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This research was conducted at PT. Vasthu 

Gemilang Sejahtera Abadi with the aim of 

analyzing and explaining the influence of job 

stress and work environmenton employee perfor

mance, mediated by Job motivation. This study 

employed a quantitative descriptive method, wit

h data collected through questionnaires and inter

views. The population consisted of 71 employees

/respondents, and a census technique was used 

for sampling. The data analysis results show that 

the work environment has a positive and 

significant effect on both motivation and 

employee performance, while job stress does not 

have a positive and significant effect on 

motivation and employee performance. Furtherm

ore, based on the path analysis results, job 

motivation mediates the effect of job  stress on 

employee performance but does not mediate the 

effect of the work environment on employee 

performance at PT. Vasthu Gemilang Sejahtera 

Abadi. Data collection was conducted through a 

survey using a Likert scale as the measurement 

instrument. Data analysis was carried out using 

Structural Equation Modeling (SEM) with the 

SMARTPLS 4.0 software 
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INTRODUCTION 
In the current era of globalization and free markets, every company is 

confronted with an increasingly uncertain business environment and intense 
competition to become the best in their industry. To face this competition, 
companies are required to improve performance across all aspects of the 
organization, including marketing, finance, production, and human resources 
(Khalilulloh et al., 2023). Human Resources (HR) are a critical production factor 
that significantly contributes to the achievement of organizational goals (Riyanto, 
Endri, & Herlisha, 2021). It is essential for every company to cultivate exceptional 
employee performance in order to drive organizational growth. Consequently, 
companies must develop the capability to foster and enhance performance within 
their operational environment. Organizations should prioritize employee 
performance as a means of increasing profitability. Therefore, it is vital for 
companies to focus on their employees, ensuring their comfort and well-being, as 
these factors directly impact their performance (Nisar & Rasheed, 2020). The work 
environment plays a significant role in employee performance, in line with the 
argument by Supriyanto et al. (2020), who state that the work environment is one 
of the key aspects contributing to performance improvement. The work 
environment contributes to employee performance, as noted by Supriyanto et al. 
(2020), who argue that the work environment is one of the key factors influencing 
performance improvement. Employee performance refers to the outcome of task 
execution, whether it involves physical/mental or non-physical/non-mental 
activities (Sumitra et al., 2023). A conducive work environment and a high level of 
work discipline significantly contribute to enhanced performance. Human 
resources contribute to the organization primarily through their performance. 

According to Chanderson & Suprastha et al. (2020), work motivation is a 
process of externally influencing or encouraging an individual or group of 
workers to carry out predetermined tasks. Similarly, Oley et al. (2021) define work 
motivation as a set of attitudes and values that influence individuals to achieve 
specific goals aligned with their personal objectives. Sugiarto & Nanda et al. (2020) 
state that work-related stress has an impact on employee performance, and that by 
improving conditions related to work stress, employee performance is expected to 
increase, thereby enabling the organization to achieve its goals. 
 

Table 1. Employee Performance Evaluation at PT. Vasthu Gemilang Sejahtera 
Data for Every Three Months in 2024 

No. Month Achievement 

Percentage 

1 June 69% 

2 July 64% 

3 August 61% 

Average 64,67% 

Source: PT. Vasthu Gemilang Sejahtera, 2024 
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 Based on the table above, out of 100%, June reached 69%. In June, the achi
evement level stood at 69%, which is the highest value among the three observed 
months, this indicates that: (1) Most work targets or performance 
indicatorswere achieved. (2) Team or individual performance was likely still stab
le. 
 Suppo $rting facto $rs such as mo $tivatio $n, wo $rk enviro $nment, and wo$rklo $ad 
may still be within reaso $nable limits. In July, the rate was 64%, indicating a 
decrease o$f 5 po $ints co $mpared to$ the previo$us mo $nth. This decline may be 
attributed to$ increased wo$rk pressure o$r stress, issues in team co$o$rdinatio $n, 
o $peratio$nal o $r technical disruptio$ns, o $r declining emplo $yee mo $tivatio$n. Emplo $yee 
turno$ver data is o $ne o$f the key indicato $rs fo$r assessing emplo $yees’ perceptio $ns o $f 
jo $b stress thro$ugh wo $rkfo $rce stability. 
 
LITERATURE REVIEW 
Job Stress 

Jo $b stress is a level at which emplo$yees feel their jo$b is threatened and they 
are po$werless to$ do$ anything abo $ut their po$sitio $n. The glo $bal perspective, based 
o $n the assumptio $n o$f jo$b insecurity, refers to$ co$ncerns abo$ut po$tential jo$b lo $ss as 
an indicato $r o$f a perso $n's jo $b stress in the future (Chandra et al., 2022). Indicato$rs 
o $f jo $b stress include behavio $r, marked by changes such as decreased pro$ductivity, 
increased absenteeism, and o$ther deviant behavio $rs in the wo$rkplace. 
O$rganizatio $nal facto $rs include wo $rking co $nditio $ns such as excessive wo $rklo $ad, 
tight wo$rk schedules, ro$le ambiguity, and rigid and unfriendly o$rganizatio $nal 
structures. Stress can arise due to$ excessive demands fro$m 
superviso $rs, high wo $rklo $ad, and limited time to$ co $mplete tasks (Deswarta et al., 
2021).  

Jo $b stress o $ccurs when emplo$yees experience tensio $n due to$ an imbalan 
ce between their ability to$ co$mplete wo $rk and the demands o$f the jo$b (Dewi et al., 
2014). Stress is described by Satrio $ (2015) as a reactio $n in the adaptatio $n pro$cess o $f 
individual differences and psycho$lo $gical pro$cesses resulting fro $m enviro $nmental 
actio$ns, situatio $ns, o $r events co $ntaining many physical and psycho $lo $gical 
demands. Acco$rding to$ satrio$ in (Paramita et al., 2016), indicato$rs 
o $f jo $b stress are physical sympto $ms, behavio $ral sympto $ms, psycho $lo $gical diso $rde
rs, task demands, and o$rganizatio $nal structure. Demero$uti et al. (2001) identified 
indicato$rs as: high demands: time pressure, wo $rklo $ad, ro $le co$nflict lo $w reso $urces
: so $cial suppo $rt, auto $no $my, training decreased (wo$rk engagement). 
Work Environment 

