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Abstract—This watchfulness is aimed to analyze the effect of 

Emotional Intelligence to Job performance through job 

satisfaction. The watchfulness was implemented with 251 of 

sample from Private Hospital. The collected data was analyzed 

using SPSS and SEM-Lisrel to verify the hypothesis. The result 

was Emotional Intelligence has positive and significant towards 

Job performance and Job satisfaction, then Job satisfaction have 

positive effects and significant towards Job performance, and 

employee job satisfaction has mediating effect midst Emotional 

Intelligence also employee performance. Practical 

implementation from this watchfulness suggest that the company 

can implemented the strategy to increase the Job performance 

based on the company strategy by Emotional Intelligence. 

Keywords—emotional intelligence, employee performance, job 

satisfaction, and private hospital 

I. INTRODUCTION 

The infirmary system itself is a labor-intensive sector that 
has experienced many changes as a result of increasing 
competition. The plea for infirmary continues to grow as a 
result of population growth, increasing aging population, 
advances in the supply of medicines, and technological growth 
[1,2]. By comprehending future developments, infirmary 
providers are progressively facing defiance’s to arrange 
expenses as well as provide better services and better outcomes 
for patients [3-5]. 

The infirmary workers are ones of the main and greatly 
prominent components of health services [2]. In the infirmary 
treatment industry where fruitfulness is redounded by sufferer 
satisfaction, employees who are involved and satisfied are the 
best factors to fulfill the plea for grade sufferer care [6]. 
Therefore, the greatly notable impact on the infirmary industry 
will be the yield of the community who labor in it [7]. 

The hospital itself is crucial in the infirmary system. In 
hospitals, human resource arrangement has a special role, 
personnel performance has a direct impact on the grade and 
effectiveness of medical treatments. The importance of human 
resources in the provision of medical services has also been 
established in WHO publication which includes human 

resources as one of the three prominent forms of capital needed 
for the provision of medical services [1]. 

Based on an interview with one of the staff who worked at 
the Imanuel Hospital Lampung before, found complaints that 
had been expressed about their workloads that adhere to 
emotional states and ultimately impact on their performances. 
In adjunct, interviews were also conducted with three patients 
at the Imanuel Hospital a few months earlier, and they 
complained about the Imanuel Hospital staff who were less 
responsive to patients. Therefore, watchfulness on human 
resources in Imanuel Hospital is needed to analyze the 
workers’ job performance by taking into account the 
influencing factors, namely Emotional Intelligence. 

Emotional Intelligence can improve Job Performance of 
human resources [8]. Human resources with high Emotional 
Intelligence can regulate their emotions and mental positively 
so as to provide better Profession Performance [9]. On the 
other hand, low Emotional Intelligence can make a bad impact, 
so that human resources cannot decide the proposition 
rationally and ultimately can adversely govern Profession 
Performance. 

In adjunct to the Emotional Intelligence factor, one of the 
variables that govern labour Profession Performance is Job 
Satisfaction [10]. Likewise, with the other studies with results 
that confirm previous watchfulness that Job Satisfaction 
governs Profession Performance of employees [11-15]. 

This encourages the author to conduct watchfulness on 
human resources in hospital services to analyze their job 
performance by taking into account the factors that influence it, 
namely Emotional Intelligence, with Job Satisfaction as a 
mediator variable. 

II. LITERATURE REVIEW 

A. Emotional Intelligence 

Emotional Intelligence is a draught that tries to associate 
emotions, cognition, and metacognitive method [16]. It was 
also stated earlier that Emotional Intelligence is the proficiency 
to comprehend and express affects, assimilate affects in the 
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mind, comprehend and reasons with emotions, and organize 
emotions in self and others [17]. 

The draught of Emotional Intelligence is elucidated as the 
strength to think about affects, and affects to augment musing 
[18]. A person is considered competent in the perception of 
emotions if he is able to recognize other community's 
responses and be conscious of his own affect states and 
responses [19]. It’s a strong skill to comprehend one's own 
affects, the effects of others, the causes and consequences of 
this emotion [20]. Thus empathy, proposition solving, 
hopefulness, and self-consciousness that enable community to 
comprehend, delineate on, and respond to sundry 
environmental circumstances is concerned to Affect 
Intelligence. 

B. Job Satisfaction 

Job Satisfaction is the draught of personal appraisement of 
the shapes that exist in the profession or the results obtained 
from having a profession [21]. Job Satisfaction must be 
considered a mandatory attribute that is very often measured by 
organizations to ensure there is a compassionate employee 
approach to the tasks and responsibilities they face. 

Job Satisfaction refers to an individual's multidimensional 
psychological response to their work [22]. This is supported by 
some opinions that say Profession Satisfaction is an affect, 
psychological and environmental shape, common attitudes and 
feelings that labor have towards their work [23]. This is 
strongly influenced by labor insight regarding their sundry 
missions. It’s considered not only as a common attitude and 
feeling of labor towards work [24], but which is accepted as an 
emotional response from a broader perspective [25]. 

