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Abstract

This study tested the correlation between emotional intelligence on job performance and mediated by work
motivation of the employees of State-Owned Enterprise in Port and Maritime Management at Medan City. 60
respondent of State-Owned Enterprise in Port and Maritime Management at Medan City has selected according
to the number of the enterprise. Structural Equation Modelling was conducted to analyze the data to obtain both
a direct and indirect relationship between emotional intelligence and job performance. The result shows that
emotional intelligence significantly and positively affects the employees' work performance, where emotional
intelligence also significantly and positively affects the employees' job performance. However, the study
showed that emotional intelligence would directly influence the employees' job performance without mediating
by the employees' work performance.

Keywords: State-Owned Enterprise, Port and Maritime Enterprise, Emotional Intelligence; Work Motivation;
Job performance

1. Introduction

An enterprise is a tool of business to achieve its goals of seeking profit by selling the products or services to
the public. Indonesia has several State-Owned Enterprises. Currently, under the Ministry of State-Owned
Enterprises, Indonesia recorded 83 enterprises. Through its business activities, state-owned enterprises in
Indonesia are expected to contribute the economic development. In order to obtain profit in their business
activities, the state-owned enterprises must be well-performed, although the business conditions of each
enterprise cannot be forced to grow. Enterprise's performance can be seen from financial and non-financial
factors. Each entity of established and operating enterprises must have goals to be achieved, either for short-
term or long-term goals. The enterprise must achieve these goals to maintain the existence in business and not
be displaced by other competitors. One thing the company should do to survive in a tough competition is by
utilizing human resources.

Human resources are an essential asset in an organization because it controls the company by maintaining
and develops the company is facing the various demands of the times; therefore, human resources must be
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considered, maintained, and developed. An organization is said to be successful because of its affected by the
performance of employees. An organization will strive to improve the employees' performance so that the
company goals can be achieved. [1] define that the employees' performance is related to the responsibility,
sincerity, self-awareness, and professionalism to serve the organization. All those aspects are related to the
Emotional Intelligence of the employees' job performance. A high Emotional Intelligence will strive to solve
encountered problems and increase performance [2]. The research explains that emotional intelligence has an
important essential in improving employees' performance. When the employee possesses those aspects, the
performance and commitment will increase towards tasks in a work environment.

Several state-owned enterprises are locating in Medan City. One of the state-owned enterprises in Medan
City engaged in Port and Maritime Management. The appointment of Medan City as a location to locate the
enterprise is because Medan City is located in the Malacca Strait area, where this strait has a fairly high level of
activity. With the high level of activity, the enterprise is expected to improve the performance. The enterprise’s
performance must be supported by employees’ performance [3]. The enterprise’s performance can be seen in
Table 1. Within the last five years, the realization is still under the predetermined target. This condition requires
more good performance of the employees [4], so that the following years, the predetermined target can be
achieved.

Table 1. Performance Index

Y ear Tarpget (M) Eealization (%)
2019 04 42
2018 04 &0
2017 100 a4 30
2016 o423
2015 o419

Source: Company Profile

This study examined the relationship between emotional intelligence on job performance and mediated by
work motivation among employees of the State-Owned Enterprise in Port and Maritime Management in Medan
City. Concerning performance, the performance has been set for the employees has not reached the target. Prior
research found that Emotional Intelligence is related to the level of performance on performance [5] and work
motivation on performance [6]. From prior research, it is necessary to study the relationship of Emotional
Intelligence through the motivation of work among employees to improve the employees' job performance. The
increasing performance of employees will drive the corporation to be more competitive and maintain its
existence. Thus, this study was implemented to ensure the link of emotional intelligence on job performance and
mediated by work motivation among employees of the State-Owned Enterprise in Port and Maritime
Management in Medan City.