Acco$rding to$ Armansyah et al. (2020), the wo$rk enviro $nment is everythi 
ng aro $und emplo$yees that can affect their ability to $ carry o$ut assigned tasks. 
Indicato$rs o $f the wo$rk enviro $nment include: co $wo$rker relatio $nships such as 
harmo$ny and co $o$peratio $n amo$ng co $lleagues, and relatio $nships with superviso $ 
rs, including effective co$mmunicatio $n and suppo$rt fro$m superio$rs. Acco$rding to$ 
Santo $so $ et al. (2024), the wo$rk enviro $nment can generally be divided into $ two $ 
types: the physical wo $rking enviro $nment and the no$n-physical wo $rking enviro $n
ment (wo$rk atmo$sphere). The wo $rk enviro $nment is everything surro $unding 
wo $rkers that can influence them in perfo $rming their assigned duties. It is a critical 
co$mpo $nent when emplo$yees carry o$ut their wo$rk activities (Santo $so $ et al., 2024). 
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(Putri et al.,2023) states that, in general, the wo $rk enviro $nment is divided into $ two $ 
catego$ries: The physical wo $rk enviro $nment, which is the enviro$nment 
surro $unding the wo $rker that can directly o $r indirectly affect jo $b 
satisfactio $n. The psycho $lo $gical o $r no $n-physical wo $rk enviro $nment, which relates 
to$ wo $rk relatio $nships, including with co$mpany leaders, co $wo $rkers, and subo $rdin
ates. NIO$SH (1999) explains the indicato$rs o $f the wo$rk enviro $nment as: o$ccupatio $

nal safety and health, reaso$nable wo $rklo $ad, o $rganizatio $nal and so $cial suppo $rt, ca
reer develo$pment o$ppo $rtunities, and participatio $n in decisio $n making. (Afandi et 
al.,2018) defines the wo$rk enviro$nment as everything aro$und emplo$yees that can 
affect their perfo$rmance in carrying o$ut assigned tasks, such as the presence o$f air 
co$nditio $ning (AC), adequate lighting, and o$thers. 
Employee Performance  

Emplo $yee perfo$rmance is the o$utco $me o$f carrying o $ut tasks, whether 
physical/mental o $r no $n-physical/no $n-mental in nature. The purpo$se o $f emplo $yee 
perfo$rmance appraisal is to $ enhance mutual understanding between emplo $yees 
and management regarding perfo$rmance standards and expectatio $ns, to$ pro $perly 
ackno $wledge emplo $yee achievements, and to $ pro$vide emplo $yees with an 
o $ppo $rtunity to$ co $mmunicate their career aspiratio$ns and go$als (Wibo $wo $ et al., 
2021). Acco$rding to $ Sumitra et al. (2023), emplo $yee perfo $rmance is defined by the 
extent to$ which individuals co $ntribute to $ the o$rganizatio $n, including facto $rs such 
as quantity, quality, and timeliness. Maharani et al. (2021) state that key metrics to $ 
co$nsider in perfo $rmance evaluatio $n include wo $rk quality, wo $rk quantity, 
respo $nsibility, and teamwo $rk. Meanwhile, Harahap et al. (2020) identify 
perfo$rmance indicato$rs such as wo $rk quality, wo $rk quantity, independence, and 
wo $rk co$mmitment. 
Acco$rding to $ Prawiro $sento$no $ and Primasari et al. (2019), emplo $yee perfo $rmance 
refers to$ the wo$rk carried o$ut by a gro$up o $r within an o$rganizatio $n in acco$rdance 
with their respective respo$nsibilities and autho$rity. Bernardin and Russell (1993) 
explain that quality reflects perfectio$n o $r freedo$m fro$m erro$rs, while quantity 
refers to$ the amo$unt o$f wo $rk pro$duced within a specific perio $d o $f time. 
Job Motivation  

Mo $tivatio$n is defined as a need that drives actio $ns to $ward a specific go $al. 
Mo $tivatio$n is described as “the pro$cess by which behavio $r is energized and 
directed” (No$vita et al., 2022). The study fo $und a po $sitive and significant 
relatio $nship between jo $b mo $tivatio $n and emplo $yee perfo$rmance. Acco$rding to $ 
Ko$sali & Nabila et al. (2024), jo$b mo $tivatio $n theo$ries are divided into$ two$ gro $ups: 
the satisfactio$n theo$ry, which fo$cuses o $n internal facto$rs that reinfo$rce, direct, 
suppo $rt, and sto$p behavio $r; and the pro $cess theo$ry, which describes, analyzes, 
directs, maintains, and terminates individual behavio $r. The indicato $rs o $f jo $b 
mo $tivatio$n pro $po $sed by Ko $sali & Nabila et al. (2024) include respo $nsibility, 
achievement, self-develo$pment, and independence in actio$n. Frederick Herzberg 
(1959) identified key indicato$rs o$f jo $b mo $tivatio$n as: achievement, reco$gnitio $n, the 
wo $rk itself, respo $nsibility, and o $ppo $rtunities fo $r advancement. 
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Research Hypothesis 
Acco$rding to$ Lutfiah et al. (2023), a research hypo$thesis is a pro $visio $nal 

statement pro$po $sed by researchers as an initial answer to $ a research pro$blem, the 
validity o $f which will be tested thro$ugh data co$llectio $n and analysis. In addressing 
a pro$blem, it is essential to $ co $nstruct a co$nceptual framewo$rk to$ pro$vide a 
structured appro$ach to$ pro$blem-so $lving. The indicato $rs include: Clarity – the 
hypo $thesis must be fo $rmulated clearly, specifically, and in a testable manner; 
Theo$retical Basis – the hypo$thesis sho $uld be gro$unded in relevant theo$ries and 
previo $us research to$ ensure a so $lid scientific fo $undatio $n; Pro$visio $nal Nature – a 
hypo $thesis is a tentative assumptio $n that must be verified thro$ugh data; Based o$n 
Variables – as stated by Sugiyo $no $ et al. (2014), to$ develo $p a theo$retical framewo $rk 
and fo$rmulate a hypo$thesis, research variables must first be clearly defined; 
Measurable – the hypo $thesis must be testable using valid research metho$ds and 
data; and Relevance – the hypo$thesis must align with the research pro$blem and 
o $bjectives. 
The Influence of Job Stress on Employee Performance 

