2025.
Methodology:
The total population of 73 employees was selected as the research sample using a census method. Data were collected through questionnaires and analyzed using multiple linear regression. Instrument validity and reliability tests, classical assumption tests, and hypothesis testing (t-test, F-test, and R²) were applied to ensure robustness of the findings.
Results:
The findings show that work motivation has a positive and significant effect on employee performance. Emotional intelligence also has a positive and significant impact. Work stress, however, shows a positive but not significant influence. Simultaneously, work motivation, emotional intelligence, and work stress have a significant effect on employee performance, explaining 52.1% of the variance, while 47.9% is explained by other factors not included in this study.
Conclusion:
Employee performance at BKD Sibolga is strongly influenced by motivation and emotional intelligence, while work stress does not play a significant role. Improving employee performance requires strengthening motivation, enhancing emotional intelligence, and applying effective stress management.
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1. INTRODUCTION 

Employee performance is one of the important aspects in the sustainability of public sector organizations, especially government agencies (Rizati et al., 2025). According to (Adiba & Rosita, 2023), performance is the result of a person's overall performance over a certain period of time in carrying out tasks according to predetermined standards
(Husna & Prasetya, 2024) adding that employee performance is a result produced by a certain job function that shows the quality and quantity of work. This emphasizes the importance of measurable work standards in organizations. The Regional Civil Service Agency (BKD) of Sibolga City, based on Regional Regulation Number 23 of 2017, has the main task in managing personnel management.
(Hussain et al., 2023) states that employee performance is influenced by various internal and external factors in the organization. (Hidayat, 2020) emphasizing that employee performance is a work achievement that reflects the comparison between work results and established standards. 
The phenomenon at the Sibolga City BKD shows that there are still employees who work not in accordance with educational competence, lack discipline, and are slow in carrying out their duties. (Pratiwi & Rizky, 2024) Reveal that employee performance is the behavior produced on tasks that can be observed and evaluated.
Work motivation is one of the main factors that affect employee performance (Sanaba et al., 2022). (Natsir & Syam, 2024) Mention motivation is the drive that activates and directs the behavior of individuals to carry out responsibilities. (Basyid, 2024) explained that motivation is the provision of driving force that creates work enthusiasm.
According to (Anwar Prabu, 2017), motivation is influenced by leadership style, individual conditions, and work situations. (Uhl-Bien et al., 2020) Put forward three factors that influence motivation: the nature of the individual, the nature of the job, and the practice of the organization. Research results (Siswadi & Lestari, 2021) showing motivation has a significant effect on performance. Emotional intelligence also plays an important role. (Bușu, 2020) Emotional intelligence is the ability to control emotions to manage oneself and relate positively to others. 
(Masitah, n.d.) expressing emotional intelligence as a non-academic factor that affects a person's success. According to Mangkunegara (2019:34), emotional intelligence includes the ability to receive, assess, and control emotions. Research by (Rizaldi, 2021) proving that emotional intelligence has a significant effect on performance. Work stress is another factor that can affect employee performance. (Asyaukani & Solehudin, 2023) mentions two categories of stressors, namely on-the-job and off-the-job.
(Aprilia et al., 2022) Identify four groups of stressors: extra-organizational, organizational, group, and individual. (Kumastuti, 2024) adding that excessive workload, urgent work time, and work conflicts are the main causes of stress. (Pandey, 2020) found that work stress can have a positive and significant effect on performance.
However, research (Puspitawati & Atmaja, 2020) shows that work stress has a negative and insignificant effect. The phenomenon at BKD Sibolga shows that employees experience stress due to unclear positions, unbalanced workloads, and lack of career opportunities. Performance indicators according to (SILALAHI, 2022) It includes work quality, quantity of work, consistency, work attitude, cooperation, and proficiency.
The performance of BKD Sibolga employees is considered not optimal due to the slow processing of personnel administration such as promotion management. Mondy (2021:66) explains motivation as a combination of attitudes and values that affect work behavior. (Abbas, 2023) emphasizing motivation as a driving factor that directs work behavior.
Empirical data of the thesis showed that work motivation and emotional intelligence had a significant positive effect, while work stress had a positive but insignificant effect on the performance of BKD Sibolga employees. Thus, there is a research gap in previous research related to the role of work stress on performance. This is important to analyze more deeply in order to obtain an effective HR management strategy in improving performance.
Therefore, this study entitled "Analysis of Factors Affecting Employee Performance at the Sibolga City Regional Civil Service Agency" was carried out to enrich academic studies and provide practical recommendations for BKD.