C. Job Performance  

Job Performance or better known is a draught commonly 
used in industrial and organizational psychology. Employees’ 
Job Performance is basically the yield of a series of conducts 
[26]. This can be redounded as a diversity of assignments 
implemented every day. And other opinions about Job 
Performance are concerned to what individual workers do or 
don't do [27]. Job Performance itself is a term that refers to the 
grade of an employee's work [28]. It’s refers to how 
community do their work.  

So, it is mentioned that Job Performance as an employee 
work performance utilizes the skills, knowledge, and 
dedication needed to obtain meaningful work is done well [29]. 
In adjunct, Job Performance can be described as the count of 
assignment as well as the grade and quantity of yield, or more 
commonly about how well a labor can perform assignments 
given at work [30]. 

D. Hypothesis Development Watchfulness 

In a previous study of academic administrators at three 
universities in Malaysia found a positive and notable 
relationship midst Emotional Intelligence and Job performance 
[31]. Likewise, other studies also reported a good influence 

caused by good employee Emotional Intelligence on Job 
Performance of the employees [32]. In line with other studies, 
also found a direct and positive relationship midst Emotional 
Intelligence and Job performance [33]. Based on this 
information, the formulation of the watchfulness hypothesis is: 

H1: Emotional Intelligence has a positive and significant 
influence on Job Performance. 

In a study of the employees of multinational organizations 
in India, it was found that Emotional Intelligence had a direct 
relationship with Job Satisfaction [34]. Other watchfulness also 
found that employees with high Emotional Intelligence would 
produce good Job Satisfaction [35]. Then, further watchfulness 
found a positive impact caused by employees' Emotional 
Intelligence on job satisfaction [36]. Based on this information, 
the formulation of the watchfulness hypothesis is: 

H2: Emotional Intelligence has a positive and significant 
effect on Job Satisfaction. 

Based on the yields of watchfulness conducted on 
employees who assignment in the Automotive industry, 
Punjab, India it’s stated that employees who have Job 
Satisfaction will produce good job performance [37]. That 
confirmed other watchfulness that found a direct significant 
relationship midst Job Satisfaction and Job Performance [38]. 
And previous watchfulness also suggested that Job Satisfaction 
has a positive impact on Job Performance [39]. Based on this 
information, the formulation of the watchfulness hypothesis is: 

H3: Job Satisfaction has a positive and significant influence 
on Job performance. 

In watchfulness conducted on employees of the University 
of Jordan, it was shown that those who have higher Emotional 
Intelligence have better performance, because those who have 
higher Emotional Intelligence are commonly more contented 
with their work and those who are more contented with their 
work perform better than those who are less contented with 
their work [40]. It also supports the previous watchfulness 
which states that good employees’ Emotional Intelligence will 
have a positive impact on their Job Satisfaction which then also 
has a significant and positive impact on Job Performance [41]. 
Based on this information, the formulation of the watchfulness 
hypothesis is: 

H4: Emotional Intelligence has a positive and significant 
effect on Job Performance with Job satisfaction as a mediating 
variable. 

III. METHODS 

Data and hypotheses analyzing on this watchfulness are 
using Structural Equation Model (SEM) statistical analysis 
tools with the Linear Structural Relationship (LISREL) 
program. The population in this study conducted in October to 
December at the Private Hospital in Lampung are employees, 
consisting of: doctors, nurses, operators, pharmacy staff, admin 
/ and others. Sampling itself is done using the sampling method 
used by Hair, et al. That the number of samples is five to ten 
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times the total watchfulness indicators, this study using twenty-
seven indicators, so that the minimum sample size is 135 (one 
hundred thirty-five) [42]. The number of questionnaires 
distributed was 300. Questionnaires that were lost and / or not 
returned by prospective respondents were 47 and 2 were 
returned but were not filled in completely, so the questionnaire 
that was returned to the author and filled out completely was 
251. 

In this study each statement was given a choice of five 
score answers on a Likert scale. The Emotional Intelligence 
variable is measured by submitting 16 statements divided into 
four dimensions [43], the Job Satisfaction variable is measured 
by three indicators [44], which were then developed in 2013 
[44] and the Job performance variable is measured using eight 
indicators [45]. 

From the yields of the validity verify of the Emotional 
Intelligence variable after going through 11 stages to get the 
value of the appropriate goodness of fit, there are 6 Valid 
Indicators namely EI2, EI11, E13, EI14, EI15, EI16.  

From the yields of the validity verify shows that Job 
Satisfaction variable model is saturated, which means that the 
variable model has a good overall goodness of fit, thus 
indicating that all three indicators are valid. And the yields of 
the validity verify of Job Performance variables are known 
after going through 5 stages to get the appropriate goodness of 
fit value, there are 4 Valid Indicators namely JP2, JP3, JP6 and 
JP8. 

In verifying the reliproficiency of the Emotional 
Intelligence, Job Satisfaction, and Job Performance variables, 
respectively, the Cronbach's Alpha scores are 0.825, 0.807, 0, 
912, and 0.891 where> 0.6, which means all indicators used in 
the variables used in this study have good reliproficiency and 
respondents' answers to the statements given in these variables 
can be answered properly and consistently by the respondents 
[46]. 

