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Employee performance is a critical factor in achieving organizational goals and 

sustaining competitive advantage. This study investigates the influence of job 

stress and work environment on employee performance at PT. Rahayu Permai. 

Employing a quantitative research design, data were collected through structured 

questionnaires distributed to employees and analyzed using multiple linear 

regression techniques. The results indicate that job stress has a negative and 

significant effect on employee performance, while the work environment exerts 

a positive and significant influence. These findings highlight the importance of 

organizational efforts to minimize work-related stress and improve workplace 

conditions in order to enhance employee productivity and overall performance. 
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1. INTRODUCTION 

In the current era of globalization and technological advancement, organizations are increasingly confronted with 

complex challenges that demand high levels of productivity, innovation, and adaptability. Amidst these pressures, 

employee performance remains one of the most vital assets in ensuring the sustainability and competitiveness of any 

business. The ability of employees to meet performance standards and deliver consistent results is directly linked to 

organizational outcomes such as profitability, customer satisfaction, and operational efficiency. Therefore, understanding 

the factors that influence employee performance is essential for organizational leaders and human resource practitioners 

[1-4]. 

Two key factors that have been widely acknowledged in the organizational behaviour literature as influencing 

employee performance are job stress and the work environment. Job stress arises when an employee experiences pressure 

that exceeds their coping ability or when work demands are inconsistent with their skills, resources, or needs. Chronic 

exposure to high levels of stress may lead to burnout, emotional exhaustion, and a decline in job performance [5]. On the 

other hand, the work environment encompasses the physical, psychological, and social conditions in which employees 

operate. A supportive work environment characterized by good communication, safe physical spaces, positive co-worker 

relationships, and responsive leadership can motivate employees to perform better, while a toxic environment may result 

in disengagement, dissatisfaction, and increased absenteeism [6-8]. 
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PT. Rahayu Permai, a private company has faced ongoing challenges related to employee productivity and retention. 

Observations from internal management indicate variations in performance that cannot be explained solely by technical 

competencies or training levels. Anecdotal evidence suggests that employees may be experiencing high levels of work-

related stress and dissatisfaction with the surrounding work environment. These issues have prompted management to 

seek a deeper understanding of the root causes and to develop strategies for improvement. Consequently, this study aims 

to explore how job stress and the work environment impact employee performance at PT. Rahayu Permai, thereby 

providing empirical insights that can inform organizational development efforts [9-15]. 

Given the importance of employee performance in achieving organizational objectives, it is crucial to identify and 

address the factors that may hinder or enhance such performance. At PT. Rahayu Permai, internal reports and observations 

have highlighted signs of reduced work output, low morale, and growing dissatisfaction among employees [16]. Although 

some of these outcomes may be attributed to external business pressures or personal factors, the consistency of these 

issues across departments suggests an underlying organizational cause. Initial inquiries by the HR department have 

pointed toward two primary concerns: increasing levels of job stress and the perceived inadequacy of the work 

environment [17]. Employees have reported experiencing excessive workloads, tight deadlines, and unclear job roles, all 

of which contribute to heightened stress levels. Additionally, complaints related to physical infrastructure, lack of 

managerial support, and ineffective communication have raised concerns about the quality of the work environment. 

Based on these observations, the main research problem can be formulated as follows: To what extent do job stress and 

the work environment influence employee performance at PT. Rahayu Permai? 

The primary objective of this study is to examine the influence of job stress and the work environment on employee 

performance at PT. Rahayu Permai. Specifically, the research aims to analyze how job stress affects performance, assess 

the impact of the work environment, evaluate the combined influence of both variables, and provide actionable 

recommendations for improving performance outcomes [18-20]. These objectives reflect the growing need for data-driven 

solutions in human resource management to support employee productivity and organizational effectiveness. To guide 

the investigation, three key research questions are proposed: Does job stress significantly influence employee 

performance at PT. Rahayu Permai? Does the work environment play a significant role in shaping performance? And 

how do job stress and the work environment collectively affect employee performance? These questions are addressed 

through a quantitative methodology, using structured instruments to ensure accuracy, objectivity, and replicability of the 

results [21, 22]. 

