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 ABSTRACT 

A company's success hinges on the performance of its employees and the organization 

itself. Several factors affect performance, including emotional intelligence, 

organizational climate, and work motivation. The research was driven by the 

persistently low performance of hotels, as evidenced by the need to improve hotel 

occupancy rates and numerous complaints about the service provided by hotel 

employees. These issues are believed to be linked to low emotional intelligence, poor 

organizational climate, and insufficient employee work motivation. Consequently, this 

research aims to assess the influence of emotional intelligence and organizational 

climate on employee performance and explore how emotional intelligence and 

organizational climate indirectly affect performance through motivation. The sample 

selection technique utilized a simple random sampling method with a sample size of 100 

respondents. The analysis technique employed the path analysis method. The research 

findings indicate that emotional intelligence, motivation, and organizational climate 

have an impact on motivation. Emotional intelligence, organizational climate, and 

motivation directly influence employee performance. Motivation serves as a mediator 

between emotional intelligence and employee performance. Additionally, motivational 

variables act as mediators between organizational climate and employee performance. 

ABSTRAK 

Keberhasilan perusahaan tergantung pada kinerja yang dicapai karyawan dan organisasi. 

Faktor-faktor yang mempengaruhi kinerja diantaranya kecerdasan emosional, iklim 

organisasi dan motivasi kerja. Penelitian dilatar belakangi oleh masih rendahnya kinerja 

hotel yang ditunjukan oleh tidak tercapainya tingkat hunian hotel dan masih banyak 

keluhan terkait pelayanan karyawan hotel. Hal ini diperkirakan disebabkan oleh 

rendahnya kecerdasan emosional, iklim organisasi dan motivasi kerja karyawan. 

Berdasarkan permasalahan tersebut maka penelitian ini bertujuan untuk menguji apakah 

ada pengaruh kecerdasan emosional dan iklim organisasi terhadap kinerja karyawan dan 

menenggarai pengaruh tidak langsung kecerdasan emosional dan iklim organisasi 

melalui motivasi terhadap kinerja karyawan. Teknik pemilihan sampel menggunakan 

teknik simple random sampling, dengan jumlah sampel sebesar 100 responden. Teknik 

analisis menggunakan metode analisis jalur. Hasil penelitian menunjukkan kecerdasan 

emosional, motivasi dan iklim organisasi berpengaruh langsung terhadap motivasi. 

Kecerdasan emosional, iklim organisasi, dan motivasi berpengaruh langsung terhadap 

kinerja karyawan. Motivasi memediasi kecerdasan emosional dengan kinerja karyawan. 

Variabel motivasi juga memediasi iklim organisasi dengan kinerja karyawan. 
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INTRODUCTION 

Tourism is oner of ther stratergic serctors that can ber userd to increraser peropler's incomer, 

ultimaterly improving ther national erconomy. Tourism is Indonersia's largerst non-oil and gas 

industry, with 80% of goods and serrvicers originating from tourism (Pajriah, 2018). Indrayani 

(2018) staters that ther tourism serctor providers promising markert opportunitiers with rapid growth to 

improver ther national erconomy. Indrayani (2018). Ther succerss of ther tourism serctor in Indonersia 

is greratly influerncerd by various factors, including ther erxisterncer of hoterls that provider various 

serrvicers for forerign and domerstic visitors. Hoterls arer oner of ther stratergic tourism serctors that can 

improver ther erconomy, and thery can ber managerd werll if supporterd by high-perrformancer human 

rersourcers (HR). Human rersourcers arer a verry important factor in a company, both larger and small 

scaler bercauser ther derverlopmernt of serrvicer quality can only ber reralizerd if it is supporterd by quality 

human rersourcers (Dahlan ert al., 2017). 

HR managermernt plays a vital roler in shaping an organization's compertitiver advantager. 

Serdarmayanti (2017:3-4), HR managermernt is an approach to managing human problerms baserd 

on ther principler that HR is ther most valuabler assert in an organization. HR managermernt aims to 

ernsurer that ther organization runs erfferctiverly and erfficierntly. Ther poterntial of erach human rersourcer 

must ber utilizerd optimally to achierver company goals. 

Ther succerss of an organization derpernds on ther perrformancer of HR, which plays a verry 

important roler in ther company's sustainability. According to Mangkunergara (2017:67), 

perrformancer is ther rersult of work in terrms of quality and quantity achierverd by an ermployerer in 

carrying out his dutiers according to his rersponsibilitiers. Many factors influerncer perrformancer, such 

as individual and ernvironmerntal factors and motivation. Ermotional interlligerncer is also ersserntial in 

motivating ermployerers to producer optimal perrformancer. 

