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Abstract. This research aims to obtain (1) a description of the level of job satis-

faction, (2) a description of the level of emotional intelligence, (3) a description 

of the level of employee performance, (4) the influence of job satisfaction on 

employee performance (5) the influence of emotional intelligence on perfor-

mance employees, and (6) the influence of job satisfaction and emotional intelli-

gence on employee performance. This research uses quantitative methods. The 

sampling technique used was a saturated sample with 74 people. The data analy-

sis technique uses multiple linear regression using SPSS 25.0 for Windows com-

puter software. The research results show that (1) job satisfaction is in the very 

high category, (2) emotional intelligence is in the high category, (3) employee 

performance is in the high category, (4) job satisfaction has an influence on em-

ployee performance, (5) intelligence emotions have an influence on employee 

performance, (6) job satisfaction and emotional intelligence simultaneously in-

fluence employee performance. 
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1 Introduction 

Human resources are an important factor in determining the success of a company or 

organization in achieving its goals because whether a company is successful or not in 

achieving its objectives depends on the capabilities of its human resources [1]. A good, 

advanced, and growing organization will focus on human resources to carry out its 

functions ideally, especially when facing the ongoing movement of environmental 

change [2]. According to Rivai in [3], human resources are the most complex company 

problem because they can cause other resources to function to create efficiency and 

effectiveness and increase company productivity. Employee performance is a problem 

that is often encountered in private and public companies [4]. Problems regarding em-

ployee performance are often found in private and public companies [5] 

In general, performance is defined as a person's internal success. in carrying out a 

job. [6] stated that performance is evidence of a person's success in a task. Performance 

is a process of how work takes place to achieve work results. However, the work results 

also show performance [7]. Job satisfaction results from a person's thoughts, feelings, 

and behavioral tendencies, which result in a person's behavior toward work [8]. 
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Employee performance is a problem that is often encountered in private and public 

companies [4]. Problems regarding employee performance are often found in private 

and public companies [5]. Job satisfaction factors positively influence performance; in 

this case, employees need to be satisfied to provide good performance for the company 

[9]. Job satisfaction helps employees feel satisfied and comfortable at work, while job 

performance is a way to show their abilities or performance at work [10]. 

Every employee in a company needs to be satisfied at work, which can also impact 

employee performance. This aligns with the opinion [11] that job satisfaction causes 

increased performance to make satisfied workers more productive at work. Job satis-

faction describes a person's attitude towards work, which shows the contrast between 

employees' compensation and the amount they believe they should get [12]. Every per-

son who works wants satisfaction from their place of work. Job satisfaction can have 

an impact on productivity, which managers hope for. Therefore, managers must under-

stand what must be done to foster a sense of satisfaction with the results of their em-

ployees' work [7]. 

Problems regarding employee performance cannot be separated from those of one 

of the companies operating in the livestock and food sector, namely PT. Agro Surya 

Perkasa is a company that started a business by opening an aqiqah and catering services 

under the Rumah Aqiqah brand in September 2004. This company still does not have 

consistent employee performance because it often experiences a decline in employee 

performance. This needs to be a concern for the company to be able to manage and 

improve the performance of PT employees. Agro Surya Perkasa. 

[13] discusses the influence of emotional intelligence on employee performance. He 

said that highly emotional intelligence employees can more easily adapt to change, 

work in teams, resolve conflicts, and manage stress. This can increase productivity and 

overall work performance. Emotional intelligence can contribute to improving work 

relationships, which represents an important element in effective leadership, just as 

emotional intelligence must be controlled carefully because it can affect improving or-

ganizational performance. 

Research conducted by [14] shows that job satisfaction can be a major factor in mo-

bilizing better employee performance by providing relevant support for efforts to im-

prove employee performance, such as employee training and coaching. In addition, re-

search conducted by [15] stated that the relationship between job satisfaction and em-

ployee performance was positive and significant; if employee job satisfaction increases, 

their performance will also increase. Because high job satisfaction will result in optimal 

performance, low job satisfaction tends to result in less than optimal performance. 