Acco$rding to$ Putri and Damayanti et al. (2024), Jo $b stress has a significant 
negative effect o$n emplo $yee perfo$rmance, where an increase in Jo$b stress leads to $ 
a decline in emplo $yee perfo$rmance. This co $nditio $n is o $ften asso $ciated with the 
psycho $lo $gical state o$f emplo $yees who $ feel threatened within the o$rganizatio $n o$r 
co$ncerned abo$ut their jo$b security in the future. Co$nversely, research by So $rmin et 
al. (2017) indicates that Jo$b stress has a significant po $sitive effect o$n emplo $yee 
perfo$rmance. At certain levels, Jo $b stress is co $nsidered necessary to$ mo $tivate 
emplo $yees to $ wo$rk harder. 
H1: Jo $b stress has a significant effect o $n emplo $yee perfo$rmance at PT. Vasthu 
Gemilang Sejahtera Abadi. 
The Influence of Work Environment on Employee Performance  

Acco$rding to $ Hasibuan, M. S. P. et al. (2017), a co $nducive wo $rk enviro $nment 
plays an impo $rtant ro$le in impro $ving emplo $yee perfo$rmance. When emplo $yees 
feel co $mfo$rtable bo $th physically and so $cially, they are mo $re fo $cused at wo$rk, feel 
appreciated and mo$tivated, and demo $nstrate greater lo $yalty and pro $ductivity. 
Research co$nducted by Suryadi and Yusuf (2022) sho $wed a po$sitive and 
significant result between the wo$rk enviro $nment variable and emplo $yee 
perfo$rmance.  
H2: The wo$rk enviro$nment has a significant effect o$n emplo $yee perfo$rmance at 
PT. Vasthu Gemilang Sejahtera Abadi. 
The Influence of Job Stress on Job Motivation 

Acco$rding to$ Ro $bbins, S. P., & Judge, T. A. et al. (2017), jo$b stress is a 
co$nditio $n o$f physical and mental tensio $n that arises when jo$b demands exceed the 
emplo $yee’s capacity, time, o$r available reso$urces. So $urces o $f stress can co$me fro$m 
deadline pressure, co $nflicts with co $lleagues o $r superviso $rs, heavy wo $rklo $ads, and 
ro$le ambiguity. Jo $b mo $tivatio $n is the internal o$r external drive that enco$urages a 
perso $n to$ achieve go $als in their jo $b. High mo $tivatio $n is characterized by 
enthusiasm, initiative, and a stro$ng desire to $ co$mplete wo$rk o $ptimally. 
H3: Jo $b stress has a significant effect o $n Jo$b mo $tivatio $n at PT. Vasthu Gemilang 
Sejahtera Abadi. 
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The Influence of Work Environment on Job Motivation 
Acco$rding to $ Ro $bbins & Judge et al. (2017), the wo $rk enviro $nment plays an 

impo $rtant ro$le in shaping emplo $yee behavio $r. A physically and psycho $lo $gically 
po $sitive enviro $nment increases mo$tivatio $n. A co$mfo $rtable physical enviro $nment 
(such as a clean ro $o $m, co$o $l temperature, and adequate lighting) makes emplo $yees 
feel at ease and fo$cused at wo$rk, thereby mo $tivating them to$ co$mplete their tasks 
effectively. Research results sho$w that the wo$rk enviro$nment, bo $th 
simultaneo$usly and partially, has a po $sitive and significant effect o$n emplo $yee Jo$b 
mo $tivatio$n (Nurul Amalia et al., 2021). 
H4: The wo$rk enviro $nment has a significant effect o$n Jo $b mo $tivatio $n at PT. Vasthu 
Gemilang Sejahtera Abadi. 
The Influence of Job Motivation on Employee Performance 

Acco$rding to$ Akbar, Nuryadi, and Zaman et al. (2024), their study 
demo$nstrates that jo$b mo $tivatio$n has a significant effect o$n emplo $yee 
perfo$rmance. Mo$tivatio $n in the fo$rm o $f rewards and develo$pment pro$grams has 
been sho $wn to$ impro $ve perfo $rmance. Furthermo$re, a suppo $rtive o $rganizatio $nal 
culture and transfo$rmatio$nal leadership style also $ po $sitively co $ntribute to$ 
emplo $yee perfo$rmance. Jo$b mo$tivatio $n significantly influences emplo $yee 
perfo$rmance bo$th directly and indirectly thro$ugh o $rganizatio $nal culture 
(Juliansyah, Prayitno $, & Muhtadin et al., 2024). 
H5: Jo $b mo $tivatio$n has a significant effect o$n emplo $yee perfo$rmance at PT. Vasthu 
Gemilang Sejahtera Abadi. 
The Influence of Job Stress on Employee Performance through Job Motivation 

Acco$rding to$ Ro$bbins & Judge et al. (2017), there is a type o$f Jo$b stress called 
eustress, which is healthy and challenging stress. This type o $f stress mo$tivates 
emplo $yees to $: 

1. Be mo$re fo$cused and alert. 
2. Respo $nd mo$re quickly to $ pro $blems. 
3. Feel challenged to $ demo$nstrate their best perfo$rmance. 

Thus, mo $tivatio $n increases when stress is perceived as a challenge rather than a 
threat. As co$ncluded in the study by Amelia and Aden (2021), Jo$b stress has an 
impact o$n emplo $yee perfo$rmance. 
H6: Jo$b Stress Influences Emplo $yee Perfo$rmance Thro$ugh Jo $b Mo$tivatio $n at PT. 
Vasthu Gemilang Sejahtera Abadi. 
The Influence of Work Environment on Employee Performance through Job 
Motivation 

Acco$rding to$ Hasibuan et al. (2017), a go $o $d wo $rk enviro$nment will create 
co$mfo $rt and high wo$rk enthusiasm, which ultimately increases perfo $rmance. 
Wo $rk mo $tivatio$n increases the perfo$rmance o$f mo $tivated emplo $yees who $ will: 

1. Wo $rk mo $re pro$ductively. 
2. Co$mplete tasks with high quality. 
3. Co$nsistently achieve wo$rk targets. 

Results: emplo $yee perfo $rmance impro $ves. Several studies sho $w that mo $tivatio $n 
impacts emplo $yee perfo$rmance (Lo$tu et al., 2022).  
H7: Wo$rk Enviro $nment Influences Emplo $yee Perfo$rmance Thro$ugh Jo $b 
Mo $tivatio$n at PT. Vasthu Gemilang Sejahtera Abadi. 
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Conceptual Framework 
 Based o$n the descriptio$n o $f the hypo$thesis develo $pment abo $ve, the research 
mo $del that can be ado$pted is as fo $llo $ws. 

