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member exchange on job performance with employee engagement as a me-
diating variable. The population of this study was all employees of PTPN
IX KebunGetasAfdelingAssinan Kempul. The samples used were 70 Em-
ployees. The sampling technique used saturated sample technique. Data
collection method used is the method of observation, interview method
and questionnaire method as measured by the Likert scale. Analysis of data
using multiple regression analysis and path analysis with SPSS program
version 23. The results showed that there is no influence job stress on job
performance; There is influence job stress on employee engagement; There
is the influence of leader-member exchange on job performance and em-
ployee engagement; There is the influence of employee engagement on job
performance. The results of this study also show that employee engagement
is able to mediate job stress on performance and employee engagement
able to mediate leader-member exchange on job performance employees of
PTPN IX KebunGetasAfdelingAssinan-Kempul.

Abstrak

Tujuan penelitian ini untuk menguji pengaruh stres kerja dan pertukaran pem-
impin-anggota pada kinerja karyawan dengan keterikatan karyawan sebagai vari-
abel mediasi. Populasi penelitian ini adalah seluruh karyawan PTPN IX Kebun
Getas Afdeling Assinan Kempul. Sampel yang digunakan sejumlah 70 karyawan.
Teknik pengambilan sampel menggunakan teknik sampel jenuh. Metode pengum-
pulan data yang digunakan adalah metode observasi, metode wawancara dan me-
tode kuesioner yang diukur dengan skala likert. Analisis data menggunakan analisis
regresi berganda dan analisis jalur dengan program SPSS versi 23. Hasil penelitian
menunjukkan bahwa tidak ada pengaruh stres kerjia pada kinerja; ada pengaruh
stres kerja pada keterikatan karyawan; ada pengaruh pertukaran pemimpin ang-
gota pada kinerja karyawan dan keterikatan karyawan, ada pengaruh keterikatan
karyawan pada kinerja karyawan. Hasil penelitian ini juga menunjukkan bahwa
keterikatan karyawan mampu memediasi stres kerja pada kinerja karyawan dan
keterikatan karyawan mampu memediasi pertukaran pemimpin-anggota pada kin-
erja karyawan PTPN IX Kebun Getas Afdeling Assinan-Kempul.
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INTRODUCTION

Human resource is an important compo-
nent inefforts to maintain competitiveness and
maintain the sustainability of a company. Hu-
man resources have an important role both indi-
vidually and in groups and human resources are
one of the main drivers of the smooth running
of business activities and even the company’s ret-
reat is determined by the existence of its human
resources (Ghoniyah & Masurip, 2011). If an
individual in a company, namely human resour-
ces, can run effectively, the company continues to
run effectively. In other words, the continuity of
the company depends on employee performance
(Ranihusna, 2010).

Companies with good quality certainly
have good quality human resources as well. Qua-
lified human resources are human resources ca-
pable of demonstrating work behavior that leads
to the achievement of corporate goals and objec-
tives, for example how to manage human resour-
ces leads to good performance, because human
resources can be a center of problems or prob-
lems for companies when potential they are not
developed optimally, whereas human resources
can be a center of success for companies when
their potential can be developed optimally (San-
jaya, 2012).

High employee performance will increase
company productivity which has an impact on
creating a competitive advantage of the company.
Employee performance will directly affect orga-
nizational performance as one aspect of creating
a competitive advantage (Zakiyati & Sudarma,
2015). High employee performance will increase
employee loyalty to the organization, motivated at
work, work with pleasure and fun at work which
has an impact on increasing high productivity in
the company. During formal work activities, the
employee may experience physical, psychological
and social influences that can be stressful (Zafar
et al., 2015). Therefore, it must be known what
factors influence employee performance in order
to improve employee performance.

The higher the imbalance between the de-
mands and abilities of individuals, the higher the
stress will be experienced (Jamal, 2007). Another
factor that needs to be considered to improve
performance for employees is Leader-Member
Exchange (LMX). LMX theory proposes that
leaders have unique social exchange relationships
with their followers and that the quality of these
relationships (ranging from low to high) differsbe-
tween employees with the same leader (Liden et
al., 1993; Graen & Uhl-Bien, 1995). Low-quality

LMX relationships are based on economic ex-
changes, i.e., exchangesbased on the formal re-
quirements of the employmentcontract in which
employees dowhat they are expected to do and
get paid accordingly. In contrast, high-quality ex-
changes go beyond the formal contract and are
based on trust, mutual obligation and mutual re-
spect and result in effective attachment (Breevaart
et al., 2015).