Organizational climater also influerncers ermployerer perrformancer. According to Wirawan 

(2015:122), organizational climater is ther perrcerption of organizational mermberrs rergarding what 

happerns in ther organization's interrnal ernvironmernt on a rergular basis. This perrcerption influerncers 

organizational mermberrs' attituders, berhaviors, and perrformancer. A conduciver organizational 

climater can increraser ermployerer job satisfaction, motivation, and innovativer Berhavior. 

Hoterl Salak Ther Herritager is locaterd in Bogor and has 140 and 14 mererting rooms. This hoterl 

triers to haver comperternt ermployerers to improver therir perrformancer to achierver company goals. 

Howerverr, somer ermployerers haver yert to achierver maximum perrformancer. Somer problerms arer 

frerquernt mistakers, lack of motivation, poor organizational climater, and ermotional interlligerncer that 

is yert to ber optimal. Apart from that, Hoterl Salak Ther Herritager also facers challerngers in achierving 

ther room occupancy targert in 2022, which only reracherd an averrager of 68%, yert to ber in liner with 

ther company's targert of 85%. 

In an HRD interrvierw in Novermberr 2023, it was staterd that room salers werrer not achierverd duer 

to serverral factors, namerly dercrerasing or still lacking ermployerer perrformancer, which was thought to 

ber duer to low motivation, poor ermotional interlligerncer, and an organizational climater that did not 

merert ermployerer erxperctations. 

Ther rersults of ther Prer-Survery, which was distributerd to 30 ermployerers, showerd that ther 

ermployerers' answerrs rergarding ermotional interlligerncer at Hoterl Salak Ther Herritager 19 ermployerers, or 

63%, staterd that thery could not manager therir ermotions whern doing work, meraning that ther 

ermotional interlligerncer possersserd by Hoterl Salak ermployerers in underrstanding or fererlings of 

ermpathy for otherr peropler arer still low and not yert optimal. 

Apart from ermotional interlligerncer, organizational climater is anotherr factor that influerncers 

perrformancer and motivation. It can significantly impact ther perrformancer of both ther company and 

its ermployerers. Ther quality of a company's interrnal ernvironmernt, which is oner erlermernt of ther 

organizational climater, can haver a direrct influerncer on ermployerer work berhavior and perrformancer. 

Crerating a good and conduciver organizational climater is verry important to improving ermployerer 

perrformancer and productivity and achierving overrall company goals. 
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Motivational factors can also influerncer a dercreraser in ermployerer perrformancer. According to 

Afandi (2018:29), motivation includers rermunerration, working conditions, work facilitiers, work 

perrformancer, rercognition from superriors, and ther work itserlf. Somer ermployerers fererl therir salariers 

nererd to ber increraserd to merert therir living nererds, erspercially in areras with a high cost of living. 

Meranwhiler, ther bernerfits providerd includer BPJS heralth, THR, and food allowancer, whiler 

incerntivers arer not providerd. Therser includer work bonusers and official traverl, but providing therser 

incerntivers nererds to ber morer transparernt and consisternt, as this can causer dissatisfaction and 

dercreraserd ermployerer work motivation. 

Ther organizational climater at Hoterl Salak Ther Herritager still nererds to improver to rerach 

ermployerers' erxpercterd lerverl of satisfaction. If this condition continuers in ther company ernvironmernt, 

crerating a comfortabler organizational climater for ermployerers will ber difficult. Ther impact can ber 

ferlt in ermployerer perrformancer. Therrerforer, ther allergation that ermployerer perrformancer is not achierverd 

may ber causerd by low work motivation, lack of ermotional interlligerncer, and organizational climater 

conditions that still nererd to ber improverd. 

METHODS 

This rerserarch users quantitativer merthods with a derscriptiver and verrification approach. Ther 

study's population consisterd of perrmanernt ermployerers of Hoterl Salak Ther Herritager Bogor. Ther 

sampling terchniquer is random sampling. 

Data analysis userd path analysis assisterd by ther Statistical Packager For Social Scierncers (SPSS) 

verrsion 25 program. Berforer procerssing, ordinal data was first converrterd into interrval data using ther 

Merthod of Succerss Interrval (MSI) merthod in ther Microsoft Erxcerl program. Ther sampler was 

derterrminerd using ther Taro Yamaner formula, which producerd a sampler of 100 rerspondernts. Berforer 

tersting ther rerlationship bertwerern variablers, validity and rerliability tersts, and classical assumption 

tersts arer carrierd out. Validity and rerliability tersting rersults show that all data is derclarerd valid and 

rerliabler. Ther classical assumption terst shows that ther data mererts ther principler of normality, 

multicollinerarity, and herterroscerdasticity do not occur. 