 
Figure 1. Research Conceptual Framework 

Research Hypothesis 
H1: Jo $b stress has a significant effect o$n emplo $yee perfo$rmance. 
H2: Wo $rk enviro$nment has a significant effect o$n emplo $yee perfo$rmance. 
H3: Jo $b stress has a significant effect o$n Jo $b mo $tivatio$n. 
H4: Wo $rk enviro$nment has a significant effect o$n Jo $b mo$tivatio $n. 
H5: Jo $b mo $tivatio$n has a significant effect o$n emplo $yee perfo$rmance. 
H6: Jo $b stress affects emplo$yee perfo $rmance thro$ugh Jo $b mo $tivatio $n. 
H7: Wo $rk enviro$nment affects emplo $yee perfo$rmance thro$ugh Jo $b  

mo $tivatio$n. 
 
METHODOLOGY 

Data analysis can be defined as the pro $cess o$f gro $uping data based o$n 
variables and types o$f respo$nses, tabulating the data acco$rding to$ variables fro$m 
all respo $ndents, presenting the data fo$r each variable being studied, and 
perfo$rming calculatio $ns to $ test the pro $po $sed hypo$theses. The data fo$r this study 
were co$llected using a Go $o$gle Fo $rm questio$nnaire, which was distributed as 
primary data o $btained thro$ugh respo $nses fro $m emplo $yees o $f PT. Vasthu Gemilang 
Sejahtera Abadi. The questio $nnaire emplo $yed a Likert scale ranging fro $m 1 to$ 5, 
with the fo $llo $wing catego $ries: Stro $ngly Agree = 5, Agree = 4, Neutral = 3, Disagree 
= 2, and Stro$ngly Disagree = 1. 

Acco$rding to$ Nida et al. (2021), a measurement scale is a standardized 
agreement used as a reference to$ determine the length o $f intervals in a measuring 
instrument, so $ that when the instrument is applied, it pro $duces quantitative 
results. The respo $nses generated fro$m this instrument yielded o $rdinal data. The 
primary data, o $btained thro$ugh a Likert scale, were then analyzed using data 
analysis metho $ds appro $priate fo$r this study. 
An appro$priate sample size is typically five to $ ten times the number o$f indicato$rs 
o $r items in the questio $nnaire. Therefo$re, the minimum required number o $f 
respo $ndents (N) is 5 to $ 10 times the number o$f items used. 
 The characteristics o $f the respo$ndents in this study are as fo $llo $ws: 

1. Respo $ndents are active emplo$yees. 
2. Respo $ndents are aged between 21 and 50 years. 
3. Respo $ndents reside in West Kalimantan. 

 (Hair et al., 2021) This study uses Structural Equatio$n Mo$deling (SEM) o $r 
facto$r analysis. The research utilizes the SmartPLS 4.0 so $ftware. 
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Types and Sources of Data 
 In research, data plays an impo $rtant ro$le as a to $o $l fo $r testing hypo $theses 
and achieving research o$bjectives. A study must identify what types o$f data are 
needed and ho $w to$ co $llect them. The data used in this research are primary data 
and seco$ndary data. In this study, the researcher uses the fo$llo $wing data: 

1. Primary data is data o $btained directly, including co $mpany do $cuments such 
as the co $mpany’s histo $ry, o $rganizatio $nal structure, and o$ther materials 
related to$ the research. In this study, the researcher uses primary data 
co$llected fro$m questio$nnaires filled o $ut by respo $ndents who$ are emplo$yees 
o $f PT. Vasthu Gemilang Sejahtera Abadi. 

2. Seco $ndary data is research data o$btained indirectly thro$ugh intermediarie
s (co $llected and reco$rded by o $ther parties). In this study, the researcher uses 
seco $ndary data o$btained fro$m PT. Vasthu Gemilang Sejahtera as the data 
so $urce, such as emplo $yee perfo$rmance evaluatio$n data and divisio $n 
perfo$rmance evaluatio$n data. 

Population and Sample 
 The po$pulatio $n and sample in this study are as fo$llo $ws: Po $pulatio $n refers 
to$ the o$bjects/subjects that have certain qualities and characteristics determined 
by the researcher to$ be studied and then co$ncluded. The po$pulatio $n used in this 
study co $nsists o $f emplo $yees at PT. Vasthu Gemilang Sejahtera Abadi, to $taling 
71 respo $ndents. The sample used in this study co $nsists o $f 71 emplo $yees/respo $nd
ents. The sampling technique used is no $n-pro $bability sampling, specifically a 
saturated sampling (census) metho $d. 
Data Collection Techniques 
 Data co$llectio $n techniques are the mo$st strategic steps in research because 
the main go $al o $f research is to$ o $btain data. The data co$llectio $n techniques used by 
the researcher in preparing this thesis are as fo $llo $ws: 

1. Questio $nnaire is an efficient data co$llectio$n technique when the researcher 
kno $ws who $ the variables will be measured o $n and what can be expected 
fro$m the respo $ndents. In this study, the questio$nnaire will be distributed to$ 
all emplo $yees at PT. Vasthu Gemilang Sejahtera. 

2. Interview is a meeting between two$ peo $ple to$ exchange info $rmatio$n and 
ideas thro$ugh questio $ns and answers, so $ that meanings o $n a particular to$pic 
can be co$nstructed. In this study, interviews will be co $nducted with all 
emplo $yees at PT. Vasthu Gemilang Sejahtera. 

3. Literature Review invo $lves theo$retical studies and o $ther references related 
to$ values, culture, and no$rms that develo $p in the so $cial situatio $n being 
studied. Furthermo$re, the literature review is very impo $rtant in co $nducting 
research because research canno$t be separated fro$m scientific  
literature. In the literature review, the researcher uses research jo$urnals. 

Data Analysis Techniques 
Data analysis is the activity carried o$ut after data fro$m all respo $ndents has 

been co$llected. The activities in data analysis include gro $uping data based o$n 
variables and types o $f respo $ndents, tabulating data acco $rding to $ variables fro $m all 
respo $ndents, presenting data fo$r each variable studied, and perfo$rming 
calculatio $ns to $ test the pro$po $sed hypo $theses. The analysis metho$ds used in this 
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study include Structural Equatio$n Mo $deling (SEM) o $r facto$r analysis, pro $cessed 
using the SMARTPLS 4.0 so $ftware. 
 
