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ABSTRACT

This study aims to analyze the influence of emotional intelligence, resilience, and workload on employee
performance in the digital era. The research method uses a quantitative approach with Structural Equation
Modeling (SEM) analysis techniques through SmartPLS software. The research sample was 300 employees in
Medan City who work in organizations that have implemented digital transformation. The results showed that
emotional intelligence had a positive and significant effect on employee performance (¥ = 0.285, t = 4.167, p <
0.01), resilience had a positive and significant effect on employee performance (¥ = 0.321, t = 5.234, p < 0.01),
while workload had a negative and significant effect on employee performance (¥ =-0.198, t =3.042, p < 0.01).
Simultaneously, the three variables were able to explain 47.6% of the variance in employee performance in the
digital era (R? = 0.476). This research provides a theoretical contribution in developing an integrative model of
psychological factors that influence performance in the digital era.
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INTRODUCTION

The digital era has brought significant changes to the modern work environment. Digital
transformation not only changes the way organizations operate but also presents new challenges for
employees in adapting to increasingly complex technologies, work processes, and performance
demands. In this context, employees' ability to maintain and improve performance is crucial for
organizational sustainability (Prensky, 2019), (Tarafdar, 2019), (Zheng, 2022). Emotional intelligence
is a crucial factor influencing employee performance in the digital era. The ability to recognize,
understand, and manage one's own and others' emotions enables employees to communicate effectively,
collaborate, and make informed decisions amidst rapidly changing work dynamics. Emotional
intelligence contributes significantly to job success compared to conventional intellectual intelligence
(Goleman, 2018). In the context of digital work, (Joseph, 2010) states that emotional intelligence plays
a crucial role in dealing with stress caused by technological change and facilitating adaptation to new
ways of working. Several previous studies (Wong, 2002), (Carmeli, 2003) have found a positive
relationship between emotional intelligence and employee performance.

Furthermore, resilience, or mental toughness, is a vital component in dealing with stress and
change in the digital age. Employees with high resilience are able to recover more quickly from
setbacks, adapt to change, and remain productive even in challenging situations. Resilience is a positive
psychological capacity that can be developed and has a significant influence on work performance
(Luthans, 2017), (Windle, 2021). Resilience becomes increasingly relevant in work environments
characterized by uncertainty and change, such as those occurring in the digital era (Fletcher, 2013).
Research (Youssef, 2007) shows that resilience is related to employee commitment, job satisfaction,
and performance.

Workloads in the digital age have also undergone a transformation. Easy access to information
and communication often blurs the boundaries between work and personal life, creating the potential
for work overload. The phenomenon of information overload, multitasking, and the expectation to
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always be connected (always-on culture) can cause digital fatigue that impacts performance. The Job
Demands-Resources Model shows that a workload that is disproportionate to the resources available to
employees can reduce performance and work well-being. A study by (Bakker, 2019) shows that
excessive workload in the digital era is negatively correlated with employee performance. Research
(Maslach, 2022) identified that digital workload is a major predictor of burnout and decreased
performance.

Previous studies have separately examined the influence of emotional intelligence (Mayer,
2016), resilience (Fletcher, D., & Sarkar, M, 2016), and workload (Crawford, 2020) on employee
performance. However, research that comprehensively integrates these three factors in the context of
the digital era is still limited, especially in Indonesia. This research seeks to fill this gap by analyzing
how the interaction between emotional intelligence, resilience, and workload affects employee
performance in the digital era. A deeper understanding of these dynamics will provide a foundation for
developing effective human resource management strategies to improve employee performance and
organizational competitiveness in the digital era. The research findings are expected to contribute to the
development of a theoretical framework and practical implementation in human resource management
in the era of digital transformation. Based on this background, the problem formulation in this research
is: (1) how does emotional intelligence influence employee performance in digital era?; (2) how does
resilience affect employee performance in the digital era?; (3) how does workload affect employee
performance in the digital era?; and (4) how do emotional intelligence, resilience, and workload
simultaneously influence employee performance in the digital era?

The urgency of this research is to determine the influence of emotional intelligence, resilience
and workload on employee performance in the digital era. Through this research, organizations can
identify ways to build employee adaptive capabilities while optimally managing workloads to improve
employee performance and well-being in a complex and rapidly changing digital work environment.

METHODS

This study uses a quantitative approach with an explanatory survey design. Explanatory research
aims to explain causal relationships between variables through hypothesis testing. The population in
this study is all employees in Medan who work in companies/institutions that have implemented digital
transformation in their operations. Due to the large population size and inability to determine with
certainty, the sample was taken using a purposive sampling technique with the following criteria: (1)
permanent employees with a minimum work period of 1 year; (2) using digital technology in carrying
out daily work; and (3) aged 21-50 years

The number of samples used in this study was 300 respondents. The research instrument used a
questionnaire with a 5-point Likert scale (1 = strongly disagree to 5 = strongly agree). Before use, the
instrument was tested for validity and reliability. Data will be collected through: (1) online
questionnaire distributed through a digital survey platform; (2) structured interviews with management
representatives for data supporters; and (3) employee performance data documentation (if available and
permitted).