2. Material And Method
A. Emotional Intelligence

The concepts of emotional treating and understanding as a main ability of people [7]. The concept of
emotional intelligence tends to have a good level of performance [8]. The popularity of emotional intelligence
has been increasing and appear in the various definition. In recent theory and research, emotional intelligence
contributes to the job performance of employees. From this perspective, the concept of emotional intelligence
suggested that employees' higher emotional intelligence modulate the employees' emotions to increasing their
performance at work. To support the theory of emotional intelligence, Joseph & Newman (2010) stated that
emotional intelligence is worthwhile related to job performance theoretically. The relationship of emotional
intelligence and job performance is strengthened through conceptual arguments that indicate that employees can
identify and acknowledge the co-workers, subordinates, and superior if they have high emotional intelligence
[9], [10]. [11]stated that the employee who is fell under pressure and follows the rules with high sensitivity and
compliance needs support and encouragement. As a variable, emotional intelligence (EI) directly and indirectly
influences employee work behaviour, including job performance. The theory was strengthened by the affective
events theory [12], [13].

B. Employees’ Work Motivation

Motivation is an individual voluntary involvement to perform a task [14]. Meanwhile, [15] defines
that motivation as the individual willingness to promote a high level of effort to the organization's goals. In a
corporation, the employees with high motivation will achieve good performance in work. The working
environment influences the employee's motivation to work [16]. Work motivation is influenced by the
relationship among employees. Work motivation is related to job performance, which means if an individual has
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the high motivation, the individual will give the best to the organization [6]. According to those research,
motivation comes from one's desires in performing a task or activity. Employees tend to be motivated to do
something to achieve their eagerness.

C. Employees’ Job Performance

Job performance is employees' behaviour to promote organizational goals. Job performance is a universal
concept of the effectiveness of an organization, part of an organization, and its employees based on
predetermined standards and criteria. Generally, employees' performance in the result that achieved by an
employees at workplace that applies to a particular work. Employees performance is a contribution of
employees in organization [17]. It was confirmed in many studies while examining the job performance of an
employee [18]-[24]. Those studies examine the relationship of employees' job performance on an organization.
The relationship among employees is one of the successful to maximizing employees' job performance [23].
Leaders can influence the employees' job performance and the organization's success, and well-performing
employees can be assets in the organization [25]. In improving the performance, performance can be affected by
the following factors, that is: motivation, education, ability, skill, knowledge, workplace, leadership, work
relationship, and income. Furthermore, employees' standard performance can be seen from output quantity,
output quality, work attendance, and attitude [17].

H1: Emotional intelligence positively and significantly affecting the employees’ work motivation.
H2: Emotional intelligence positively and significantly affecting the employees’ job performance.
H3: Employees work Motivation positively and significantly affecting the employees’ job performance.

H4: Emotional intelligence positively and significantly affecting the employees’ job performance through
employees’ work motivation.

Work
Motivation
Emotional
Intelligence
¥
Job
Performance

Figure 1 Research Framework of the link of emotional intelligence on work motivation and job performance
3. Research Methodology

This research conducted a quantitative method that obtained data both statistically and describes it better to
understand the observed variables better. Furthermore, a questionnaire for data collection was conducted. The
questionnaire design was developed and modified based on the observed variable following the previous
research such as; emotional intelligence, spiritual intelligence, work motivation, and job performance using the
5-Likert scale suggested by the experts [26] ranging from strongly agree = 5 to disagree = 1 strongly. This
research using the State-Owned Enterprises in Port and Maritime Management at Medan employees as the
respondents. A total of 60 respondents were selected according to the number of employees in the company, as
shown in table 2.

Table 2. Respondent Profile

Profile Frequency Y
Gender

Male 26 434
Female 34 56.6
Total 60 100.0
Age

< 30 2B 46.7
31 -40 24 40
41 - 50 6 10
= 50 2 333
Total 60 100.0
Education Level

Diploma 7 11.67
Degree 47 TRB.33

Masters

4
Others 2 3.33 9695
Total (] 100.0
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Source: Owned Research

This research conducted structural equation modelling to test the research model and research hypothesis
using the SmartPls 2.0. According to experts' suggestions, partial Least Square considered analyzing the
structural equation modelling [27], [28]. Furthermore, for the small samples in the social sciences field, the
Partial Least Square to analyze a structural model is an adequate tool [27]. Therefore, this research conducted
the Partial Least Square as a tool to analyze research data. Firstly, before testing the research hypothesis, test
data validity and reliability are required. The questionnaire was recollected, tabulated into data excel, and
continued to analyze using the pls algorithm. The results obtained in table 2 shows that the model is recognized
through internal consistency of reliability, convergent validity, and discriminant validity [29].