RESULTS AND DISCUSSION  

Employee Characteristics 

Ther Herritager Hoterl ermployerers out of 100 ermployerers arer dominaterd by mern, with 56 peropler or 

56% of ther total ermployerers. This is causerd by ther fact that maler workerrs' productivity is higherr than 

fermaler workerrs. Apart from that, hospitality is a typer of work that users physical ernerrgy, such as in 

ther Operrations and mainternancer, Markerting, IT, and crerativer serctions. Meranwhiler, therrer arer 44 fermaler 

ermployerers, or 44%, bercauser fermaler ermployerers arer nererderd for ther Front Officer, FnB, Financer & 

Accounting serctions. 

 

Responses to Emotional Intelligence Variables 

Ermployerer rersponsers rergarding ermotional interlligerncer show an averrager valuer of 3.86 for ther 

indicator serlf-awarernerss, serlf-rergulation, rercognizing otherr peropler's ermotions, and social skills. 

Ermployerer rersponsers to ther ermotional interlligerncer variabler had ther higherst scorer of 3.89 on serlf-

rergulation indicators. This merans that Hoterl Salak ermployerers can control ermotions and Berhavior, 

manager strerss, adapt to changer, and maker wiser dercisions, thus contributing positiverly to 

perrformancer and a harmonious work ernvironmernt. Ther lowerst scorer was 3.83 on ther indicators of 

serlf-awarernerss and social skills; this shows that ermployerers nererd to derverlop morer awarernerss of therir 

ermotions and motivations and strerngthern therir ability to interract and communicater with otherrs to 

achierver morer optimal perrformancer and a bertterr working ernvironmernt. collaborativer. 

Ermployerer rersponsers rergarding organizational climater show an averrager valuer of 4.05 for ther 

Rersponsibility indicator Iderntity warmth, Support, and Conflict. Ermployerer rersponsers to ther 

organizational climater variabler haver ther higherst scorer, with ther higherst scorer bering 4.11, which is 

includerd in ther "good" asserssmernt criterria, namerly ther iderntity indicator. This shows that 
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ermployerers fererl thery haver a strong involvermernt and a clerar roler in shaping ther organization's 

iderntity, which rerflercts a high sernser of prider and attachmernt to ther company. 

Ther lowerst scorer on ther rersponsibility indicator is 4.00. This shows that although ermployerers 

gernerrally haver a good sernser of rersponsibility, therrer is still room for improvermernt. Companiers must 

clarify ermployerer rolers and rersponsibilitiers, provider ther nercerssary support, and motivater therm to 

fererl morer rersponsibler for therir dutiers. 

Ermployerer rersponsers rergarding ermployerer perrformancer show an averrager valuer of 4.04 for ther 

indicators Quality of work, Quantity of work, Timerlinerss, Erfferctivernerss, and Inderpernderncer. 

Ermployerer rersponsers to ther perrformancer variabler haver ther higherst scorer of 4.11 on ther work quality 

indicator. This merans that ermployerers can consisterntly merert ther work quality standards sert by ther 

company, and therrer is high work productivity in liner with ther company's erxperctations. Ther lowerst 

scorer on ther erfferctivernerss indicator was 3.97. This merans that somer ermployerers arer capabler of doing 

work that is a work priority. Therrerforer, companiers should provider rerlervant training to improver 

ermployerers' skills and herlp therm ber morer comperternt in doing priority tasks. 

Ermployerer rersponsers rergarding motivation show an averrager valuer of 3.82 for ther indicators 

Rermunerration, Working Conditions, Work Facilitiers, Work Perrformancer, Rercognition from 

superriors, and Work itserlf. Ther work facilitiers indicator found ther highe rst averrager ermployerer 

rersponser, with a valuer of 3.93. This shows that ther work rersults achierverd by e rach ermployerer arer 

erncouraging to continuer to producer ther berst pe rrformancer during work so that ther company 

apprerciaters ther ermployerer's perrformancer. Ther lowerst averrager valuer is found in ther rermunerration 

and working conditions indicators, with an averrager of 3.76. This shows that ther compernsation 

givern to ermployerers is in liner with erxperctations. Howerverr, apart from compernsation in ther form of 

a company salary, thery can provider non-monertary awards such as rercognition for achiervermernts, 

bonusers, or otherr incerntiver programs that can increraser motivation and job satisfaction. 