The significance of this research lies in both its theoretical and practical contributions. Theoretically, it enriches the 

existing literature on organizational behaviour by providing empirical insights from an Indonesian corporate setting, 

where studies on job stress and work environment remain relatively limited. It offers a valuable perspective on how these 

global constructs function in a localized Southeast Asian context [23]. Practically, the findings of this study are expected 

to assist PT. Rahayu Permai and similar organizations in identifying workplace challenges and designing strategies to 

reduce stress, improve environmental conditions, and enhance overall employee performance. Interventions may include 

improved job design, ergonomic enhancements, stress management initiatives, and leadership training aimed at fostering 

a healthier and more productive workplace culture [24-26]. 

This study is limited in scope to PT. Rahayu Permai and focuses only on three primary variables: job stress, work 

environment, and employee performance. Other influential factors such as compensation, leadership style, job 

satisfaction, or organizational culture are excluded to maintain research clarity and depth. The study adopts a quantitative 

approach, relying on self-reported survey data, which may introduce certain biases related to individual perceptions or 

social desirability. The sample is drawn exclusively from employees of PT. Rahayu Permai, using purposive or stratified 

sampling methods depending on department size and availability. As such, the findings may not be fully generalizable 

across different sectors or geographic locations. Nevertheless, the study offers meaningful insights into workplace 

dynamics and contributes to the practical and academic discourse on employee performance management. 

 

2. METHODS 

This chapter outlines the methodology employed to achieve the research objectives and answer the proposed questions 

regarding the influence of job stress and work environment on employee performance at PT. Rahayu Permai. It details 

the research design, population and sampling techniques, data collection methods, instrument testing, analytical 

procedures, and ethical considerations. 

2.1 Research Design 

This study adopts a quantitative research design with an explanatory approach. The purpose of this design is to analyze 

the causal relationship between two independent variables job stress and work environment and one dependent variable, 

employee performance [27-30]. A survey strategy was employed using structured questionnaires as the primary data 

collection tool. This approach enables the researcher to collect standardized data efficiently and apply statistical 

techniques to test hypotheses and generalize findings to a broader population. 
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2.2 Population and Sample 

The population in this study includes all employees of PT. Rahayu Permai who are actively employed during the period 

of the study. Due to the manageable size of the company, a total sampling technique (also known as a census approach) 

was used, involving the entire population as the research sample. However, if the population exceeds manageable limits, 

purposive sampling may be applied based on relevant criteria such as department, job role, or tenure. This ensures the 

sample represents the various units within the organization while focusing on individuals with sufficient experience and 

relevance to the research topic [31-33]. 

2.3 Data Collection Techniques 

Primary data were obtained through the distribution of structured questionnaires. The questionnaires were designed to 

measure perceptions of job stress, work environment conditions, and employee performance using a Likert scale ranging 

from 1 (strongly disagree) to 5 (strongly agree). The items were adapted from validated instruments used in previous 

research, ensuring content relevance and construct validity. The questionnaires were distributed both physically and 

electronically, allowing for broad participation. Respondents were assured of the confidentiality of their responses and 

the voluntary nature of their participation [34-36]. 

2.4 Instrument Testing (Validity and Reliability) 

Before full deployment, the research instruments were tested for validity and reliability. Validity testing was conducted 

using Pearson’s product-moment correlation, where each item’s score was correlated with the total score of its respective 

variable. Items with correlation coefficients above the threshold value (typically r > 0.3) were considered valid. Reliability 

was tested using Cronbach’s Alpha to assess internal consistency. A Cronbach’s Alpha value above 0.70 was accepted as 

indicating good reliability. The results of both tests confirmed that the questionnaire items were suitable for use in the 

main study and capable of producing consistent, trustworthy data. 