The data will be analyzed using: (1) descriptive statistical analysis to describe the characteristics
of respondents and the distribution of answers; (2) analysis of the coefficient of determination (R?) to
measure the contribution of variables independent of the dependent variable; and (3) partial significance
test (t test) and simultaneous (F test).

RESULT

The respondents of this study were all employees in the city of Medan who work in
companies/institutions that have used digital technology in carrying out their work daily with a
minimum work period of 1 year. The respondents for this study were 300 people consisting of
permanent employees and civil servants from various types of agencies such as civil servants from the
Civil Service Youth and Sports of North Sumatra, Civil Servants of the North Sumatra Revenue Service,
Civil Servants North Sumatra Communications and Information Service, North Medan Samsat Office
employees, Bank employees/tellers Mandiri, Bank Sumut employee/teller, Bank BTN employee/teller,
police in charge of administration SIM/STNK at Samsat Medan Selatan, school operator employees,
etc.
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Table 1

Respondent Characteristics

Characteristics Frequency Percent Valid Percent Cumulative Percent
Gender Male 168 56.0 56.0
Female 132 44.0 44.0
Total 300 100.0 100.0
Age 21-30 years 142 473 473
31-40 years 98 32.7 32.7
41-50 years 60 20.0 20.0
Total 300 100.0 100.0
Education Level SMA/SMK 45 15.0 15.0
D3 63 21.0 21.0
S1 156 52.0 52.0
S2 36 12.0 12.0
Total 300 100.0 100.0
Length of Service 1-5 years 178 59.3 59.3
6-10 years 87 29.0 29.0
> 10 years 35 11.7 11.7
Total 300 100.0 100.0

source: processed data

The Table 1 above shows that of the 300 respondents studied, the majority 168 respondents
were male (56%), a small proportion of respondents 132 people (44%) were female. The table above
shows that of the 300 respondents studied, the majority respondents aged 21 - 30 years were 142 people
(47,3%), a small proportion of respondents aged 41 - 50 years as many as 60 people (20%). The table
above shows that of the 300 respondents, a large portion of the respondents 156 people (52%) had a
bachelor's degree, a small proportion of respondents had a master's degree as many as 36 people (12%).
The table above shows that of the 300 respondents, a large portion of the respondents have a work
period of 1-5 years as many as 178 people (59,3%), a small portion of respondents 35 people (11,7%)

have a work period of > 10 years.

Table 2

Descriptive Statistics of Research Variables

Variables Mean Std. Deviation Min Max
Emotional Intelligence (X1) 3.78 0.623 2.13 4.93
Resilience (X2) 3.84 0.591 2.27 4.87
Workload (X3) 3.52 0.748 1.67 4.80
Employee Performance (Y) 391 0.567 2.40 4.87

source: processed data

From the Table 2 above, it can be concluded that the largest mean is in the variable employee
performance (Y), while the largest standard deviation is in the variable workload (X3), while the largest
minimum score is in the employee performance variable (Y) and while the largest maximum score is in

the emotional intelligence variable (X1).

Table 3

Validity and Reliability Test Results

Variables Cronbach's Alpha Composite Reliability AVE
Emotional Intelligence (X1) 0.912 0.923 0.567
Resilience (X2) 0.908 0.919 0.551
Workload (X3) 0.895 0.908 0.523
Employee Performance (Y) 0.926 0.935 0.612

criteria: cronbach's alpha > 0.7 (reliable); composite reliability > 0.7 (reliable); and AVE > 0.5

valid
source: processed data
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From the Table 3 above, it can be seen that the emotional intelligence variable (X1) has
Cronbach's Alpha value is 0,912, for the resilience variable (X2) has a Cronbach's Alpha is 0,908,
for the workload variable (X3) it has a Cronbach's Alpha value of 0,895 and for the employee
performance variable (Y) it has a Cronbach's Alpha value of 0,926. Because all variables have
Cronbach's Alpha > 0,7, it is said to be reliable.

From the Table 3 above, it can also be seen that for the emotional intelligence variable (X1)
has a Composite Reliability value of 0,923, for the resilience variable (X2) it has Composite
Reliability value is 0,919, for the workload variable (X3) it has a value Composite Reliability is 0,908
and for the employee performance variable (Y) it has a value of Composite Reliability is 0,935.
Because all variables have Composite Reliability Reliability > 0,7 means it is said to be reliable.
From the Table 3 above, it can also be seen that for the emotional intelligence variable (X1) has an
AVE value of 0,567, for the resilience variable (X2) it has an AVE value of 0,551, for the workload
variable (X3) it has an AVE value of 0,523 and for the variable Employee performance (Y) has an
AVE value of 0,612. Because all variables have AVE > 0,5 then it is said to be valid. So it can be
concluded that all the criteria variables required validity and reliability.