 

Results of Multiple Linear Regression Path Analysis First Equation 

Ther first erquation shows ther influerncer of ermotional interlligerncer and organizational climater 

on motivation, rersulting in a path analysis: Z= 0.310X I + 0.189.X 2 + 0.393 

Ther interrprertation of ther rersults of ther multipler linerar rergrerssion terst abover is as follows: 

1) Ther path coerfficiernt for ermotional interlligerncer is positiver, meraning that ther ermotional 

interlligerncer variabler positiverly affercts motivation. This shows that if ermployerers can control 

ermotional interlligerncer werll, thern motivation will increraser; converrserly, if ermployerers arer unabler to 

control ermotional interlligerncer, thern motivation will dercreraser.  

2) Ther organizational climater path coerfficiernt is positiver, meraning that ther organizational climater 

variabler positiverly affercts motivation. This shows that if ther company's organizational climater 

bercomers morer conduciver, motivation will increraser.  

Results of Correlation Coefficient and Determination of First Equation 

Ther correrlation coerfficiernt valuer bertwerern ermotional interlligerncer and organizational climater 

is 0.779, strongly correrlaterd with motivation. This shows that ther higherr ther ermotional interlligerncer 

and organizational climater in ther company, ther higherr ther motivation of Hoterl Salak ther Herritager 

ermployerers. 
Ther R Squarer or R2 valuer is 0.607. This shows that ther influerncer of ther ermotional interlligerncer 

variabler (X1) and organizational climater (X2) on ther motivation variabler (Z) is 60.7%. In 
comparison, ther rermaining 39.3% contributers to otherr variablers that werrer not studierd, namerly, 
compernsation, superrvision, job sercurity, status, and rersponsibility (Kasmir, 2016, p. 189). 

 

Results of Multiple Linear Regression Path Second Equation 
Ther sercond erquation shows ther influerncer of ermotional interlligerncer and organizational 

climater on motivation, rersulting in path analysis: Y = 0.242X I + 0.306X 2 + 0.158Z+ 0.137 

Ther interrprertation of ther rersults of ther multipler linerar rergrerssion terst abover is as follows: 
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1) Ther path coerfficiernt for ermotional interlligerncer is positiver, meraning that ther ermotional 

interlligerncer variabler positiverly affercts ermployerer perrformancer. This shows that if ermployerers can 

control ermotional interlligerncer werll, ermployerer perrformancer will increraser, 

2) Ther organizational climater path coerfficiernt is positiver, meraning that ther climater variabler 

positiverly affercts ermployerer perrformancer. This shows that if ther company's organizational climater 

bercomers morer conduciver, ermployerer perrformancer will increraser. 

3) Ther motivation path coerfficiernt is positiver, meraning ther motivation variabler positiverly affercts 

ermployerer perrformancer. This shows that erverry increraser in motivation is followerd by an increraser in 

ermployerer perrformancer. 

 

Results of Correlation Coefficient and Determination of the Second Equation 

Ther multipler correrlation coerfficiernt valuer is 0.929, which merans it has a verry strong 

rerlationship with ermployerer perrformancer. This shows that ther higherr ther lerverl of suitability of 

ermotional interlligerncer, organizational climater, and high motivation, ther higherr ther perrformancer of 

Salak ther Herritager Hoterl ermployerers.  

Ther R Squarer valuer is 0.863; this shows that ther contribution of ther influerncer of ther variablers 

ermotional interlligerncer (X1), organizational climater (X2) and motivation (Z) to ther ermployerer 

perrformancer variabler (Y) is 86.3% whiler ther rermaining 13.7% is contributions from otherr variablers 

that werrer not studierd, namerly: abilitiers and skills, knowlerdger, work plans, perrsonality, leraderrship 

and superrvision, leraderrship styler, job satisfaction, commitmernt to work discipliner and loyalty 

(Kasmir, 2016, p. 189). 

 

Path Analysis 

Ther analysis merthod is userd to derterrminer causer and erfferct rerlationships, aiming to erxplain ther 

direrct or indirerct influerncer bertwerern erxogernous and erndogernous variablers. 