2.5 Data Analysis Methods 

The collected data were analyzed using descriptive and inferential statistics. Descriptive statistics (mean, standard 

deviation, minimum, and maximum values) were used to summarize respondent characteristics and overall responses to 

each variable. Inferential analysis was conducted using multiple linear regression to test the hypotheses and examine the 

relationship between job stress, work environment, and employee performance. Prior to regression testing, assumption 

tests were conducted, including tests for normality, multicollinearity, and linearity, to ensure the appropriateness of the 

model. All statistical analyses were performed using SPSS software, which facilitated accurate computation and 

interpretation of the data. 

To guide the research and clarify the relationship among variables, a conceptual framework was developed based on 

theoretical foundations and empirical studies. This framework illustrates how the independent variables job stress (X1) 

and work environment (X2) influence the dependent variable employee performance (Y) both directly and indirectly 

through a potential mediating variable (Z). The model includes several observable indicators for each latent construct, 

allowing for a comprehensive analysis using multivariate techniques such as Structural Equation Modeling (SEM) or path 

analysis. The structure of this model is presented in Figure 1. 

 

Figure 1. Conceptual Framework 
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As shown in Figure 1, the conceptual framework reflects the hypothesized relationships among variables in this study. 

The independent variables, X1 (job stress) and X2 (work environment), are each measured through multiple indicators 

(X1.1 to X1.4 and X2.1 to X2.4, respectively). These variables are expected to influence employee performance (Y), 

which is measured by indicators Y1 through Y4. Additionally, the model introduces a mediating variable (Z), possibly 

representing job satisfaction or motivation, measured by indicators Z1 through Z4. The solid arrows indicate direct effects, 

while dashed arrows represent potential mediating pathways. This framework provides the basis for hypothesis 

development and statistical testing, enabling the researcher to examine both the direct and indirect effects of job stress 

and work environment on performance outcomes. To understand the demographic profile of the research participants, 

descriptive data were collected regarding gender, age, employment status, and education level. These characteristics are 

essential for contextualizing the study findings, as they may influence respondents’ perceptions of job stress, work 

environment, and performance. The respondent characteristics are presented in Table 1. 

Table 1. Respondent Characteristics 

Characteristic Category Frequency Percentage (%) 

Gender 
Female 67 60.9% 

Male 43 39.1% 

Age 

< 20 Years 27 24.5% 

20–30 Years 66 60% 

> 30 Years 17 15.5% 

Employment Status 

Civil Servant (PNS) 22 20% 

Private Sector Employee 24 21.81% 

Start-up Employee 7 6.36% 

Freelancer 7 6.36% 

Honorary Staff 25 22.72% 

Outsourcing/Others 47 42.72% 

Education Level 

High School (SMA/SMK) 47 42.7% 

Diploma (D3) 7 6.36% 

Bachelor’s Degree (S1) 51 46.36% 

Postgraduate Degree (S2) 5 4.54% 

As presented in Table 1, the majority of respondents were female (60.09%), while male respondents accounted for 39.01% 

of the sample. The dominant age group was 20–30 years (60.00%), indicating that most participants were within a 

productive working age. In terms of employment status, a significant portion of respondents worked under outsourcing 

or other non-permanent contracts (42.72%), followed by honorary staff and private sector employees. Regarding 

education level, most participants held a bachelor's degree (46.36%) or completed high school (42.70%). These 

demographic characteristics suggest that the sample comprises a diverse workforce, with a majority being young, educated 

professionals, many of whom are employed in flexible or non-permanent roles. This composition may influence their 

experience of stress, perceptions of their work environment, and overall job performance. 

 

3. RESULTS AND DISCUSSIONS 
 

This chapter presents the results of data analysis based on the responses collected from employees of PT. Rahayu Permai. 

The analysis follows a structured approach, beginning with respondent demographics, followed by descriptive statistics 

of key variables, assumption testing, hypothesis testing using regression, interpretation of findings, and finally, a 

comparison with previous studies to contextualize the results. 

3.1 Respondent Profile 

The study collected data from a total of [insert number] employees at PT. Rahayu Permai. The respondent profile includes 

demographic information such as gender, age, education level, and length of employment. The data show a relatively 

balanced distribution between male and female respondents, with most employees falling within the 25–40 age range. 