Table 4
Hypothesis Testing Results
Hypotesis Path Coefficient ()  T-Statistics P-Value = Keputusan
H1: Emotional Intelligence — Employee Performance 0.285 4.167 0.000%** Accepted
H2: Resilience — Employee Performance 0.321 5.234 0.000%** Accepted
H3: Workload — Employee Performance -0.198 3.042 0.002%** Accepted

Description: **p < 0.01 (very significant), *p < 0.05 (significant)
source: processed data

Table 5
R-Square Value
Endogenous Variable R-Square R-Square Adjusted Category
Employee Performance 0.476 0.471 Moderate

source: processed data

The R? value = 0,476 shows that 47,6% of the variance in employee performance can be
explained by emotional intelligence, resilience, and workload, while 52,4% is explained by factors
others outside the model.

Table 6
Effect Size ()

Construct f2 Category
Emotional Intelligence 0.142  Small-Medium
Resilience 0.178 Medium
Workload 0.087 Small

source: processed data

From the table above, it can be seen that the emotional intelligence variable (X1) has effect size
(%) of 0,142 is in the small-medium category, for the resilience variable (X2) has effect size (f*) of
0,178 is in the medium category, for the workload variable (X3) has effect size (f2) of 0,087 is in the
small category.

The Influence of Emotional Intelligence on Employee Performance

The results of the study show that emotional intelligence has a positive and negative effect.
significant effect on employee performance in the digital era (¥ = 0.285, p <0.01). This finding confirm
that employees have the ability to recognize, understand, and manage emotions of self and others tend
to perform better in the work environment dynamic digital world. Self-management is the most important
dimension of emotional intelligence in the context of the digital era. The ability to remain calm and
think clearly in work situations which is pressing, and adapting to changing digital work demands is the
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main key in maintaining optimal performance. This is in line with research (Goleman, 2018) which
emphasizes the importance of emotional intelligence in a complex work environment. This also in line
with the meta-analysis study by (Miao, 2017) which found a positive correlation (r = 0.28) between
emotional intelligence and job performance. In the digital context, this correlation is even stronger
because of the importance of soft skills in a technology-mediated work environment.

The Influence of Resilience on Employee Performance

Resilience is proven to have the strongest influence on employee performance (y = 0.321, p <
0.01). These results indicate that the ability of employees to survive in pressure, bounce back from
failure, and see challenges as opportunities for growth Resilience is the most crucial factor in
maintaining performance in the digital era. psychological and optimism are the most influential
dimensions of resilience. Employees who have strong mental resilience and an optimistic outlook on
technological change tends to be able to maintain and even improve its performance even when facing
complex digital challenges. These findings support the psychological capital theory which developed by
(Luthans, 2017). In line with research conducted by (Kuntz, 2017) shows that employee resilience
contributes 23% to the variance of adaptive performance in organizations which is experiencing
technological change.

The Influence of Workload on Employee Performance

Workload has a negative and significant effect on employee performance (y = -0.198, p <
0.01). The higher the workload felt by employees, the lower their performance will be. produced.
Time pressure and mental load are the most important aspects of workload negatively impact
performance. The phenomenon of "always-on culture” in the digital era, where Employees are
required to always be connected and responsive, contributing significantly to increased mental load
which ultimately reduces performance. These results are consistent with Job Demands-Resources
Model developed by (Bakker, 2019). In line with research that conducted by (Tarafdar, 2019)
identified five creators of technostress: techno-overload, techno- invasion, techno-complexity,
techno-insecurity, and techno-uncertainty.

Simultaneous Effects

Simultaneously, emotional intelligence, resilience, and workload have an effect significant
effect on employee performance. The research model is able to explain 47.6% of the variance
employee performance, which shows that these three factors are predictors substantial for
performance in the digital era.

Additional Analysis: Digital Era Moderation

Further analysis revealed that the digital era context moderates the relationship between
independent variables and employee performance. Employees with digital adaptability who height
shows different patterns in the relationship between workload and performance, where the negative
effects of workload can be minimized through the use of technology effective.

CONCLUSION

Emotional intelligence has a positive and significant influence on employee performance in the
digital era, with self-management as the most important dimension. Resilience has the strongest
influence on employee performance, indicating that mental resilience and optimism are the main keys
to success in the digital era. Workload has a negative and significant impact on performance, with time
pressure and mental stress being the most detrimental factors. Simultaneously, the three variables
provide a substantial contribution (47,6%) to employee performance, demonstrating the importance of
a holistic approach in HR management in the digital era. The resulting integrative model provides an
empirical foundation for organizations to develop effective HR strategies to optimize employee
performance in the era of digital transformation. A focus on developing emotional intelligence and
resilience, as well as optimal workload management, is key to creating a productive and sustainable
work environment in the digital age.
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