RESULT AND DISCUSSION 
The characteristics o $f respo$ndents in this study invo $lved 71 individuals fo $r 
hypo $thesis testing. The respo $ndent characteristics are as fo $llo $ws: 
 

Table 2. Characteristics of Respondents 

Characteristics Category Frequency Percentage 

Gender 
Laki-laki 36 49.3% 

Perempuan 35 50.7% 

Age 

21-30 Tahun 35 56.3% 

31-40 Tahun 21 32.4% 

40-50 Tahun 15 11.3% 

 

Educatio$n 

SMP/Sederajat 0 0% 

SMA/Sederajat 15 33.8% 

 

Diplo $ma 
27 

 

21.1% 

Sarjana 28 38% 

S2 2 7% 

Divisio $n 

Administrasi 17 47.9% 

O$perasio $nal 32 32.4% 

Teknik 22 19.7% 

Length o$f Wo $rk 

Experience 

< 1 Tahun 19 26.8% 

1-5 Tahun  40 56.3% 

>10 Tahum 12 16.9% 

 
 O$ut o $f 71 respo$ndents, 36 were male and 35 were female. The majo$rity o $f r
espo $ndents were aged 21-30 years, to$taling 35 peo $ple with a percentage o$f 56.3%. 
Respo $ndents aged 31-40 years to$taled 21 peo $ple with a percentage o$f 32.4%, while 
tho$se aged 40-50 years to $taled 15 peo $ple with a percentage o$f 11.3%. Regarding 
the last educatio$n level, no $ respo $ndents had a junio $r high scho $o $l (SMP) o $r 
equivalent degree (0 peo$ple, 0%). High scho $o $l (SMA) o $r equivalent to $taled 15 
peo $ple with a percentage o$f 33.8%. Diplo $ma ho $lders numbered 27 peo$ple with a 
percentage o$f 21.1%. Bachelo$r’s degree ho$lders to$taled 28 peo$ple with a percentage 
o $f 38%, and master’s degree ho$lders numbered 2 peo$ple with 
a percentage o$f 7%. Fo $r emplo $yee divisio $n, the Administratio$n divisio $n had 17 p
eo$ple with a percentage o$f 47.9%. The O$peratio$nal divisio $n had 32 peo $ple with 
a percentage o$f 32.4%, and the Technical divisio $n had 22 peo $ple with a percentag
e o $f 19.7%. Regarding length o $f emplo $yment, emplo $yees wo $rking less than 1 year 
to$taled 19 peo $ple with a percentage o$f 26.8%. Tho $se wo $rking between 1-5 years 
to$taled 40 peo$ple with a percentage o $f 56.3%, and tho$se wo $rking mo $re than 10 
years to $taled 12 peo$ple with a percentage o $f 16.9%. 
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Measurement Models 
 Data validity is assessed based o $n the lo $ading facto $r results; if the lo $ading 
facto$r is greater than 0.7, the research instrument can be co$nsidered valid (Hair et 
al., 2021). Fo $r reliability, the criteria are AVE > 0.5 and CR > 0.7. This study 
co$ntains 23 statement items with the fo $llo $wing lo $ading facto $r results.  
 The results o $f the fit test, validity, and reliability are as fo $llo $ws: 

 
Table 3. Results of Validity and Reliability Tests 

Variabel Ko$de 

Item 

Item Uji Validitas Uji Reliabilitas 

 LF Ket CA CR AVE Ket 

Jo$b Stress JS1 The available time  

to$ co$mplete the assi

gned tasks appears 

to$ be insufficient, pr

imarily due to$ the  

excessive wo$rklo$ad. 

0.959 Valid  

 

 

 

 

 

 

 

 

 

 

 

0.981 

 

 

 

 

 

 

 

 

 

 

 

 

0.981 

 

 

 

 

 

 

 

 

 

 

 

 

0.984 

 

 

 

 

 

 

 

 

 

 

 

 

Reliabel 

JS2 

 

 

 

 

There is a perceived 

pressure to$ co$mple 

te numero$us tasks 

co$ncurrently. 

0.944 Valid 

JS3 I am co$ncerned abo$

ut lo$sing my jo$b in  

the future, as I feel  

that my po$sitio$n wi

thin the co$mpany is 

insecure. 

0.962 Valid 

JS4 I feel inadequately 

equipped with the 

necessary skills to$ 

perfo$rm my tasks. 

0.960 Valid 

JS5 I feel that I have 

little co$ntro$l o$ver 

ho$w I co$mplete my 

wo$rk. 

0.950 Valid 

JS6 I am o$ften co$nfused 

abo$ut my ro$les and 

respo$nsibilities. 

0.956 Valid 

 

Wo$rk 

Enviro$n

ment 

 

 

WE1 

 

 

Emplo$yees do$ no$t 

feel mentally 

burdened by 

 

 

0.953 

 

 

Valid 
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excessive wo$rk 

pressure. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

0.981 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

0.981 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

0.911 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Reliabel 

WE2 The lighting level in 

my wo$rkspace is 

appro$priate fo$r the 

type o$f wo$rk I do$. 

0.955 Valid 

WE3 Distractio$ns and 

reduced 

pro$ductivity caused 

by an excessively 

no$isy wo$rk 

enviro$nment can 

diminish fo$cus and 

wo$rk efficiency. 

0.952 Valid 

WE4 My superviso$r 

pro$vides guidance 

and suppo$rt when I 

enco$unter 

difficulties at wo$rk. 

0.953 Valid 

WE5 A neat and clean 

wo$rk enviro$nment 

makes me feel mo$re 

co$mfo$rtable while 

wo$rking. 

0.959 Valid 

WE6 Co$mmunicatio$n 

amo$ng co$wo$rkers 

at my wo$rkplace ru

ns smo$o$thly. 

0.956 Valid 

Jo$b 

Mo$tivatio$

n 

JM1 I have o$ppo$rtunitie

s fo$r gro$wth in my 

jo$b. 

0.953 Valid  

 

 

 

 

 

 

 

 

 

 

0.978 

 

 

 

 

 

 

 

 

 

 

 

0.978 

 

 

 

 

 

 

 

 

 

 

 

0.920 

 

 

 

 

 

 

 

 

 

 

 

Reliabel 

JM2 I always strive to$ 

give my best in my 

wo$rk because it is 

my respo$nsibility. 

0.961 Valid 

JM3 I always strive to$ 

impro$ve the quality 

o$f my wo$rk. 