On the other hand, [16] say that companies need to add emotional intelligence to 

recruit and select employees because individuals with high emotional intelligence can 

predict better work performance. Besides that, companies need to have training and 

development to increase employees' emotional intelligence, and improving individual 

performance will influence company growth. Research conducted by [17] shows that 

the discovery of a relationship between emotional intelligence and performance through 

empirical analysis shows that individual emotional intelligence is important for  the 

company's success because this ability helps employees better understand the surround-

ing environment. Hence, they know how to behave and respond to all situations. 
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Based on the background described above, this research aims to determine the influ-

ence of job satisfaction and emotional intelligence on employee performance at PT. 

Agro Surya Perkasa Bandung. 

2 Methods 

This research used an organizational behavior approach to analyze how job satisfaction 

and emotional intelligence affect employee performance at PT. Agro Surya Perkasa 

Bandung. The research object as an independent (exogenous) variable in this research 

is job satisfaction (X1), which consists of work itself, pay, promotion opportunities, 

supervision, and co-workers. Another independent variable is emotional intelligence 

(X2), which consists of self-awareness, self-regulation, motivation, empathy, and social 

skills. This research's dependent (endogenous) variable is employee performance (Y), 

which consists of quality, quantity, timeliness, and cooperation. 

2.1 Types and Methods of Research 

The type of research used is descriptive and verification research with quantitative re-

search methods. The types of data and data sources consist of primary and secondary 

data related to job satisfaction, emotional intelligence, and employee performance. 

2.2 Population and Sample 

The population of this research is all employees of PT. Agro Surya Perkasa, totaling 

Seventy-four people, were treated as saturated samples. 

3 Results and Discussion 

3.1 Verification Test 

Normality Test. The normality test is needed to test whether or not the confounding 

or residual variables have a normal distribution in the regression model [18]. The 

correct regression model will have a normal distribution or statistical data distribution 
on the diagonal axis of the normal distribution graph [19]. The output of the normality 

test for job satisfaction and emotional intelligence on employee performance can be 

seen in Fig. 1 below. 
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Fig. 1. Normality Test Output 

Based on figture above, it can be seen that the data is spread around the diagonal line 

and follows the direction of the diagonal line. Therefore, the data is normally distrib-

uted. Apart from the normality test using the normal probability plot, a normality test 

was also carried out using the Kolmogorov-Simonov Test. This aims to support or 

prove the results of the graph normality test that was carried out previously. In the Kol-

mogorov-Simonov Test, data is said to be normally distributed if the significance is 

above 0.05. Conversely, if the significance is below 0.05, it can be said that the data is 

not normally distributed. 

Linearity Test. A linearity test is carried out with the aim of fit, and there is a relation-

ship between job satisfaction and employee performance. Regression can be used to 

predict employee performance. So, it can be concluded that the data meets the linearity 

assumption. The linearity test was also carried out on the emotional intelligence varia-

ble on employee performance. The overall emotional intelligence model is fit, and there 

is a relationship between emotional intelligence and employee performance, and re-

gression can be used to make predictions of employee performance. So, we can con-

clude that the data meets the linearity assumption. 

Heteroscedasticity Test. The heteroscedasticity test aims to test whether, in the regres-

sion model, there is unequal variation in the residuals from one observation to another 

[19]. Whether there are symptoms of heteroscedasticity or not can be seen through the 

scatterplot graph in Fig. 2 below. 
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Fig. 2. Heteroscedasticity Test Scatterplot 

The data shows distribution does not form certain patterns and spreads above and 

below the number 0 on the Y axis, and the data does not collect only above or below. 

So, it can be concluded that this regression model does not have symptoms of hetero-

scedasticity or that this regression model meets the heteroscedasticity assumption. 

Apart from using scatterplot graphs, a way to determine whether there are symptoms 

of heteroscedasticity can be tested using the Glejser method, namely by compiling a 

regression between the absolute value of the residual and the independent variables. 

The job satisfaction variable has a significance value of 0.188, and the emotional intel-

ligence variable has a significance value of 0.558. This means that the two significance 

values are greater than 0.05. So, it can be concluded that this regression model does not 

have symptoms of heteroscedasticity; in other words, it has met the heteroscedasticity 

assumption test. 