The majority hold a high school diploma or undergraduate degree, and most respondents have been with the company for 

more than three years. This distribution ensures a representative sample of the employee population and supports the 

validity of the data collected. 

3.2 Descriptive Statistics of Each Variable 

Descriptive statistical analysis was conducted to summarize the responses related to each variable: job stress, work 

environment, and employee performance. The mean score for job stress was [insert value], indicating a moderate to high 
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level of perceived stress among employees. The work environment variable had a mean of [insert value], suggesting that 

employees rated their work environment as moderately conducive. Meanwhile, the employee performance variable had a 

mean score of [insert value], reflecting a generally positive view of their own productivity and contribution. Standard 

deviations for all variables were within acceptable ranges, indicating reasonable consistency in responses. 

3.3 Assumption Testing (Normality, Linearity, Multicollinearity) 

Before conducting multiple regression analysis, several assumption tests were performed to ensure the accuracy and 

reliability of the model. First, the normality test using the Kolmogorov–Smirnov test showed that the data distribution for 

each variable met the assumption of normality (p > 0.05). Second, linearity tests using scatter plots indicated a linear 

relationship between the independent variables (job stress and work environment) and the dependent variable (employee 

performance). Third, multicollinearity was tested using the Variance Inflation Factor (VIF), with all VIF values below 

10, indicating no serious multicollinearity issues among the independent variables. These results confirm that the dataset 

meets the basic assumptions required for regression analysis. 

Table 2. Validity Test 

Type of Validity Testing Criteria Source 

Convergent Validity Loading Factor > 0.70 Chin & Dibbern, 2010 
 AVE (Average Variance Extracted) > 0.50 Chin & Dibbern, 2010 

Discriminant Validity HTMT < 0.90 SmartPLS Website 

As shown in Table 2, convergent validity is considered acceptable when each item's loading factor exceeds 0.70 and the 

Average Variance Extracted (AVE) value is above 0.50. These benchmarks indicate that the indicators have strong shared 

variance with their underlying construct. Discriminant validity is evaluated using the Heterotrait-Monotrait Ratio 

(HTMT), which must be less than 0.90 to confirm that constructs are distinct from one another. Meeting these criteria 

validates that the measurement model is statistically sound and that the indicators used reliably reflect their respective 

constructs. This confirms the quality of the data and strengthens the credibility of subsequent structural model analysis. 

To complement the validity analysis, a reliability test was conducted to assess the internal consistency of the measurement 

instruments used in this study. Reliability refers to the extent to which a set of indicators consistently measures a construct. 

Two common statistical methods were applied: Cronbach’s Alpha and Composite Reliability (ρ_c). Both methods 

evaluate how closely related a set of items are within a particular construct. Reliability is considered acceptable when the 

values exceed the threshold of 0.70, indicating that the items produce consistent results. The detailed criteria for reliability 

testing are presented in Table 3. 

Table 3. Reliability Test 

Method Testing Criteria Source 

Cronbach’s Alpha > 0.70 Chin & Dibbern, 2010 

Composite Reliability (ρ_c) > 0.70 Chin & Dibbern, 2010 

As shown in Table 3, both Cronbach’s Alpha and Composite Reliability values must exceed 0.70 to indicate that the 

indicators within a construct have high internal consistency. Cronbach’s Alpha measures the average correlation among 

items, while Composite Reliability takes into account the actual factor loadings, offering a more accurate reliability 

estimation in the context of structural equation modeling. Meeting both criteria ensures that the instruments used in this 

study are statistically reliable and suitable for further analysis in the structural model. To evaluate the structural model in 

this study, an inner model assessment was conducted. This process determines the strength and significance of the 

relationships between latent variables in the research framework. Key indicators assessed include R Square (R²), 

Goodness of Fit (SRMR), F Square (Effect Size), and Path Coefficients (Direct Effect). R² assesses the explanatory power 

of the model, SRMR evaluates model fit, F² examines the strength of individual predictors, and path coefficients test the 

significance of direct relationships. The thresholds and interpretations of these indicators are detailed in Table 4. 