2. material and methods 

2.1 Location, Object, and Time of Research
This research was carried out at the Regional Civil Service Agency (BKD) of Sibolga City which is located in Sibolga City, North Sumatra Province. The object of the research is all employees who work at the Sibolga City BKD. The research period was carried out for four months, namely from March 2025 to June 2025.
2.2 Population and Sample
The population in this study is all employees of the Sibolga City Regional Civil Service Agency which totals 73 people. Given the relatively small population (less than 100 respondents), this study uses a census method where the entire population is used as a research sample. Thus, the number of samples used in this study is 73 employees.
2.3 Operational Definition of Research Variables
To clarify the scope of the research, the research variables are described as follows:
1. Work Motivation (X1)
It is an internal and external drive that affects employees in carrying out their work. The indicators used include: physiological needs, security needs, social needs, reward needs, and self-actualization needs (Rahmi & Jusup, 2024).
2. Emotional Intelligence (X2)
It is the ability of employees to recognize, control, and manage the emotions of themselves and others. Indicators include: self-awareness, self-control, motivation, empathy, and social skills (Pawestri & Prasetyani, 2024).
3. Work Stress (X3)
It is a condition of tension that affects the emotions, thought processes, and physical condition of employees. Indicators include: workload, time pressure, role conflicts, and work environment (Hermawan, 2022).
4. Employee Performance (Y)
It is the result of work achieved by employees both in terms of quality and quantity in a certain period of time. Indicators include: quality of work, quantity of work, punctuality, discipline, and cooperation (Kamil, 2023).

2.4 Data collection techniques
The data collection methods used in this study include:
1. Questionnaire – in the form of a list of closed-ended questions with a Likert scale of 1–5, given to all respondents to measure the research variables (Kurniawati & Judisseno, 2022).
2. Documentation – collection of secondary data derived from personnel reports, organizational structure, and administrative data of the Sibolga City BKD.
3. Literature Study – the collection of theories, concepts, and results of previous research as the foundation of research theory.
2.5 Data Analysis Techniques
The data obtained in this study was analyzed through several stages:
1. Validity and Reliability Test – conducted to assess the precision and consistency of the research instruments.
2. Classical Assumption Test – encompasses normality, multicollinearity, heteroscedasticity, and autocorrelation examinations.
3. Multiple Linear Regression Analysis – applied to evaluate the effect of independent variables (work motivation, emotional intelligence, and work stress) on the dependent variable (employee performance).
4. Partial T-test – used to examine the effect of each independent variable individually on the dependent variable.
5. Simultaneous F-test – carried out to analyze the collective influence of independent variables on the dependent variable.
6. Coefficient of Determination (R²) – measures the proportion of variance in the dependent variable explained by the independent variables.
3. results and discussion
Research Results
Data Analysis

Respondent Characteristics

The respondents to the study amounted to 73 employees of the Sibolga City BKD, with details:
· Based on Rank Class: The majority are in Group III.
· By gender: Most are male.
· Based on Education Level: The majority are S1 Educational.

Instrument Test Results
A. Validity Test
The results of the validity test showed that all question items on the variables of work motivation (x1), emotional intelligence (x2), work stress (x3), and employee performance (y) had a value of r-count > r-table (0.232), so it was declared valid.

B. Reliability Test
The results of the reliability test using Cronbach's Alpha are shown in the following table:

Table 1 Reliability Test

	Variable
	Cronbach's Alpha
	Information

	Work Motivation (X1)
	0,812
	Reliable

	Emotional Intelligence (X2)
	0,845
	Reliable

	Work Stress (X3)
	0,799
	Reliable

	Employee Performance (Y)
	0,861
	Reliable


All variables had an alpha value of > 0.70, making the research instrument reliable.

Classic Assumption Test
· Normality Test
The Kolmogorov-Smirnov test produced an asymp. sig. value of 0.200, which is greater than 0.05, indicating that the data is normally distributed.
· Multicollinearity Test
The results showed a tolerance value greater than 0.10 and a VIF value less than 10, suggesting that multicollinearity does not occur.
· Heteroscedasticity Test
The scatterplot displayed randomly distributed points, which means heteroscedasticity is absent.
· Autocorrelation Test
The Durbin-Watson statistic of 1.853 lies within the acceptable range of -2 to +2, implying that no autocorrelation is present.

Multiple Linear Regression Analysis
The regression model of this study is:

Y=7.821+0.325x1+0.428x2+0.091x3
Where:
· Y = Employee Performance
· X1 = Work Motivation
· X2 = Emotional Intelligence
· X3 = Work Stress

T Test Results (Partial)

Table 2. T Test

	Variable
	T-Count
	Sig.
	Information

	Work Motivation (X1)
	3,421
	0,001
	Significant Positive Effect

	Emotional Intelligence(X2)
	4,212
	0,000
	Significant Positive Effect

	Work Stress (X3)
	1,291
	0,201
	Negative Effects



Test F Results (Simultaneous)

Table 3 F Test

	Source
	F-Count
	Sig.
	Information

	Model (X1, X2, X3 → Y)
	15,237
	0,000
	Simultaneous Significant Effects


The results of the F test showed that work motivation, emotional intelligence, and work stress together had a significant effect on the performance of employees of the Sibolga City Bkd.

Coefficient of Determination Test (R²)

Table 4. Cohesion Determination

	R
	R Square
	Adjusted R²

	0,722
	0,521
	0,497



This means that 52.1% of the variation in employee performance can be explained by work motivation, emotional intelligence, and work stress, while the remaining 47.9% is influenced by other factors outside of this research model.