0.957 Valid 

JM4 I actively seek o$ppo$

rtunities to$ impro$ve

 my wo$rk skills. 

0.959 Valid  
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JM5 I strive to$ find so$lut

io$ns until my wo$rk 

is co$mpleted succes

sfully. 

0.964 Valid 

 

Emplo$yee 

Perfo$rma

nce 

EP1 I co$mplete tasks 

with accuracy and 

neatness. 

0.954 Valid  

 

 

 

 

 

 

 

 

 

0.980 

 

 

 

 

 

 

 

 

 

 

0.980 

 

 

 

 

 

 

 

 

 

 

0.907 

 

 

 

 

 

 

 

 

 

 

Reliabel 

EP2 I am capable o$f co$m

pleting tasks in acco$

rdance with the set 

quantitative targets. 

0.943 Valid 

 

 

EP3 

 

 

I am able to$ co$mple

te tasks witho$ut rel

ying heavily o$n assi

stance fro$m o$thers. 

 

 

0.947 

 

 

Valid 

EP4 I always co$mplete 

my wo$rk o$n time. 

0.958 Valid 

EP5 I demo$nstrate earne

stness in co$mpletin

g my wo$rk. 

0.955 Valid 

EP6 I am respo$nsible fo$r 

the o$utco$mes o$f my 

wo$rk. 

0.958 Valid 

So$urce: Pro$cessed Data Fro$m SMARTPLS 4.0 (2025) 
 

 Based o $n Table 3, the results o $f the validity and reliability tests sho $w that 
the mo$del indicato$rs meet the criteria fo$r validity and reliability. The existing 
indicato$rs have lo $ading facto $r (LF) values abo $ve 0.50. This indicates that all 
instruments are valid and adequate to$ measure the o$verall co$mpo $sitio $n o $f the 
co$nstructed mo$del. The co$mpo $site reliability (CR) values are abo $ve 0.70, which 
demo$nstrates that all instruments are reliable and can co$nsistently measure the 
o $verall structure o$f the develo$ped mo$del. 
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Figure 2. Full Model Testing 

R-Square 
 The results o $f testing the influence o$f relatio $nships between variables in the 
research mo$del built in this study are as fo $llo $ws. 
 

Table 4. R-Square Test Results 
Variabel R-square R-square adjusted  Keterangan 

Employee 

Performance 

0.987 0.987 Subtansial  

Job Motivation 0.986 0.986 Mo$derat  

Source: Data Processed Using SMARTPLS 4.0 (2025) 
  
 The R-Square values range fro$m 0 to$ 1, where the clo$ser to$ 1, the better the
 mo $del explains the variatio$n in the data. The mo$del is able to$ explain 
appro $ximately 98.7% and 98.6% o $f the dependent variables (Emplo $yee 
Perfo$rmance and Jo$b Mo$tivatio $n) based o $n the independent variables used. 
Altho$ugh the R-Square values are high, it is impo $rtant to$ also $ check the 
significance o $f the co$efficients and o$ther statistical assumptio $ns (such as no $rmality 
and hetero$scedasticity). If the independent variables are significant and meet these 
assumptio $ns, the mo $del can be co$nsidered very fit. This regressio $n mo $del can 
explain mo $st o $f the variatio $n in Emplo $yee Perfo $rmance and Jo$b Mo $tivatio $n, 
indicating that the facto$rs included in the mo$del have a stro$ng influence. 
Hypothesis Testing 
 The results o $f testing the influence o$f relatio $nships between variables in the 
research mo$del built in this study can be presented as fo $llo $ws. 
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Table 5. Direct Hypothesis Test Results 
Hipo$tesis O$riginal 

Sample 
Sample 
Mean 

Standard 
Deviatio$n 

T 
Statistict 

P 
value 

Jo$b Stres -> Emplo$yee 
Perfo$rmance 

-0.232 -0.234 0.082 2.848 0.004 

Wo$rk Enviro$nment -> 
Emplo$yee Perfo$rmance 

0.764 0.762 0.081 9.400 0.000 

Jo$b Stress > Jo$b Mo$tivati
o$n 

-0.175 -0.180 0.104 1.677 0.094 

Wo$rk Enviro$nment > Jo$b 
Mo$tivatio$n 

0.347 O$.345 0.147 2.361 0.018 

Jo$b Mo$tivatio$n > Emplo$y
ee Perfo$rmance 

0.347 0.345 0.147 2.361 0.018 

 

 Acco$rding to$ Hair et al. (2017), a validity test refers to$ the degree o$f accuracy 
between the data o$bserved in the research o$bject and the data that can be repo $rted 
by the research. In path analysis using PLS-SEM, a hypo $thesis is accepted if the T-
statistic value is greater than 1.96 and the p-value is less than 0.05. There is a direct 
negative and significant effect o$f jo$b stress o $n emplo $yee perfo$rmance, meaning 
that higher levels o$f jo $b stress are asso$ciated with lo$wer emplo $yee perfo$rmance. A 
p-value < 0.05 and t-statistic > 1.96 indicate a statistically significant 
relatio $nship. The wo $rk enviro $nment has a po $sitive and significant effect o$n 
emplo $yee perfo$rmance. A co$nducive wo $rk enviro$nment enhances perfo$rmance. A 
very high t-statistic value indicates a stro$ng and significant relatio $nship. There is 
a negative but no$t significant relatio $nship between jo$b stress and jo$b mo $tivatio $n. 
This implies that increased stress tends to $ reduce mo$tivatio $n; ho $wever, the effect 
is no $t statistically stro $ng eno$ugh to$ be co$nsidered significant (p > 0.05), and thus 
the hypo$thesis is rejected. The wo$rk enviro$nment has a po$sitive and significant 
effect o$n Jo $b mo $tivatio$n. A co$mfo $rtable and suppo $rtive enviro$nment can enhance 
emplo $yee mo $tivatio$n. 
Jo $b mo $tivatio $n has a po $sitive and significant effect o $n perfo$rmance. Mo$tivated 
emplo $yees are mo$re likely to $ demo $nstrate better perfo$rmance. An effect is 
co$nsidered significant, whether po$sitive o$r negative, if it meets the criteria o $f p-
value < 0.05 and t-statistic > 1.96. 
Analysis of Indirect Effects 
 Acco$rding to$ Abu-Bander & Jo$nes et al. (2021), hypo $thesis testing fo$r 
mediatio $n can be co$nducted using the pro$cedure develo$ped by So $bel (1982), 
co$mmo $nly kno $wn as the So $bel test. In additio $n to$ testing the direct effects between 
variables, structural mo $del evaluatio $n using the SEM appro $ach also $ allo $ws fo $r the 
analysis o $f mediatio $n effects. 
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Table 6. Mediation Test Results 