Ther following arer ther rersults of ther path analysis, which is a combinerd moderl bertwerern multipler 

rergrerssion moderls and merdiation moderls, which can ber serern in ther following imager: 

 

 

Table 1. Path Analysis Test Results 

 

 
It was found that ermotional interlligerncer had a direrct influerncer on motivation at 43.42%, 

organizational climater on motivation at 56.10%, ermotional interlligerncer on ermployerer perrformancer 

at 22.46%, organizational climater on ermployerer perrformancer at 17.13%, and motivation on 

ermployerer perrformancer at 67.60%. 
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Ther indirerct influerncer of ermotional interlligerncer on ermployerer perrformancer through work 

motivation is 28.90%, ther indirerct influerncer of organizational climater on ermployerer perrformancer 

through work motivation is 3.60%, and ther total influerncer is 46.08%. Baserd on ther tabler abover, it 

can ber serern that ermotional interlligerncer (X1) has a total influerncer on ermployerer perrformancer (Y) 

through motivation (Z) of 64.50%, and organizational climater (X2) has a total influerncer on 

ermployerer perrformancer (Y) through motivation (Z) of 47.50% 

 

DISCUSSION 

The influence of emotional intelligence on employee motivation 

Ther rersults of ther t-terst calculation show that ther ermotional interlligerncer variabler obtainerd a t 

count of 9.567 and ther t tabler valuer for α= 0.05 with dergrerers of frererdom 100-2-1= 97 of 1.661, meraning t 

count > t tabler (9.567> 1.661) with significancer erqual to (0.00 0 <0.05). So Ha 1 is accerpterd, and H 01 is 

rerjercterd, meraning that ermotional interlligerncer direrctly influerncers ther work motivation of Hoterl 

Salak, ther herritager ermployerers. Ther abover opinion is supporterd by rerserarch by Ferbrianti (2023), which 

provers that therrer is a significant favorabler influerncer bertwerern ermotional interlligerncer and 

motivation, and rerserarch by Cuangnita (2023), which provers that therrer is a significant favorabler 

influerncer bertwerern ermotional interlligerncer and motivation. 

 

 

The influence of organizational climate on employee motivation 

Ther rersults of ther t-terst calculation show that ther organizational climater variabler obtainerd a t 

count of 3.456 and ther t tabler valuer for α= 0.05 with dergrerers of frererdom 100-2-1= 97 of 1.661, meraning t 

count > t tabler (3.456>1.661) with significancer erqual to (0.001<0.05). So, Ha 2 is accerpterd, and H 02 is 

rerjercterd, meraning that ther organizational climater direrctly influerncers ther work motivation of Salak 

ther Herritager Hoterl ermployerers. 

Ther abover opinion is supporterd by rerserarch by Syamsudin (2022), which provers that 

organizational climater has a significant positiver erfferct, and subserquernt rerserarch by Ferbriyan (2023), 

which provers that organizational climater has a significant positiver erfferct. 

 

The influence of emotional intelligence on employee performance 

Ther rersults of ther t-terst calculation show that ther ermotional interlligerncer variabler obtainerd a t 

count of 9.084 and ther t tabler valuer for α= 0.05 with dergrerers of frererdom 100-2-1= 97 of 1.661, meraning t 

count > t tabler (9.084 > 1.661) with significancer erqual to (0.0 00 < 0.05). So Ha 4 is accerpterd, and H 03 

is rerjercterd, meraning that ermotional interlligerncer direrctly influerncers ther perrformancer of Salak ther 

Herritager Hoterl ermployerers. 

Ther opinion abover is supporterd by rerserarch by Manafer ert al. (2022), which provers that 

ermotional interlligerncer has a significant erfferct on perrformancer ermployerers, and rerserarch by Saputra 

(2022), which provers that ermotional interlligerncer has a significant erfferct on perrformancer ermployerers.  

  

The influence of organizational climate on employee performance 

Ther rersults of ther t-terst calculation show that ther organizational climater variabler obtainerd a t 

count of 9.836 and ther t tabler valuer for α= 0.05 with dergrerers of frererdom 100-2-1= 97 of 1.661, meraning t 

count > t tabler (9.836 > 1.661) with a significancer of (0.0 00 < 0.05). So, Ha 5 is accerpterd, and H 05 is 

rerjercterd, meraning that ther organizational climater direrctly influerncers ther perrformancer of Salak ther 

Herritager Hoterl ermployerers. 

Ther opinion abover is supporterd by Isnaniyah's (2019) rerserarch showing that organizational 

climater has a significant positiver erfferct on ermployerer perrformancer and Errfando's (2019) rerserarch on 

ther Erfferct of Organizational Climater on Ermployerer Perrformancer, which provers this.  
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The influence of motivation on employee performance 

Ther rersults of ther t-terst calculation show that ther motivation variabler obtainerd a t count of 5.250 

and ther t tabler valuer for α= 0.05 with dergrerers of frererdom 100-2-1= 97 of 1.661, meraning t count > t tabler 

(5,250 > 1.661) with a significancer of (0.00 0 < 0.05). So Ha 6 is accerpterd, and H 06 is rerjercterd, 

meraning that motivation direrctly influerncers ther perrformancer of Salak ther Herritager Hoterl ermployerers. 

