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Abstract:  Every organization has its own assets, which consist of two main components, one of 

which is labor (employees). Employees with knowledge and skills do not guarantee 

organizational success. The good decisions they use and apply knowledge and skills 

in doing jobs that make a difference. The difference comes from the results of 

employee performance. Employee performance is interpreted as a task call, where 

employees work in accordance with the organization's work program in order to 

achieve the vision, mission and goals of the organization. Many factors affect 

employee performance including emotional intelligence, competence, and 

communication. This study aims to analyze the effect of emotional intelligence, 

competence and communication on employee performance. The research sample 

was collected using a questionnaire to the employees of PT. Taspen (Persero) 

Semarang, Jl. MT. Haryono 892-894, Semarang, totaling 69 people. The sampling 

technique uses a non-random total sampling technique. And analyzed using 

structural equation model analysis (SEM). The results of the analysis show that: 

Emotional Intelligence, Competence, Communication have a positive and significant 

effect on Employee Performance. 

 

Keywords:  Emotional Intelligence, Competence, Communication, Employee 
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1. Introduction  

Companies have realized that they must develop unique dynamic characteristics that 

strengthen their competitive advantages to survive in an ever-changing market 

environment. thus they focus on the exploitation of human resources (HR), especially 

employee performance as a source of strategic advantage (Diamantidis & Chatzoglou, 

2019). Regarding employee performance, each company has its own way of 

distinguishing between "good" employees (who display performance according to the 

company's wishes) and "not so good" (who display performance that does not comply 

with the company's wishes), this is done through an evaluation process with performance 

assessment. Boxall & Purcell (2011) show that the implementation of an employee 

performance evaluation process plays an important role in the smooth running of a 

company, and is a major challenge for companies to consider how their performance can 

be more efficient and more valid. Therefore, it is important for companies to be aware of 
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the capabilities of their employees so they can manage and align them with the company's 

overall business strategy (Boxall & Purcell, 2011). 

In line with the opinion of (Sendawula et al., 2018), a company has certain 

requirements that can be met to achieve goals which are also known as performance 

standards. Performance standards are the expected level of a particular job to be 

completed, and are a comparison of the goals or targets to be achieved. An employee is 

said to be successful in carrying out his work or has good performance, if the work results 

obtained are higher than his work standards. To find out this, it is necessary to carry out 

a performance assessment of each employee in the company (Bangun Wilson, 2012). 

Performance assessments are carried out in many companies, one of which is PT. Taspen 

(Persero) KCU Semarang, Jl. MT. Haryono No. 892 – 894, Semarang is a State-Owned 

Enterprise (BUMN) which is tasked by the government with administering the Social 

Insurance Program for Civil Servants, consisting of the Old Age Savings (THT) program 

and the Pension Program for Civil Servants. In general PT. Taspen (Persero) KCU 

Semarang has provided the best service to Taspen participants, however, it turns out that 

some of its employees show less than optimal performance. This can be seen from the 

results of the performance standard assessment through the assessment categories and 

Performance Management System in 2015 - 2019 which experienced fluctuations and did 

not show maximum results regarding the performance process that occurred, where in 

2015 it received category B (good) with a score amounting to 95.88, in 2016 the score 

increased by 2.72 from 95.88 to 98.60 and received a B (good) predicate, while in 2017 

the score decreased by 2.49 from 98.60 to 96.11 and received a B (good) rating, after 

which in 2018 it experienced a decline again of 12.32 from 96.11 to 83.79 and received 

a D (poor) rating. Furthermore, in 2019 the score increased by 2.41 from 83.79 to 86.20 

and received a C (fair) rating. During the last 5 years PT. Taspen (Persero) KCU 

Semarang has never received an A (very good) predicate. 