The type of LMX relationshipthat devel-
ops depends on the result of a series of role mak-
ing episodes in which leadersexpress their expec-
tations and employees show the degree to which
they are able andwilling to live up to these expec-
tations. The quality of the LMX relationship de-
termines the degree to which leadersreciprocate
meeting certain job demands by employees with
additional resources likeautonomy, information
and the opportunity to participate in the decision-
makingprocess (Breevaart et al., 2015).

The object of this research is PTPN IX Ke-
bunGetas. PTPN IX KebunGetas which is inclu-
ded in the annual plant division is a State-Owned
Enterprise that is part of the PTPN IX working
area based in the City of Semarang. PTPN IX
KebunGetasis located inKaumanLor Village,
Pabelan District, Semarang Regency. PTPN IX
KebunGetas has a Vision ”To be an Agribusiness
Company that is highly competitive and grows
with partners.” The main product of PTPN IX
KebunGetas is coffee and rubber. This research
was conducted on coffee plantations from PTPN
IX KebunGetas. PTPN IX coffee plantation is lo-
cated in Afdeling Assinan - Kempul.

Hypothesis Development

Mangkunegara (2003) state that work
stress is tension or pressure experienced when de-
mands that are confronted exceeds the strength
of the employee. Increasingly high workloads
and the many demands that need to be met and
increasingly fierce competition often makes emp-
loyees faced with various problems that must be
faced; this is very likely to make employees ex-
posed to stress. Job stress is very important to be
noticed by the company. Excessive work stress on
employees will affect the level of employee per-
formance. Research conducted by Arshadi and
Damari (2013) shows the results that job stress
has a significant negative effect on employee per-
formance. Similar results were also obtained in
Jamal (2007) this shows that the higher job stress
experienced by employees will have an impact on
employee performance degradation.
H1: Lower job stress will increase job performan-

ce.
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Casimir et al. (2014) states that leader-
member exchange is the relationship between
leaders and their followers in an organizational
work unit. When the quality of the relationship
between leaders and followers is good, it will fa-
cilitate employees in completing their work so
that the work of employees will be good. So that
the higher the quality between leader-members,
the more it can improve employee performance.
The influence of member-member exchange on
the performance of the previous research shows
a positive relationship. This is in line with rese-
arch conducted by Tanskanen et al. (2018) which
states that leader-member exchanges are positi-
vely and significantly related to performance.
This means that when the relationship between
superiors and subordinates is high, then emp-
loyees will feel close to their superiors so that
employees improve their performance according
to the company’s targets. This is also reinforced
by the results of research conducted by DeCo-
ninck (2011) which states that member-member
exchange has a positive effect on performance.
This means that the higher the quality of the re-
lationship between superiors and subordinates
will have an impact on improving employee per-
formance.

H2: Higher leader-member exchange will increa-
se job performance.

Schaufeli et al. (2002) define employee en-
gagement as a positive attitude, fulfilling, relating
to work and characterized by enthusiasm, dedi-
cation and appreciation. Employee attachments
have characteristics such as Vigor (characterized
by high energy levels and mental toughness when
working, as well as the desire to give business to
work, as well as resilience in the face of difficul-
ties), Dedication (characterized by enthusiasm,
inspiration, pride and challenges) and Absorp-
tion (characterized by fully concentrating and
being happy when involved in work, so that time
will be felt to run quickly even if an employee
is facing a problem) (Schaufeli & Bakker, 2004).

Employee engagement becomes very im-
portant when the company wants its employees
to contribute fully to achieve the targets set by
the company. Employee engagement is a positi-
ve attitude that is owned by employees, such as
being more diligent in trying, more enthusiastic
in working and having a high dedication to work.
When employees have high attachments to the
company, employees will provide the best perfor-
mance for the company. This statement is sup-
ported by research conducted by Alessandri et al.
(2015) which shows that employee attachments

have a significant positive influence on employee
performance. This is also in line with research
conducted by Rich et al. (2010) that employee
attachments have a significant positive influence
on employee performance. This means that when
the employee’s attachment to high work will have
an impact on improving employee performance

H3: Higher employee engagement will increase

job performance.

Job stress negatively affects employee en-
gagement. The statement was supported by rese-
arch by Moura et al. (2014) that work stress has
a significant negative effect on employee perfor-
mance. This means that when work stress experi-
enced by employees has increased, it can reduce
employee attachments to their work.

H4: Lower job stresswill increase employee enga-
gement.

Ivancevich et al. (2007) states that the at-
traction of the quality-exchange between leader-
member (LMX) approach is that this approach
recognizes that there is no consistent leader be-
havior for all members. This means that a leader
or boss does not treat his subordinates with one
another. A leader treats his subordinates in diffe-
rent ways.