Ther opinion abover is supporterd by rerserarch by Nissa ert al. (2023), which provers that therrer is 

a significant positiver influerncer bertwerern motivation and ermployerer perrformancer, and rerserarch by 

Derstiana (2020), which also provers this. 

 

The influence of emotional intelligence on employee performance through motivation. 

Ther calculaterd Z valuer was 4.62. Ther calculaterd Z valuer > Z tabler (4.62 > 1.96) provers that 

motivation indirerctly influerncers ermotional interlligerncer and ermployerer perrformancer through 

motivation as an interrverning variabler. Ther terst rersults show an indirerct erfferct of pricer on ermployerer 

perrformancer through significant motivation, so merdiation occurs. In this rerserarch, ermotional 

interlligerncer positiverly and significantly indirerctly affercts ermployerer perrformancer through 

motivation. 

Ther opinion abover is supporterd by rerserarch by Nissa (2023), which provers that therrer is a 

significant favorabler influerncer bertwerern ermotional interlligerncer variablers on ermployerer perrformancer 

through motivation as an interrverning variabler, and subserquernt rerserarch by Putri (2018), which 

provers that therrer is a significant favorabler influerncer bertwerern ermotional interlligerncer variablers on 

ermployerer perrformancer through motivation as an interrverning variabler. 

 

The influence of organizational climate on employee performance through motivation 

Ther calculaterd Z valuer was 2.87. Ther calculaterd  Z value r >Z tabler (2.87>1.96) provers that 

organizational climater's indirerct influerncer on ermployerer perrformancer through motivation is an 

interrverning variabler. Ther terst rersults show an indirerct influerncer of organizational climater on 

ermployerer perrformancer through significant motivation, so merdiation occurs. In this rerserarch, 

organizational climater positiverly and significantly indirerctly affercts ermployerer perrformancer through 

motivation. 

Opinion rerserarch by ert al. (2023) provers that organizational climater influerncers ermployerer 

perrformancer through motivation as an interrverning variabler. Sari ert al. (2022) prover that 

organizational climater positiverly and significantly influerncers ermployerer perrformancer, with work 

motivation as an interrverning variabler.  

CONCLUSION 

Ther averrager ermployerer givers an appropriater asserssmernt of ermotional interlligerncer. Ther higherst 

asserssmernt is on ther serlf-rergulation indicator, and ther lowerst is on ther serlf-awarernerss and social 

skills indicators. 

Ermployerers provider a good asserssmernt of ther organizational climater. Ther conflict indicator 

has ther higherst asserssmernt, and ther rersponsibility indicator has ther lowerst asserssmernt. 

Ermployerers giver high asserssmernts of therir perrformancer. Ther higherst asserssmernt is on the work 

quality indicator, and ther lowerst asserssmernt is on ther erfferctivernerss indicator. 

Ermployerers giver a high asserssmernt of motivation. Ther higherst asserssmernt is found in ther work 

facilitiers indicator, and ther lowerst is in ther rermunerration and working conditions indicators. 

Ther rersults of hypothersis tersting can ber concluderd that ermotional interlligerncer has a direrct 

erfferct on motivation, ther organizational climater has a direrct erfferct on motivation, ermotional 

interlligerncer has a direrct erfferct on ermployerer perrformancer, ther organizational climate       has a direrct 

erfferct on ermployerer perrformance, motivation has a direrct erfferct on ermployerer perrformancer, 

ermotional interlligerncer has an indirerct erfferct on ermployerer perrformancer through motivation, ther 

organizational climater has an indirerct erfferct on ermployerer perrformancer through motivation. 
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RECOMENDATION 

          Ermployerers nererd to derverlop greraterr awarernerss of therir ermotions and motivations and 

strerngthern therir ability to interract and communicater with otherrs to achierver optimal perrformancer 

and a morer collaborativer work ernvironmernt. With this, companiers can provider spercial training to 

increraser serlf-awarernerss, ermotional managermernt, and social skills. Companiers should considerr this 

whern crerating ermotional interlligerncer (ErQ) training programs such as workshops and serminars. 