Based on the data presented above, it can be concluded that the results of the 

performance standard assessment are considered to be still not good because there are 

still many important factors that have not been maximized and can influence employee 

performance. Nguyen et al (2015) stated that although there have been many studies 

examining the impact of various factors on employee performance, very few have 

examined more than three factors at once. So this research tries to complement existing 

research by proposing three factors, namely emotional intelligence, competence and 

communication. According to (Esthi, 2021; Rexhepi & Berisa, 2017; Saban et al, 2020; 

Wahyudi, 2018) employee performance is influenced by emotional intelligence, 

competence and communication. 

The purpose of this research is to empirically determine the influence of emotional 

intelligence, competence and communication on employee performance, including: (1) 

Analyzing the influence of emotional intelligence on the performance of PT employees. 

Taspen (Persero) KCU Semarang, (2) Analyzing the influence of competence on the 

performance of PT employees, Taspen (Persero) KCU Semarang, (3) Analyzing the 
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influence of communication on the performance of PT employees. Taspen (Persero) KCU 

Semarang. 

2. Literature Review 

The Influence of Emotional Intelligence on Employee Performance 

For the first time the term emotional intelligence (EI) was used in 1985, which was 

defined as a person's ability to relate to fear, pain and desires (Kambiz & Majid, 2013). 

Meanwhile, according to (Nicola et al, 1998) emotional intelligence is defined as the 

ability to adaptively feel, understand, and regulate emotions in oneself and others. 

Someone with a high level of emotional intelligence (EI) experiences more career success 

(Dulewicz & Higgs, 2000). The same suggestion was given by (Chew et al, 2013) that 

people who have high emotional intelligence tend to be more successful in establishing 

better interpersonal relationships, work more effectively, and spend a healthy life than 

people who have low emotional intelligence. 

Ashforth & Humphrey (1995) argue that emotions are an integral and inseparable part 

of organizational life, such attention must be given to emotional experiences which will 

form the emotional intelligence of an employee. Many experts believe that emotional 

intelligence is considered an important contributor to the success of an organization which 

is identified based on the performance provided by its employees (Priti & Das, 2010). 

Priti & Das (2010) conducted research on the relevance of the topic of emotional 

intelligence for effective job performance to explore the relationship between emotional 

intelligence (EI) scores and performance assessment lists. The analysis found a significant 

positive correlation, it can be concluded that employing people who have a high level of 

emotional intelligence will bring financial benefits, because emotional intelligence plays 

a very important role in the strategic plans and achievements of an organization or 

company. Findings (Gunavathy & Ayswarya, 2011; Rexhepi & Berisa, 2017) also found 

that emotional intelligence was a significant predictor of employee performance. So the 

literature has proven that employee performance depends on emotional intelligence. 

H1 : Emotional Intelligence Has A Positive And Significant Influence On Employee 

Performance 

 

 The Influence of Competency on Employee Performance  

Competencies explain what people do in the workplace at various levels and detail 

the standards of each level, identifying the characteristics of knowledge and skills 

required by individuals that enable them to carry out their duties and responsibilities 

effectively in achieving professional quality standards in the workplace (Waldan, 2020 ). 

Likewise, (Mahmud & Schölmerich, 2011) considers competence to be the behavioral 

dimension behind competent performance and shows how people behave when they carry 

out their roles well. Becker et al (2001) added competence as a basic characteristic 

possessed by individuals that is causally related to fulfilling the criteria required when 

occupying a position or a personality characteristic that is able to influence performance. 

This is supported by findings (Budhiningtias, 2011; IIsmail & Abidin, 2010; Saban et al, 
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2020) which state that employee competency and performance have a positive and 

significant relationship with each other. Employees must have high competence who are 

able to respond to changes in the business environment which will have an impact on 

improving performance. 