Table 3. Results of Measurement Model

Construct Loadingg  AVE CR  Converpent Reliability
Emotional Intelligence (EI) 0,771 - 0861 0,668 0800 Satisfactory
Work Motivation 07950882 0705 0827 Satisfactory
Job Performance 0,;712-0862 0631 0774 Satisfactory

Source: Owned Research

Internal consistency shows whether the items in this study are reliable and verified through composite
reliability [30], and composite reliability is also called Cronbach Alpha [31]. A composite reliability value must
more excellent than 0,7 [29]. The study resulted that all constructs reached the composite reliability value;
Emotional Intelligence (0,800), Spiritual Intelligence (0,788), Work Motivation (0,827), and Job Performance
(0,774), as shown in table 2. According to experts’ suggestion to measure the satisfactory convergent validity,
the value of construct must show that average variance extracted (AVE) must achieve 0,5 [29]. The study
resulted from Average Variance Extracted of Emotional Intelligence (0,668), Spiritual Intelligence (0,651),
Work Motivation (0,705), and Job Performance (0,651); thus, the convergent validity was supported.

Work

0 _'59% Motivation
Emotional =
n
Intelligence o0

g ¥
Job
Performance

Figure 2 Result of Research Data Analyisis

Table 4. Discriminant Validity (Fornell — Lacker Criterion)

Construc Emnotional Itelligence Job Wark
(El) Performance | Mofivation
Emotional ntellgence (EI) 0417
Job Performance 0,500 0,7%
Work Motivation 0.3% 0.3l 804

Source: Owned Research

Discriminant validity indicates the low relationship between desired construct measurement and another
construct [28], [32]. Partial least square (PLS) measurement denotes the proportion of square correlation among
the construct and variance extracted [33]. This study resulted discriminant validity measurement value
emotional intelligence (0,817), Job performance (0,796) and work motivation (0,804). All those measurements
indicate the value is higher than the correlation construct and the measurement model is satisfactory [33].
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As mentioned above, this research conducted Partial Least Square to test the hypothesis. Hypothesis testing
in this study was conducted in direct and indirect influence. The hypothesis testing in this study using critical
ratio (CR) criteria > 1,96 and the p-value < 0,05 (Hair et al., 2006). This study shows the summary of hypothesis
testing (Table 5).

Table 5. Results of Hypothesis Testing

Hypothesis | Theeshold | p- Critical pevalue | Decision
CR value Ratio tesult
Result

Direct Effect

El 2 WM kX 0,003 | Accepted
El 2 P 1,96 0,03 2963 0,000 | Accepted
WM > IP 0,863 0389 | Rejected
Indirect Effect

El & WM =3 1,96 0,05 0,796 0426 | Rejected
P

Source: Owned Research

The result of the hypothesis result for direct effect among variables was performed in Table 5. The result
shows that emotional intelligence has a positive (2,963) and significant (0.009 < 0,05) impact on work
motivation, indicating that the better employees emotional intelligence, the higher work motivation of
employees, supporting H1. Emotional intelligence positively (2,551) and significantly (0,009 < 0,05) influenced
job performance, thus supporting H2. Work motivation has positive (0,863) but insignificant (0,389 > 0.05) on
job performance (H4). Meanwhile, for the indirect effect, the result shows that Work Motivation as a mediation
variable of Emotional Intelligence on Job Performance is 0,796 < 1,96 with a significance value of 0,426 > 0,05.
It indicates that Work Motivation is not a mediation variable for the effect of Emotional Intelligence on Job
Performance (H5).

4. Result And Discussion
A. Emotional Intelligence on Employees Work Motivation

The relations between emotional intelligence and motivation have occurred in the research [34], [35]. This
research explores the concept of emotional intelligence and works motivation. Motivation is often defined as a
driving factor of the employees to fulfil their needs and desires to carry out their work activity in the workplace.
Motivation developed a meaningful construct in the workplace [36]. In managing the employees' motivation,
positive emotional intelligence is needed because emotional intelligence and motivation are related to improving
performance [37]. Several research hypothesis developed to test the [38] and declares that emotional intelligence
has a motivation component [39]. This research also developed to test the relationship between emotional
intelligence and motivation and resulted that emotional intelligence is related to improve the employees'
performance.