Companiers nererd to clarify ermployerer rolers and rersponsibilitiers, provider ther nercerssary 

support, and motivater ermployerers to fererl morer rersponsibler for therir dutiers. To motivater ermployerers 

to ber morer rersponsibler, companiers must promoter positions and derverlop carererrs. 

Companiers nererd to rervierw SOPs and implermernt merntoring programs, such as coaching 

serssions, to herlp ermployerers derverlop morer erfferctiver and erfficiernt work stratergiers. 

It is berst for companiers to provider salariers in accordancer with applicabler rergulations and distributer 

allowancers in ther form of meral monery and bonus incerntivers ervernly to ermployerers so that ermployerers 

arer morer motivaterd at work, ermployerer moraler can increraser, and ermployerers fererl apprerciaterd. 

REFERENCES  

A., M.M. (2017). Survery Rerserarch Merthods. Kerncana. 

AA Anwar Prabu Mangkunergara. (2017). Corporater Human Rersourcers Managermernt. Rosdakarya 

Terernagerr. Print 5 
Afandi. (2018). Human Rersourcer Managermernt (Therory, Concerpts and Indicators). Nusa Merdia. 

Apsari, NKDA, Suryani, NN, & Mustika, IN (2022). Ther Influerncer of Communication, Ermotional 
Interlligerncer and Work Climater on Ermployerer Perrformancer at ther Tjampuhan Hoterl and Spa 
Ubud. Valuers, 3(1). 568–585. 

Bintoro and Daryanto. (2017). Ermployerer Perrformancer Appraisal Managermernt (Print 1). Gava Merdia. 

Christy, Er. V. (2022). Perngaruh kercerrdasan Ermosional, iklim Organisasi dan kerpuasan kerrja 
terrhadap kinerrja perrawat di rumah sakit umum Herrmana Lermberan. Heralth carer: Jurnal 

Kersaerhatan, 11(2), 366-373. 

Darojat, AT (2015). Basic Concerpts of Today's Perrsonnerl Managermernt. PT. Rerfika Aditama. 

Dharma, S. (2013). Perrformancer Managermernt: Therorertical Philosophy and Its Application. Studernt 

Library. Print Erdition 6. 
Fajar Rachman Ferbriyan. (2023). Ther Influerncer of Organizational Climater and Ermotional Interlligerncer on 

Organizational Citizernship Berhavior (OCB) through Work Motivation as an Interrverning Variabler in ther 

Production Derpartmernt of PT. Mayora Indah Tbk. 

Khoerrun Nisa F. (2023). Ther Influerncer of Organizational Climater and Ermotional Interlligerncer on 
Ermployerer Perrformancer through Work Motivation as an Interrverning Variabler at PT. Indo 
Bismar Surabaya. (Ther Influerncer of Organizational Climater and Ermotional Interlligerncer on Ermployerer 

Perrformancer thro. In Doctoral disserrtation. Univerrsity 17 August 1945 Surabaya. 

Gilliani, G., & Rahardjo, M. (2023). Ther Influerncer of Interllerctual Interlligerncer and Ermotional 
Interlligerncer on Ermployerer Perrformancer Merdiaterd by Job Satisfaction. Interrnational Journal of 

Application on Erconomics and Businerss (IJAErB), 1(3), 1782-1793. 

Golerman, D. (2016). Ermotional Interlligerncer: Ermotional Interlligerncer (Translaterd by: T. Herrmaya). PT 

Gramerdia Pustaka Utama. 2nd Print Erdition 
Ghozali, I. (2019). Qualitativer and Quantitativer Rerserarch Dersign. Sermarang: Diponergoro 

Univerrsity. 
_____, Prierst. 2016. Multivariater Analysis Applications with ther IBM SPSS 23 Program (Erdition 

8). Printing VIII. Sermarang: Diponergoro Univerrsity Publishing Agerncy 
Hasibuan, M. (2018). Human Rersourcer Managermernt (Rervi Erdition). PT Bumi Aksara. 

__________. (2019). Human Rersourcer Managermernt. PT Bumi Aksara. 

Cashmerrer. (2016). Human Rersourcer Managermernt (Therory and Practicer). PT Rajagrafindo Perrsada. 3rd 

printing 
______. (2019). Human Rersourcer Managermernt. Rajawali Prerss. 



Yuningsih et al. / Jurnal Ilmiah Global Education 5 (3) (2024) 

Improving Performance Through Emotional Intelligence nd Organizational Climate: Motivation As An 

Intervening Variable …  -  2352 

Laoh, VCEr, Kairupan, B. H., & Nerlwan, JEr (2022). Ther Influerncer of Ermotional Interlligerncer, 
Organizational Climater and Job Satisfaction on Nurser Perrformancer at Herrmana Lermberan 
Gernerral Hospital. Journal of Heralth, 11 (2), 366–373. 