H2 : Competency Has A Positive And Significant Influence On Employee  

         Performance 

 

The Effect of Communication on Employee Performance 

In carrying out work, employees cannot be separated from communication with 

fellow workers, leaders and subordinates. Good communication can be the right tool to 

improve employee performance. Through communication, employees can ask their 

leaders for guidance regarding work implementation, apart from that, employees are also 

able to work together with each other (As'ad Ajmal, 2018). The communication that is 

expected in the world of work is effective communication. Rialmi and Morsen (2020) 

said that communication effectiveness is assessed by the performance of human resources 

in the organization. One of the important elements of improving performance in an 

organization includes the availability of human resources who are quality, productive, 

have a high work ethic, and are able to provide optimal contributions to the company. In 

order to obtain the required elements, an organization requires proper coordination of 

every human resource in the company through effective communication. 

There is a positive and significant influence between communication on employee 

performance (Esthi, 2021; Kalogiannidis, 2020). This description is supported by findings 

(Munthe et al, 2017), revealing that employee performance communication depends on 

communication, because the implementation of good communication in a company will 

maximize the performance given by its employees. This performance is formed because 

they collaborate and work together to determine the goals they achieve. to be achieved, 

preparing work plans, managing and running the company's business operations so that 

the company's performance will be better.  

H3: Communication Has A Positive And Significant Influence On Employee  

        Performance 

 

3. Research Method 

This research uses quantitative methods. The types of data in this research are 

primary and secondary data. Primary data is collected through questionnaires distributed 

to respondents and then the results will be processed and analyzed, while secondary data 

used is in the form of company reports or documents as well as sources that have been 

collected by other parties, such as number of employees, performance assessment data, 

articles about the company, books, and journals related to problems in research. The 

population and sample of this research are employees of PT. Taspen (Persero) KCU 

Semarang, Jl. MT. Haryono 892-894, Semarang, totaling 69 people. The sampling 

technique is carried out by means of total sampling or saturated samples or also called 

census samples, which is a sampling technique carried out by taking the entire population 
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(Sugiyono, 2012). The number of samples taken was 69 employees. The data analysis 

method used is the Structural Equation Model (SEM). The Structural Equation Model 

(SEM) is a collection of statistical techniques that allow testing a relatively complex series 

of relationships simultaneously (Ferdinand, 2014). 

 

4. Results and Discussion 

4.1 Results 

SEM Technique Results 

 
Figure 1 

Full SEM Model 

 

The results of the full SEM model analysis show the large value of the standard 

regression coefficient (in SPSS it is called 'beta' or ). Based on the coefficient values 

obtained, the following equation can be created: 

Based on the coefficient results, it shows that competence is the biggest variable 

that influences employee performance because competence is related to skills and 

expertise in carrying out tasks, so that employees who are skilled, such as mastering 
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computers, can carry out tasks correctly and produce work output that is more in line with 

expectations. Communication is the second variable that influences employee 

performance because by communicating with each other, such as giving each other input 

on how to carry out work, employees can determine the right way of working so that they 

can produce good performance. Emotional intelligence is the smallest variable that 

influences performance which can be caused by employees still lacking emotional 

stability such as being less able to control emotions and lacking skills in establishing 

personal relationships with other people, which results in strained relationships with co-

workers and results in a lack of support from co-workers in carrying out tasks, resulting 

in a more individual way of working and making the work results obtained less than 

optimal. 

Validity test 

The validity test was carried out using convergent validity. The standard for factor 

loading in convergent validity is 0.5 and it is better if the loading factor is ≥ 0.7. The 

results of the loading factor value for each indicator, namely KJ3, are 0.857 - 0.952 KM2, 

which is greater than the loading factor in convergent validity, namely 0.5 or ≥ 0.7. Thus, 

all indicators are declared valid to be used as variable measurement tools. 