B. Emotional Intelligence on Employees’ Job Performance

In the work environment, the employees face various problems and challenges: intense competition, job
demands, an uncomfortable workplace environment, and relationship problems among employees. Those
problems require more than intellectual abilities; emotional intelligence is also needed. In particular, employees
need a high emotional intelligence in the organizational environment because in organizational, employees need
to interact with each other. If employees can solve the problem in the work environment related to their positive
emotions, they will be able to increase their performance [36]. Good emotional intelligence is believed that
employees will increase their performance and develop good work [11]. Those previous research supported this
result that emotional intelligence supported the employees to increase their performance.

C. Employees’ Work Motivation on Job Performance

Analysis of the link of motivation on performance is expected to improve the employees and organizational
performance. Analyzing the concept of motivation on performance will contribute to the sustainability of good
performance. A concept of motivation and performance according the theory of motivation expressed by [40] t
that is: Achievement, Power and Affiliation. Analyzing the link of motivation on job performance in this
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research resulted in an insignificant employee motivation effect on employees' job performance. The result
supported by prior research resulted that if employees can manage their motivation, they can improve the
performance and vice versa [36].

D. Emotional Intelligence On Job Performance Mediation Variables Of Work Motivation

This research resulted that the variable of wok motivation is not mediating the link between emotional
intelligence and job performance to the employee of State-Owned Enterprise in Port and Maritime Management
at Medan City. In this current research, to improve the employees’ job performance, emotional intelligence is
significantly affecting the employees’ job performance rather than mediated by work motivation. This result
indicates that in addition to improving the employees’ job performance, the employees need to increase
emotional intelligence. To explain the distinction in the link of emotional intelligence on job performance is in
the mediation variable. The direct and indirect result of this research determines changes in the performance of
employees as seen from improving the eagerness of employees on increasing job performance [18].

5. Conclusion And Limitation

This study provides several theoretical implications for the development of Human Resources Management
in increasing the Job Performance of employee-related to Emotional Intelligence and Work Motivation. In this
study, the researcher found that emotional intelligence plays an essential role in increasing employees' job
performance. The increasing employee performance caused by the high level of employees' emotional
intelligence supports the employees' job performance [5]. Employees with positive emotions tend to maintain
their performance [36]. The company is expected to be able to maintain and improve the employees' emotional
intelligence. To maintain and improve the employees' emotional intelligence, the company can provide self-
development training, material and in-material support, and motivation. The company is expected to create a
conducive atmosphere in the work environment. Besides the employees themselves, the organization also has an
essential role in motivating the employees to increase their performance. Motivation in an organization is related
to employees' performance, which means that employees with high motivation will increase the performance
and are willing to give the best in the organization [6]. However, in this study shows that the employees are not
motivated to improve their performance. This might be happened if the employees' have happened motivation is
not formed from an employee's attitude in dealing with work environment situations. This study also improved
the employees’ performance; emotional intelligence is more effective when it is directly associated with
employees’ performance than through work motivation. This result might happen because the employees can be
focused on controlling their emotions and self-development without associated with a motivation that supports
the increase of employees’ job performance.

This study is not without limitations, some of the limits of this study could be improved by future study. The
study has a limited sample scope because it only focuses on the employees of State-Owned Enterprise in Port
and Maritime Management at Medan City and may not generalize to other areas. In this study, emotional
intelligence is positively affected by employees' job performance. Future studies can be carried out in State-
Owned Enterprises across the nation in operating Port and Maritime Management to increase its generalization.
Another point, the measurement of all variables using questionnaire and researcher, is not fully able to answer
the respondent's honest and accurate answer. This measurement is prone to emergence bias or measurement
error. In practice, this study sends a message to the management state-owned enterprises in Medan City engaged
in Port and Maritime Management to increase employees’ performance. Motivation is an essential factor in
increasing employee performance [36], [41]. More specifically, the increase of motivation will increase the
employees’ performance. A recent study allows enterprises to comprehend the association between emotional
intelligence and work motivation to improve employees’ job performance.
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