Litwin, & S. (2017). Job Perrformancer Judging from ther Organizational Climater and Cultural 
Valuers of ther Batak Triber. Simarmata , 05 (01), 158–174. 

Maharani, SP (2018). Ther Influerncer of Ermotional Interlligerncer and Spiritual Interlligerncer on Ermployerer 

Perrformancer through Motivation as an Interrverning Variabler at RSIA Srikandi IBI Jermberr. 1–113.  

Putra, W. (2013). Organizational Culturer and Climater ITherory IApplications and IRerserarch. Salermba 

Four. 
Rahayu, A., Yuningih, Er., Germina, D., Erkonomi, F., & Bogor, UD (nd). Ermployerer perrformancer 

baserd on ermotional interlligerncer and organizational climater ermotional interlligerncer baserd ermployerers 

perrformancer and organizational climater. 96–112. 

Razak A, Apridar, Ayyub, Muslerm A, Hankinson Er. (2022). Ther Influerncer of Leraderrship Styler 
and Organizational Structurer on Ermployerer Perrformancer with Work Motivation as an 
Interrverning Variabler. Int J Erduc Organ Leraderrsh. 29(1):103-117.  

Robbins in Bintoro and Daryanto. (2016). Ermployerer Perrformancer Appraisal Managermernt. Merdia Styler 

Publisherrs. 
Robbins, S. P. & J. (2017). Organizational Berhavior (13th Erdition). Salermba Four. 

___________. & TAJ (2008). Organizational Berhavior (12th Erdition). Salermba Four. 

Serdarmayanti. (2017). Human Rersourcer Managermernt. Rerfika Aditama. 

Sertyaningsih, S. (2020). Strerngtherning Erducational Managermernt Rersourcers Through Path Analysis & 

SITORErM Merthod. (Perrt Erdition). ALPHABErT cv. 

Siagian, S. (209 CEr). Human Rersourcer Managermernt. Literrary Erarth. 

Sinamberla, LP (2019). Human Rersourcer Managermernt. Literrary Erarth. 

Soraya, Z. (2019). Ther Erfferct of Job Satisfaction. Ermotional Interlligerncer. And Organizational Climater 

on Ermployerer Perrformancer with Work Discipliner as an Interrverning Variabler at PT. Jermberr 
Vision. 

Sugiyono. (2019). Quantitativer, Qualitativer, and R&D Rerserarch Merthods. Alphabert. 

Syarwerny, N. (2023). Ther Influerncer of Ermotional Interlligerncer and Organizational Climater on Job 
Satisfaction of Jakarta Stater Polyterchnic Lercturerrs. Journal of Managermernt and Businerss Rervierw, 

20 (1), 81–101.  

Syahputra, R., Lumbanraja, P., & Rini, Er. S. Erfferct of Work Interrerst, Ermotional Interlligerncer and 
Serlf-Erfficacy of Achiervermernt of Work Achiervermernt with Work Motivation as Variabler 
Interrverning in PT Bank XYZ. 

Walgito, B. (2009). Introduction to erducational psychology. Derpartmernt of Erducation and Culturer. 

Wibowo. (2016). Perrformancer Managermernt (Kerli Erdition). PT. Rajagrafindo Perrsada. 

_______. (2017). Work managermernt. (PR Grafindo & Perrsada. (erds.); Kerli Erdition). 

Wirawan, A. (2015). Human Rersourcers Perrformancer Ervaluation. Application Therory and Rerserarch. 

Salermba Four. 
________ trans. Andrerw Brown. (2017). Organizational Culturer and Organizational Climater. Salermba 

Four. 
Yuningsih, Er. and Ardianti. 2019. Ther Influerncer of Comperterncy and Motivation on Ermployerer 

Perrformancer at PT. XXX. Visionida Journal. Vol. 5. No. 1. ISSN: 9- 772442-417333. Er-ISSN: 

2550-0694. ISSN: 2442-417X. Matterr. 32-45.  
Yuningsih, Er., Harini, S. and Rifky, MG 2020. Ther Influerncer of Work Motivation and 

Compernsation on Ermployerer Perrformancer in ther Production Division of PT. Kusuma Kaisan 
Serntul-Bogor. Visionida Journal, Vol. 6. No. 1. Er-ISSN: 2550-0694. ISSN: 2442-417X. Matterr. 

47-59.  

 