Table 1 

Hypothesis testing 
   Estimate S.E. C.R. P 

Employee Performance <--- Emotional Intelligence ,248 ,119 2,084 ,037 

Employee Performance <--- Competence ,375 ,161 2,336 ,020 

Employee Performance <--- Communication ,293 ,134 2,179 ,029 

Source: Processed Primary Data, 2018 
 

4.2 Discussion 

Emotional Intelligence Has a Positive and Significant Influence on Employee 

Performance 

        Hypothesis testing proves that emotional intelligence has a positive and 

significant effect on employee performance, with cr of 2.084 > 2.00 and prob. 0.037 

< 0.05. Positive results mean that every increase in emotional intelligence will 

improve the performance of PT employees. Taspen (Persero) Semarang. Emotional 

intelligence is the ability to use emotions effectively in managing oneself and 

influencing relationships with others positively (Gunavathy & Ayswarya, 2011). 

Employees who have emotional intelligence will be better able to control their own 

emotions, such as being more patient and using them to establish better relationships 

with other people so that other people are easy to collaborate with in carrying out their 

duties and will help improve performance. 
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        The research results obtained support research (Gunavathy & Ayswarya, 2011; 

Rexhepi & Berisa, 2017; Wahyudi, 2018) which states that emotional intelligence has 

a significant influence on employee performance. 

 

       Competency has a positive and significant influence on employee performance 

        Hypothesis testing proves that competency has a positive and significant effect 

on employee performance, with cr of 2.336 > 2.00 and prob. 0.020 < 0.05. Positive 

results mean that every increase in competency will increase the performance of PT 

employees. Taspen (Persero) Semarang. Competency is an ability based on skills and 

knowledge which is supported by work attitudes and their application in carrying out 

tasks and work in the workplace which refers to the specified work requirements 

(Hashim et al, 2014). Employees who have competence mean they have recognized 

skills to carry out a particular field of work so that they can produce work output that 

is appropriate and trustworthy. This shows that employees who have competence can 

show good performance. 

       The research results obtained support research (Budhiningtias, 2011; iIsmail & 

Abidin, 2010; Saban et al, 2020) which states that competence has a significant effect 

on employee performance. 

 

Communication has a possitive and significant influence on employee 

performance 

        Hypothesis testing proves that communication has a positive and significant 

effect on employee performance, with cr of 2.179 > 2.00 and prob. 0.029 < 0.05. 

Positive results mean that every time there is an increase in communication, the 

performance of PT employees will improve. Taspen (Persero) Semarang. 

Communication is the process of conveying information from the sender to the 

recipient of the message effectively (Bangun Wilson, 2012). Communication that is 

effective means that it is delivered according to the information required by each work 

section and is delivered in language or sentence structure that is easy to understand, 

so this will better support the smooth work of employees so that it can influence 

accuracy in carrying out their duties. 

 The research results obtained support research (Esthi, 2021; Kalogiannidis, 2020; 

Munthe et al, 2017), which states that communication has a significant effect on 

employee performance.  
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5. Conclusion 

1. Competence is the biggest variable that influences employee performance. On the 

competency variable, performers give the lowest assessment regarding having 

expertise in the field they are working in. We recommend that PT. Taspen 

(Persero) Semarang provides more regular training that can improve the skills of 

employees, such as currently providing online-based services such as E-Klim, so 

it is necessary to provide computer training on an ongoing basis so that employees 

can better master the field of tasks they are currently undertaking, namely 

information technology-based services. 

2. Communication is the second variable that influences employee performance. On 

the communication variable, employees gave the lowest assessment regarding 

always listening to other people's opinions. Employees should get used to hearing 

other people's opinions, namely inviting colleagues to discuss more often when 

the opportunity arises and then recording each opinion and choosing what can be 

implemented to support a better way of working. 

3. Emotional intelligence is the smallest variable that influences employee 

performance. On the emotional intelligence variable, employees gave the lowest 

assessment regarding being skilled in establishing interpersonal relationships with 

other people. Employees should further improve their skills in establishing good 

relationships with other people. In this case, you need the ability to approach 

colleagues, such as inviting them to entertaining activities such as sports, 

recreation together or just visiting when they have free time or holidays. Actions 

like this can further improve closer and closer relationships between employees 

so that they can have an impact on cohesiveness at work and avoid individual 

attitudes at work. 
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