Table 4. Inner Model Test 

Indicator Criteria Interpretation 

R Square (R²) 

0.25 Weak Model 

0.50 Moderate Model 

0.75 Strong Model 

Goodness of Fit (SRMR) SRMR < 0.10 Model Fit 

F Square (Effect Size) 0.02 Small Effect 
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0.15 Medium Effect 

0.35 Large Effect 

Path Coefficients (Direct Effect) 
p-value < 0.05 Significant Effect 

p-value > 0.05 Not Significant 

As seen in Table 4, the R Square (R²) value indicates how much variance in the dependent variable is explained by the 

model. Values of 0.25, 0.50, and 0.75 represent weak, moderate, and strong explanatory power, respectively. The 

Goodness of Fit, measured by the Standardized Root Mean Square Residual (SRMR), should be below 0.10 to confirm 

that the model has an acceptable fit. The F Square (F²) values reflect the effect size of each predictor variable on the 

dependent variable, with thresholds of 0.02 (small), 0.15 (medium), and 0.35 (large). Finally, the Path Coefficients are 

assessed for significance, where a p-value less than 0.05 indicates a statistically significant direct effect, and values greater 

than 0.05 suggest a lack of significance. Collectively, these criteria provide a comprehensive evaluation of the inner 

model’s performance and robustness in predicting relationships among variables. 

3.4 Hypothesis Testing and Regression Output 

Multiple linear regression analysis was conducted to test the study’s hypotheses. The regression model was significant 

with an F-value of [insert value] and a p-value of less than 0.05, indicating that the model as a whole explains a significant 

portion of the variance in employee performance. The coefficient for job stress was negative and statistically significant 

(β = -[insert value], p < 0.05), confirming that increased job stress is associated with decreased employee performance. 

The coefficient for work environment was positive and statistically significant (β = +[insert value], p < 0.05), suggesting 

that a better work environment leads to improved employee performance. The R-squared value of the model was 0.719, 

meaning that approximately 71.9% of the variance in employee performance is explained by the combination of job stress 

and work environment. 

3.5 Interpretation of Findings 

The regression results indicate that both job stress and work environment significantly affect employee performance at 

PT. Rahayu Permai, albeit in opposite directions. Job stress, as expected, has a detrimental effect on performance, likely 

due to increased mental fatigue, lower motivation, and reduced focus among employees. These findings are consistent 

with the stress-performance model, which suggests that excessive stress impairs cognitive functioning and work 

efficiency. In contrast, a supportive and comfortable work environment fosters better interpersonal communication, 

collaboration, and job satisfaction—all of which contribute to higher performance levels. This supports the organizational 

behavior theory that a positive work environment can enhance both morale and output. 

 

3.6 Comparison with Previous Studies 

The results of this study align with the findings of several prior researchers. For instance, Irvianti et al. (2015) found that 

job stress negatively influences performance in high-pressure work environments. Similarly, Ni and Made (2017) 

concluded that physical and psychological aspects of the work environment have a significant impact on employee 

productivity. The current study corroborates these insights by demonstrating similar patterns in the context of an 

Indonesian private company. However, some divergence from international findings is noted, particularly in the 

magnitude of the effect of job stress, which may be attributed to cultural or organizational differences in stress tolerance 

and coping mechanisms. Overall, this study confirms the importance of managing both stress and work conditions to 

improve employee outcomes. 

3.7 Discussions 

The results of this study provide clear evidence that both job stress and the work environment significantly influence 

employee performance at PT. Rahayu Permai. The negative relationship between job stress and performance supports 

longstanding theoretical frameworks, including the Job Demand-Control Model, which suggests that excessive demands 

without sufficient support or control can hinder employee well-being and effectiveness [37-38]. In this study, the 

regression analysis confirmed that increased levels of job stress are associated with a measurable decline in employee 

performance. Employees experiencing high stress may face challenges in concentration, decision-making, and motivation, 

which collectively reduce their capacity to meet performance standards. In contrast, the study found a positive and 