 Original 
Sample 
(O) 

Sample 
Mean 
(M) 

Standart 
Devition 
(STDEV 

T statistics 
(]O/STDEV) 

P 
Valu
e 

Jo$b Stress > Jo$b Mo$tivat
io$n > Emplo$yee Perfo$r
mance 

-0.110 -0.111 0.051 2.173 0.030 

Wo$rk Enviro$nment -> 
Jo$b Mo$tivatio$n -> 
Emplo$yee Perfo$rmance 

0.362 0.359 0.107 3.370 0.001 

 
 The indirect effect o$f Jo $b Stress→ Jo $b Mo $tivatio$n→ Emplo $yee Perfo$rmance 
sho $ws a statistically significant relatio $nship with a p-value o $f 0.030 (< 0.05). The 
negative co$efficient (0.110) indicates that higher Jo$b stress decreases Jo $b mo $tivati
o $n, and lo$wer mo $tivatio$n subsequently leads to $ reduced emplo$yee perfo$rmance. 
Thus, Jo $b mo $tivatio $n negatively mediates the relatio$nship between wo $rk 
stress and emplo $yee perfo$rmance. This means that as Jo $b stress increases mo $tivat
io $n decreases, ultimately lo $wering emplo $yee perfo$rmance. Ro$bbins & Judge 
et al. (2017) state that pro$lo $nged Jo$b stress reduces enthusiasm and wo$rk co $mmit
ment, which adversely affects individual perfo $rmance within o$rganizatio $ns o $n th
e o$ther hand, the indirect effect o$f Wo$rk Enviro$nment → Jo$b Mo $tivatio $n →  Empl
o $yee Perfo$rmance is highly statistically significant with a p value o $f 0.001 (<0.01). 
The po$sitive co $efficient (0.362) suggests that a go$o$d wo $rk enviro$nment enhances 
wo $rk mo $tivatio$n, which in turn impro $ves emplo $yee perfo$rmance. Jo$b mo $tivatio $n 
po $sitively mediates the relatio $nship between the wo$rk enviro $nment 
and emplo $yee perfo$rmance. A suppo $rtive physical and psycho $lo $gical wo $rk envir
o $nment bo$o$sts mo $tivatio $n, which po $sitively impacts emplo $yee perfo $rmance 
(Sedarmayanti et al., 2017). 
 
RESULT AND DISCUSSION 
Job Stress and Employee Performance 

This study fo $und that jo$b stress has a negative and significant effect o$n 
emplo $yee perfo$rmance (β = -0.232; p = 0.004). This co $nfirms that high levels o $f 
stress—resulting fro $m ro $le ambiguity, excessive wo $rklo $ad, and time pressure—
can reduce emplo$yee effectiveness. These findings are co$nsistent with the theo$ry 
pro $po$sed by Ro $bbins & Judge (2017) and the research o$f Putri & Damayanti (2024), 
which state that jo$b stress decreases fo$cus, enthusiasm, and pro $ductivity. 
Work Environment and Employee Performance 

The wo$rk enviro $nment has a po$sitive and significant effect o$n perfo$rmanc
e (β = 0.764; p = 0.000). This indicates that suppo $rtive physical co$nditio $ns (such as 
lighting, temperature, and cleanliness) and psycho $lo $gical facto $rs (such as 
superviso $ry suppo $rt and co$llegial relatio $nships) can enhance perfo$rmance. These 
findings align with the theo$ry o $f Hasibuan (2017) and the research o$f Suryadi & 
Yusuf (2022). 
Job Stress and Job Motivation 

The influence o$f jo$b stress o $n Jo$b mo $tivatio $n was fo$und to$ be no$t significant 
(β = -0.175; p = 0.094). Altho$ugh the co $efficient is negative, its statistical strength 
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is insufficient. This may be explained by psycho $lo $gical adaptatio $n amo$ng so $me 
emplo $yees o $r differing perceptio$ns o $f stress. This result co $ntrasts with the findings 
o $f Amelia & Aden (2021), who$ repo $rted that stress significantly decreases 
mo $tivatio$n. 
Work Environment and Job Motivation 

The wo$rk enviro $nment has a po $sitive and significant effect o$n Jo $b 
mo $tivatio$n (β = 0.347; p = 0.018). This means that the better the wo$rk atmo$sphere 
and facilities, the higher the emplo$yees’ mo$tivatio $n. These results are co$nsistent 
with Ro $bbins & Judge (2017) and Amalia et al. (2021), who $ emphasized that 
physical co $mfo $rt and so$cial suppo $rt co $ntribute to$ intrinsic mo $tivatio $n. 
Job Motivation and Employee Performance 

Jo $b mo $tivatio$n was fo $und to $ have a po $sitive and significant effect o$n perfo $

rmance (β = 0.347; p = 0.018). This demo $nstrates that internal drives-such as     th
e desire to$ achieve, a sense o$f respo $nsibility, and self-develo $pment-can impro $ve j
o $b o $utco$mes. These findings are in line with Herzberg’s mo$tivatio $n theo$ry   (1959
), as well as the studies by No $vita et al. (2022) and Irianto$ et al. (2021). 
Motivation as a Mediating Variable 

Jo $b Stress → Mo$tivatio $n → Perfo$rmance: The mediatio$n effect is negative 
and significant (β = -0.110; p = 0.030). This indicates that jo$b stress reduces 
mo $tivatio$n, which in turn decreases perfo$rmance. This suppo $rts Ro$bbins & Judge 
(2017), who $ no$ted that pro$lo $nged stress undermines co$mmitment and Jo $b 
mo $tivatio$n. Wo $rk Enviro$nment → Mo $tivatio$n → Perfo$rmance: The mediatio $n 
effect is po$sitive and significant (β = 0.362; p = 0.001). A po$sitive wo$rk enviro$nment 
enhances mo$tivatio$n, which subsequently leads to$ impro$ved perfo$rmance. This is 
co$nsistent with the findings o $f Lo$tu et al. (2022) and Sedarmayanti (2017). 
 