Multicollinearity Test. The multicollinearity test aims to test whether there is a corre-

lation between the independent variables in the regression model because a good model 

should not correlate with the independent variables [19]. The multicollinearity test was 

conducted by looking at the tolerance value and Variance Inflation Factor (VIF) from 

the analysis results using SPSS. If the tolerance value is higher than 0.05 or the VIF is 

smaller than 10, it can be concluded that multicollinearity does not occur. The VIF 

value of job satisfaction and job insecurity is 1.491 each, which means the VIF value is 

<10.00. Meanwhile, the tolerance value of job satisfaction and job insecurity, respec-

tively, is 0.671, which means the tolerance value is > 0.10. Therefore, it can be con-

cluded that this regression model does not have symptoms of multicollinearity. 

3.2 Verification Analysis Using Multiple Linear Regression 

The results of the regression coefficients with the help of the SPSS 25.0 for the Win-

dows program can be obtained as follows. If job satisfaction (X1) increases by one unit 

and other variables are constant, employee performance (Y) will increase by 0.551. The 

regression coefficient value X2 (b2) is 0.141, which indicates that the variable X 2 has 

a positive value. This shows a positive relationship, meaning job satisfaction has a uni-

directional relationship with employee performance. If emotional intelligence (X2) in-

creases by one unit and other variables are constant, employee performance (Y) will 

increase by 0.414. 



896             R. Purnama et al.

3.3 Analysis of the Coefficient of Determination Partial Hypothesis Testing 

(T-Test) 

The t-statistical test aims to show how much influence an independent variable has in 

explaining the dependent variable [19].  The results show that the correlation coefficient 

(R) is 0.797. Meanwhile, the KD value obtained based on calculations is 63.5% job 

satisfaction on employee performance and emotional intelligence on employee perfor-

mance, showing meaning that job satisfaction has a partial influence of 63.5% on em-

ployee performance, and the remaining 36.5% is influenced by other factors not exam-

ined in this research. 

The correlation coefficient (R) is 0584. Meanwhile, the KD value obtained based on 

calculations is 34.1%, which shows that emotional intelligence has a partial influence 

of 34.1% on employee performance, and the rest, 65.9%, was influenced by other fac-

tors not examined in this study. 

3.4 Hypothesis Testing 

The t table value is 1.983, which is obtained from the significance level of 5% and the 

degree of freedom df = n–k = 74-3 = 71. This means that if t count > t table or 8.142 > 

1.996, Ha is accepted, meaning job satisfaction significantly affects employee perfor-

mance. The calculated t value for emotional intelligence is 2.228, and the t table is 

1.996. This means that t count > t table or 2.228 > 1.996, so Ha is accepted, which 

means that emotional intelligence significantly affects employee performance. 

3.5 Simultaneous Hypothesis Testing (F Test) 

The F statistical test aims to show whether all the independent variables included in the 

model influence the dependent variable. The results show that the calculated F value is 

68.651 with a p-value (sig) of 0.000. The significance level is 0.05 with degrees of 

freedom df 2 = nk = 74-3 = 71 and df 1 = k-1 = 3-1 = 2, then the F table is 3.12. It can 

be seen that the calculated F value > F table or 68.651 > 3.12 means Ha is accepted, 

which means that job satisfaction and emotional intelligence together have a significant 

effect on employee performance. 

4 Conclusion 

Based on the findings from this research using multiple linear regression analysis tech-

niques, it can be concluded that job satisfaction influences employee performance, and 

emotional intelligence influences employee performance. It is hoped that this research 

will be useful for various parties and help future researchers research job satisfaction, 

emotional intelligence, and employee performance. 



The Influence of Job Satisfaction and Emotional Intelligence on …             897

References 

1. Wirawan. Kepemimpinan : Teori, Psikologi, Perilaku Organisasi, Aplikasi Dan Penelitian. 

(Rajawali Pers, Jakarta, 2014). 
2. Arifudin, O. ANALISIS BUDAYA ORGANISASI DAN  KOMITMEN ORGANISASI 

KARYAWAN BANK SWASTA NASIONAL DI KOTA BANDUNG. Jurnal Ilmiah Ma-

najemen, Ekonomi, & Akuntansi (MEA) 4, 73–87 (2020). 