DISCUSSION
The Effect of Work Motivation on Employee Performance
The results of the study showed that work motivation had a positive and significant effect on the performance of employees of the Sibolga City BKD, with a t-count value of 3.421 and sig. 0.001 < 0.05. This proves that the higher the work motivation that employees have, the better the performance will be. This condition can be understood because motivation is the main driver for employees in carrying out their duties. According to (Surasmi et al., 2022), motivation is the provision of driving force that is able to create work enthusiasm so that employees are encouraged to work optimally.
The phenomenon at the Sibolga City BKD shows that there are still employees who are late, lack discipline, and seem slow in completing work. However, for highly motivated employees, this is not a significant obstacle, because they are encouraged to keep achieving their targets and responsibilities. This is in line with research (Agustriani et al., 2022) and (Tolu et al., 2021) which states that work motivation has a significant positive effect on performance. Thus, increasing motivation through awards, self-development opportunities, and conducive work environment support will improve employee performance at the Sibolga City BKD.
The Influence of Emotional Intelligence on Employee Performance
This study also found that emotional intelligence had a positive and significant effect on employee performance, with a t-count value of 4.212 and sig. 0.000 < 0.05. This means that employees who have the ability to control emotions, understand the feelings of others, and maintain interpersonal relationships, tend to have better performance. (Emiliana et al., 2021) states that emotional intelligence is the ability to recognize one's own and others' emotions and manage emotions effectively.
In the context of the Sibolga City BKD, employees who are able to control themselves when facing work pressure and have empathy for their colleagues can work more productively. On the other hand, employees who are less able to control their emotions tend to experience interpersonal conflicts and find it difficult to cooperate. This is in line with research (Octavia et al., 2020) and (Ratnasari et al., 2020), which concludes that emotional intelligence has a significant positive effect on performance. Therefore, the development of emotional intelligence through communication training, stress management, and increased empathy needs to be strengthened so that the performance of BKD employees is more optimal.
The Effect of Work Stress on Employee Performance
The results showed that work stress had a positive but insignificant effect on employee performance, with a t-count value of 1.291 and sig. 0.201 > 0.05. This means that the work stress experienced by BKD Sibolga employees has not been strong enough to affect their performance. This can be explained that at a certain level, stress is able to provide encouragement for employees to work more focused, but when stress is excessive, it will have a negative impact on performance.
The existing phenomenon shows that BKD Sibolga employees often face unclear roles, unbalanced workloads, and limited career opportunities. This condition has the potential to cause stress, but most employees are able to manage it so that it does not have much effect on productivity. These findings are consistent with research (Ekhsan & Septian, 2021) which states that work stress is not significant to performance. However, it is different from the findings (Indrayana & Putra, 2024) which mentions stress can have a significant impact. This shows that there is a research gap that is still interesting to be researched further.
The Effect of Work Motivation, Emotional Intelligence, and Work Stress on Employee Performance (Simultaneous)
Simultaneously, the results of the study showed that work motivation, emotional intelligence, and work stress together had a significant effect on the performance of BKD employees in Sibolga City, with an F-count value of 15,237 and sig. 0.000 < 0.05. This proves that the three variables together are able to explain the variation in employee performance by 52.1% (R² = 0.521), while the remaining 47.9% is influenced by other factors that were not studied, such as organizational culture, leadership, compensation, and work environment.
These results reinforce the view that employee performance is a multidimensional phenomenon that is influenced by internal (motivation and emotional intelligence) and external factors (work stress and organizational factors) (PRAMANATA, 2025). Thus, the strategy to improve the performance of BKD Sibolga City employees must be carried out comprehensively, not only increasing work motivation through the reward system, but also paying attention to the emotional intelligence of employees and effective work stress management.
4. Conclusion

First, work motivation has a positive and significant influence on employee performance. This indicates that the higher the motivation possessed by employees, the better their performance. Accordingly, internal and external incentives—such as recognition, career development opportunities, and organizational support—are essential to enhancing employee productivity. Second, emotional intelligence exerts a positive and significant effect on employee performance. Employees who can recognize, regulate, and manage their emotions, while also fostering good interpersonal relationships, demonstrate higher levels of performance. Therefore, the cultivation of emotional intelligence becomes a vital element of human resource management within the Sibolga City BKD. Third, work stress shows a positive yet insignificant influence on employee performance. This finding suggests that the current stress level experienced by employees remains manageable and does not significantly affect performance. However, if not properly addressed, stress could potentially reduce productivity in the long term. Fourth, work motivation, emotional intelligence, and work stress collectively exert a significant influence on employee performance. Together, these three factors account for 52.1% of the variance in performance, while the remaining proportion is explained by other factors beyond the scope of this study. Overall, enhancing the performance of BKD employees in Sibolga City requires an integrated strategy that emphasizes strengthening motivation, developing emotional intelligence, and implementing effective stress management.
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