CONCLUSION AND RECOMMENDATION 
Conclusion 

This study examined the effects o$f jo$b stress and wo$rk enviro$nment o$n 
emplo$yee perfo$rmance with jo$b mo$tivatio$n as a mediating variable at PT. Vasthu 
Gemilang Sejahtera Abadi. O$f the seven hypo$theses tested, six were fo$und to$ be 
significant and po$sitive, while o$ne hypo$thesis the effect o$f jo$b stress o$n jo$b 
mo$tivatio$n as negative and no$t significant. This indicates that jo$b stress lo$wers Jo$b 
mo$tivatio$n, whereas a go$o$d wo$rk enviro$nment and high mo$tivatio$n can impro$ve 
emplo$yee perfo$rmance. Jo$b stress do$es no$t have a po$sitive effect o$n jo$b mo$tivatio$n, 
meaning that an increased level o$f wo$rk stress actually decreases emplo$yee 
mo$tivatio$n. This hypo$thesis was the o$nly o$ne rejected due to$ its negative and 
insignificant relatio$nship. Meanwhile, the wo$rk enviro$nment was pro$ven to$ have a 
po$sitive effect o$n jo$b mo$tivatio$n and emplo$yee perfo$rmance. Furthermo$re, jo$b 
mo$tivatio$n significantly mediates the relatio$nship between wo$rk enviro$nment and 
emplo$yee perfo$rmance, but do$es no$t mediate the relatio$nship between jo$b stress 
and emplo$yee perfo$rmance. O$verall, the results o$f this study co$nfirm that creating 
a co$nducive wo$rk enviro$nment and enhancing 
emplo$yee mo$tivatio$n are crucial in impro$ving emplo$yee perfo$rmance, co$nverselyh
igh wo$rk stress can beco$me an o$bstacle in bo$o$sting emplo$yee mo$tivatio$n and 
perfo$rmance, therefo$re, the co$mpany needs to$ minimize wo$rk stress thro$ugh 
wo$rklo$ad management and create a po$sitive wo$rk enviro$nment. 
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Recommendations 
 Pro $actively Manage Jo$b Stress the co$mpany sho $uld implement stress 
management pro$grams such as time management training, psycho $lo $gical 
co$unseling, o $r relaxatio $n activities to $ help emplo $yees co$pe with wo $rk pressure, 
reducing stress will have a po$sitive impact o$n mo$tivatio $n and perfo$rmance, create 
a Suppo $rtive Wo $rk Enviro$nment impro$ve physical and psycho $lo $gical co $mfo $rt in 
the wo$rkplace, such as adequate lighting, cleanliness, safety, and harmo$nio $us 
wo $rking relatio $nships, so $ that emplo $yees feel co $mfo$rtable and 
mo $re mo$tivated to$ wo $rk o $ptimally. Enhance emplo$yee jo $b mo $tivatio$n the co$mpa
ny is advised to$pro $vide fair incentives, career develo$pment o$ppo $rtunities reco$gni
tio $n o$f achievements, and fo$ster transparent co$mmunicatio $n between manageme
nt and emplo$yees to $ nurture bo$th intrinsic and extrinsic mo$tivatio $n. Leadership 
Training fo $r Direct Superviso $rs Superviso $rs who $ can pro$vide emo$tio $nal suppo $rt 
and clear wo$rk guidance can help reduce wo$rk pressure and enco$urage the 
enthusiasm o $f their subo $rdinates, thus po$sitively co $ntributing to $ team 
perfo$rmance, regular Evaluatio $n and Mo $nito$ring co $nduct ro$utine evaluatio $ns o $f 
stress levels, wo $rk enviro$nment co$nditio $ns, and emplo$yee mo$tivatio $n to$ identify 
po $tential issues early and take appro $priate co$rrective actio$ns. 
1. For Employees 

Manage Stress Independently Emplo $yees are enco$uraged to$ reco$gnize early 
signs o $f stress and develo$p po $sitive co$ping strategies, such as relaxatio $n 
techniques, light exercise, o $r sharing experiences with co$wo $rkers o $r family. 
Build Self-Mo $tivatio $n set clear perso $nal go $als at wo $rk, celebrate small 
achievements, and find meaning in each task. A po$sitive attitude and initiative 
in wo $rk can bo$o $st mo $tivatio$n and pro$ductivity. Maintain go $o$d co$mmunicatio $n 
establish o $pen co $mmunicatio $n with superviso $rs and co $wo $rkers. If experiencing 
pressure o $r difficulties, do $ no $t hesitate to$ discuss pro $fessio $nally to $ find so $lutio $ns 
to$gether. Arrange a co$mfo$rtable perso $nal wo $rk enviro $nment altho$ugh the 
general wo $rk enviro$nment is determined by the co$mpany, emplo $yees can still 
create a co$mfo$rtable atmo$sphere in their perso $nal wo $rkspace by keeping their 
desks clean, o $rganizing do $cuments neatly, o $r adding elements that make them 
feel at ease (such as small plants). Participate in training o $r Self-develo $pment 
take the initiative to$ attend training, seminars, o $r read self-develo$pment 
materials o $ffered by the co$mpany o $r o $ther so$urces to $ bro $aden kno$wledge, 
impro $ve skills, and bo $o $st wo $rk enthusiasm. 

2. For Future Researchers 
Examine Additio $nal Facto$rs Future researchers can explo$re facto$rs such as 
leadership, mo $tivatio $n, and career develo $pment o$ppo $rtunities. Co $nsidering the 
co$ntinuo $usly evo $lving digital era, it is also $ advisable to $ study ho $w techno$lo $gy 
impacts these variables, expand the research sco$pe Further studies can be 
co$nducted in co$mpanies fro $m different industrial secto$rs o $r vario$us 
geo $graphical regio $ns to$ determine whether the results are co$nsistent o$r if there 
are differences based o $n o $rganizatio $nal co $ntext, measure lo $ng Term effects It is 
reco$mmended to$ co $nduct lo$ngitudinal research to$ o $bserve changes in emplo $yee 
mo $tivatio$n and perfo$rmance o$ver time, as well as ho $w jo $b stress and wo $rk 
enviro$nment have sustainable impacts. Invo$lve Managerial Perspectives 
Including data o $r insights fro $m management o$r HR departments can pro$vide a 
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mo $re co$mprehensive understanding o$f the co$mpany’s effo $rts to$ manage wo $rk 
stress and create a suppo $rtive wo$rk enviro $nment. 
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