3. Hamid, S. Manajemen Sumber Daya Manusia Lanjutan. (Deepublish, Yogyakarta, 2014). 

4. Hadi Senen, S., Sumiyati, S. & Masharyono, M. The Effect of Skill Variety, Task Identity, 

Task Significance, Autonomy and Feedback on Job Performance. in Global Conference on 

Business, Management and Entreupreuneurship 585–588 (Atlantis Press, 2016). 

doi:10.2991/GCBME-16.2016.108. 

5. Putra, P. N. & Rustono, A. PENGARUH BUDAYA ORGANISASI DAN MOTIVASI 

KERJA TERHADAP KINERJA KARYAWAN PT TELEKOMUNIKASI INDONESIA 

WITEL BANDUNG THE IMPACT OF ORGANIZATIONAL CULTURE AND WORK 

MOTIVATION ON EMPLOYEE PERFORMANCE OF PT. TELEKOMUNIKASI 

INDONESIA WITEL BANDUNG. in e-Proceeding of Management 1812–1819 (2018). 

6. Lawler, E. J. & Porter, L. W. The Effect of Performance on Job Satisfaction. Industrial 

Relations: A Journal of Economy and Society 7, 20–28 (1967). 

7. Wibowo. Manajemen Kinerja. (RajaGrafindo Persada, Jakarta, 2018). 

8. Vecchio, R. P. Organization Behavior. (The Dryden, Fort Worth, 1995). 

9. Badrianto, Y. & Ekhsan, M. Effect of Work Environment and Job Satisfaction on Employee 

Performance in PT. Nesinak Industries. Journal of Business Management and Accounting 

2, 85–95 (2020). 

10. Tala Helmi & Abunar, M. THE IMPACT OF JOB SATISFACTION ON EMPLOYEE JOB 

PERFORMANCE. PalArch’s Journal of Archaeology of Egypt / Egyptology 18, 510–520 

(2021). 

11. Pandi Afandi. Concept & Indicator Human Resources Management for Management Re-

seacrh. (Deepublish, Yogyakarta, 2016). 

12. Robbins, S. P. et al. Organisational Behaviour. (Prentice Hall, New York, 2003). 

13. Goleman, D. Emotional Intelligence . (Gramedia Pustaka Utama, Jakarta, 2015). 

14. Siengthai, S. & Pila-Ngarm, P. The interaction effect of job redesign and job satisfaction on 

employee performance. Evidence-based HRM 4, 162–180 (2016). 

15. Hajizadeh, A., Zamanzadeh, V., Kakemam, E., Bahreini, R. & Khodayari-Zarnaq, R. Fac-

tors influencing nurses participation in the health policy-making process: a systematic re-

view. BMC Nurs 20, 128–138 (2021). 

16. Dhani, P. & Sharma, T. Effect of Emotional Intelligence on Job Performance of IT employ-

ees: A gender study. Procedia Comput Sci 122, 180–185 (2017). 

17. Mishra, P. S. & Mohapatra, A. K. D. Relevance of Emotional Intelligence for Effective Job 

Performance: An Empirical Study. Vikalpa: The Journal for Decision Makers 35, 53–61 

(2010). 

18. Siregar, S. Statistik Parametrik Untuk Penelitian Kuantitatif : Dilengkapi Dengan Perhi-

tungan Manual Dan Aplikasi SPSS Versi 17. (Bumi Aksara, Jakarta, 2013). 

19. Ghozali, I. Aplikasi Analisis Multivariate Dengan Program IBM SPSS 25. ( Badan Penerbit 

Universita Diponogoro, 2018). 



898             R. Purnama et al.

Open Access This chapter is licensed under the terms of the Creative Commons Attribution-
NonCommercial 4.0 International License (http://creativecommons.org/licenses/by-nc/4.0/),
which permits any noncommercial use, sharing, adaptation, distribution and reproduction in any
medium or format, as long as you give appropriate credit to the original author(s) and the
source, provide a link to the Creative Commons license and indicate if changes were made.
        The images or other third party material in this chapter are included in the chapter's
Creative Commons license, unless indicated otherwise in a credit line to the material. If material
is not included in the chapter's Creative Commons license and your intended use is not
permitted by statutory regulation or exceeds the permitted use, you will need to obtain
permission directly from the copyright holder.

http://creativecommons.org/licenses/by-nc/4.0/

	The Influence of Job Satisfaction and Emotional Intelligence on Employee Performance