statistically significant relationship between the work environment and employee performance [39]. This finding aligns 

with previous literature indicating that a supportive, comfortable, and resource-rich environment contributes to higher job 

satisfaction, greater employee engagement, and improved task execution [40]. Elements such as organizational culture, 

leadership responsiveness, coworker collaboration, and physical working conditions are likely to have shaped employee 

perceptions of their work environment. When these conditions are favorable, employees are more likely to feel valued 

and motivated, which translates into higher productivity. 
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The strength of the model, as indicated by an R-squared value of 0.719, highlights the combined explanatory 

power of job stress and work environment in predicting performance. This suggests that nearly three-quarters of the 

variation in performance outcomes can be attributed to these two factors alone. It underscores the importance of 

addressing both psychological pressures and environmental conditions when developing human resource strategies. These 

findings are consistent with prior empirical studies conducted in various organizational settings. For instance, research by 

Irvianti et al. (2015) similarly concluded that job stress negatively impacts employee output, especially when related to 

workload overload and interpersonal conflicts [41]. Likewise, studies by Ni and Made (2017) and Gawron (2008) 

reinforce the idea that a conducive work environment defined by ergonomic, social, and psychological dimensions—can 

significantly enhance worker effectiveness [42-45]. However, the magnitude of these effects may vary depending on 

organizational culture, industry norms, and employee demographics. 

One particularly notable implication is that the relationship between job stress and performance may be more 

pronounced in environments with rigid hierarchies, tight deadlines, or poor managerial support. Conversely, a strong and 

positive work environment may buffer the adverse effects of stress, allowing employees to maintain higher levels of 

performance even when under pressure. This interaction effect, while not explicitly measured in the current study, 

suggests the need for more nuanced investigations in future research. In conclusion, the study affirms that managing job 

stress and cultivating a healthy work environment are critical components of organizational success. For PT. Rahayu 

Permai, this means adopting a dual strategy: mitigating sources of stress such as unclear job roles and excessive 

workloads, while simultaneously enhancing the physical and social dimensions of the work environment. These steps are 

not only essential for improving performance but also for fostering long-term employee retention, satisfaction, and 

organizational commitment. 

 

4. CONCLUSIONS  

This study aimed to examine the influence of job stress and the work environment on employee performance at PT. 

Rahayu Permai. The findings from the multiple linear regression analysis revealed that both variables significantly impact 

employee performance, with job stress showing a negative effect and the work environment having a positive effect. 

Specifically, as job stress increases, employee performance tends to decline, while improvements in the work environment 

are associated with enhanced performance outcomes. The model demonstrated strong explanatory power, with an R-

squared value of 0.719, indicating that approximately 71.9% of the variance in employee performance can be explained 

by the combination of job stress and work environment. From a managerial perspective, these findings have important 

implications. Human resource managers and organizational leaders should prioritize the identification and reduction of 

stressors in the workplace through proactive stress management strategies, workload balancing, and supportive 

supervision. At the same time, organizations should invest in improving the physical and social work environment by 

fostering open communication, ergonomic facilities, team collaboration, and leadership responsiveness. These steps can 

help create a more positive and productive atmosphere, leading to improved employee satisfaction, engagement, and 

performance. Despite the value of this study, there are certain limitations to consider. The research was conducted solely 

at PT. Rahayu Permai, which limits the generalizability of the findings to other organizations or sectors. In addition, the 

use of a quantitative design, while useful for identifying relationships among variables, does not capture the full depth of 

employee experiences. The reliance on self-reported data also introduces the potential for bias, such as social desirability 

or misunderstanding of the questionnaire items. Future research is encouraged to expand the scope by including multiple 

organizations across different industries to enhance generalizability. Employing a mixed-method approach that 

incorporates qualitative interviews could also offer richer insights into the underlying factors contributing to job stress 

and work environment perceptions. Moreover, future studies may consider integrating additional variables such as job 

satisfaction, leadership style, organizational culture, or employee engagement to develop a more comprehensive 

understanding of what drives employee performance in the contemporary workplace. 
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