Before analyzing further on hypothesis verifying, the model 
goodness of fit verifies in table 1 is first showed: 

TABLE I.  GOODNESS OF FIT VERIFY YIELDS 

Category  Indeks Level of 

acceptance 

Information 

 
1. Absolute Fit 

Chisquare 0,0 Model Poor Fit 

RMSEA 0,084 Model Fit 

GFI  0,95 Model Fit 

 

2. Incremental Fit 

 

 

AGFI  0,80 Model Poor Fit 

CFI  0,94 Model Fit 

TLI (NNFI) 0,93 Model Fit 

NFI  0,91 Model Fit 

3.Parsimonious fit  Chisq/df  2,74 < 5.0. 

Source: Data processed by SEM LISREL 

 
Based on the opinion which says that to measure goodness 

of fit at least one index is used from each category and based 
on the satisfaction of table 10 which shows that GFI is from the 
Absolute Fit category, CFI from the Incremental Fit category, 

and Chi-square / df in the category [42,47]. Parsimonious Fit is 
recommended because it is often reported in the literature with 
GFI, CFI, and Chi-square / df yields respectively 0.95, 0.94, 
and 2.74. Then the model is worthy of further analysis so that 
further hypothesis verifying can proceed. 

IV. RESULTS AND DISCUSSION 

A. Results 

The yields of data processing are implemented to verify the 
hypothesis, as described in Table 2 below: 

TABLE II.  HYPOTHESIS TESTING  

Hypothesis Coefficient P-

value 

Decision 

H1: Emotional intelligence has a 

positive and significant influence 

on Work Performance 
0,47 0,00 Supported 

H2: Emotional Intelligence has a 
positive and significant impact on 

Job Satisfaction 

0,38 0,00 Supported 

H3: Job Satisfaction has a positive 

but not significant effect on Job 

performance. 

0,06 0,20 Not 

supported 

H4: Emotional Intelligence has a 
positive and significant effect on 

Job Performance with / through Job 

satisfaction as a mediating variable 

0,07 0,00 Supported 

Source: data processed 

B. Discussion  

The first hypothesis, based on the yields, a positive 
coefficient = 0.47 and a significance value (p-value) is 0.00 are 
obtained. It shows that Emotional Intelligence has a positive 
and significant effect on Job Performance. Thus, the first 
hypothesis is accepted. 

The second hypothesis, based on the yields, positive 
coefficient value = 0.38 and a significance value (p-value) of 
0.00 are obtained. It shows that Emotional Intelligence has a 
positive and significant effect on Job Satisfaction. Thus, the 
second hypothesis is accepted. 

The third hypothesis, based on the yields, positive 
coefficient = 0.06 but the significance value (p-value) of 0.20 
(greater than 0.05) are obtained. It shows that Job Satisfaction 
has a positive but not significant effect on Job Performance. 
Thus, the third hypothesis is rejected. 

The fourth hypothesis, based on the yields of verifying the 
mediation effect of Job Satisfaction, the z-value = 84.61 
(greater than z-table = 1.96) with a positive coefficient = 0.07 
and a significance value (p value) of 0.00. So, it shows that Job 
Satisfaction mediates the influence of Emotional Intelligence 
on Job Performance. Thus, the fourth hypothesis is accepted. 
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V. CONCLUSIONS 

Based on the findings and verifying of hypotheses that have 
been explained, several conclusions can be drawn from the 
yields of this study: (1) There is a positive and significant 
influence midst Emotional Intelligence on Job Performance. (2) 
There is a positive and significant influence midst Emotional 
Intelligence on Job Satisfaction. (3) There is a positive but not 
significant effect midst Job Satisfaction on Job Performance. 
(4) And there is a positive and significant influence midst 
Emotional Intelligence on Job Performance through Job 
Satisfaction. 

The yields of this study indicate to arrangement to 
determine the direction of policy towards the arrangement of 
human resources, especially in the field of health services to 
improve Job Performance and Job Satisfaction for employees 
who provide health services such as in Hospitals, which is the 
main factor moving competition forward very tight business. 
Either by conducting training regularly or by coaching 
periodically so that employees are able to increase the level of 
Emotional Intelligence, so they can assess their emotions (Self-
emotion appraisal), assess the emotions of others, and be able 
to use and organize their own emotions. This might help 
monitor the development of habits towards employee conduct 
to improve Emotional Intelligence.  

This watchfulness proves that if employees already have a 
high level of Emotional Intelligence, then their optimal work 
performance and satisfaction will be obtained. Suggestions that 
can be given to further watchfulness for future watchfulness is 
to add more supporting variables that form Job Performance, so 
that it is enriching more findings about factors that influence 
Job Performance, for example with the Person-organizational 
fit [48], Job stress [7], career development variables [49] and 
Organizational commitment [50]. This watchfulness was 
conducted on the object of watchfulness on health services 
such as hospitals, so that watchfulness could further develop 
other watchfulness objects such as other service industries or 
manufacturing industries, and other industries. 
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