The influence of leader-member exchan-
ge on employee engagement shows a positive
relationship. This is in line with the results of
research conducted by Gupta & Sharma (2018)
which states that leader-member exchange is po-
sitively related to employee engagement. Rela-
tionships with high quality occur leaders see fol-
lowers competent, trustworthy and motivated as
well as vice versa (Liden & Maslyn, 1998). This
means that when the quality of leaders and su-
bordinates is high, then employees will be increa-
singly tied to their work. Research conducted by
Agarwal et al. (2012) and Meng and Wu (2015)
also states that leader-member exchanges have a
positive impact on employee engagement. This
shows that the higher the quality of leader-mem-
ber exchange, the higher the employee’s engage-
ment to his work.

Hb5: Higher leader-member exchange will increa-
se employee engagement.

Research on job stress shows negative re-
sults on employee engagement. This statement is
supported by the research of Moura et al. (2014)
which shows that job stress has a significant ne-
gative effect on employee engagement. Research
on employee engagement has a positive influen-
ce on employee performance. The statement is
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in line with research by Alessandri (2015) which
shows that employee attachments have a signifi-
cant positive effect on employee performance. It
can be concluded that when job stress on emplo-
yees has increased, it will reduce employee en-
gagement to their work which has an impact on
job performance.
H6: Lower Job stress will increase job performan-
ce with employee engagement as mediation.

Employee engagement has a positive re-
lationship with various matters relating to the
organization and employees. This statement is
supported by research conducted by Tanskanen
et al. (2018) which states that leader-member
exchangehas a positive effect on job performan-
ce through employee engagement because high-
quality leader-member exchange can increase
work engagement employees and ultimately
improve work outcomes. Similar results were
also obtained by Li et al. (2012) and Breevaart
et al. (2015) which stated that leader-member
exchangewas positively related to job performan-
ce through an employee. This means that the
higher the quality of leader-member exchange,
the higher the employees work engagementemp-
loyees so that it will have an impact on improving
job performance employees.

H7: Higher leader-member exchange will increa-
se job performance with employee engage-
ment as mediation.

Based on the development of the hypothe-
sis, a research model can be prepared which can
be seen in Figure 1.

Job Stress
Employee | Job
Engagement Performance
Leader-
| —1
member
Exchange

Figure 1. Research Model
METHOD

The population taken in this study were
employees of PTPN IX Kebun Getas Afdeling
Assinan-Kempul for 70 employees. The sampling
technique in this study uses a saturated sample

technique method.So the employee population
at PTPN IX Kebun Getas Afdeling Assinan-
Kempul with a total of 70 employees all used as
samples. The variables in this study are job stress
(X1) with indicators of time stress and anxiety
(anxiety), member-member exchange (X2) with
indicators affect (loyalty), loyalty (contribution),
contribution (contribution) and professional res-
pect (professional respect), employee attachment
(Y1) uses indicators of vigor (dedication), dedi-
cation (dedication) and absorption (appreciation)
and employee performance (Y2) uses indicators
of quantity, quality, timeliness,and ability to
cooperate.

Data retrieval methods used in this study
are methods of observation, interviews,and ques-
tionnaires. The scale used in the preparation of
this questionnaire is a Likert scale starting from 1
= strongly disagree, up to 5 = strongly agree. Data
analysis techniques using instrument test (validity
and reliability testing), descriptive data analysis,
classical assumption test, regression analysis and
path analysis (path analysis) using SPSS program
version 23.

RESULT AND DISCUSSION

Validity test was carried out on the item
of this research question which amounted to
47 questions, where the work stress variable
consisted of 9 question items, member-member
exchanges consisted of 11 question items, the
employee attachment consisted of 17 question
items and the employee performance consisted
of 10 question items. The number of respondents
in the validity test was 30 respondents so that the
r table value (0.361) was obtained from the 95%
confidence level or 5% significance level.

The validity of this research is done by
comparing the calculated r value greater than the
r table value (0.361). If the r count is greater than
r table, the statement items in this study are dec-
lared valid. Data processing in this study uses the
SPSS version 23. The results of the validity of the
work stress variables, leader-member exchanges,
employee attachments are 43 items declared valid
with r count > r table (0.361).

The reliability test results in this study
show that the variables of work stress, leader-
member exchange, employee attachment,and
employee performance have a Cronbach alpha
value of each variable > (0.70 so that all instru-
ments in this study are declared reliable.

Normality test aims to test whether,in
the regression model, confounding or residual
variables have a normal distribution (Ghozali,
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Table 1. Result Kolmogorov-Smirnov Test

One-Sample Kolmogorov-Smirnov Test

Unstandardized Residual

N 70

Normal Parameters*® Mean .0000000
Std. Deviation 2.90819360

Most Extreme Differences Absolute .100
Positive .100
Negative -.059

Test Statistic .100

Asymp. Sig. (2-tailed) .078¢

2013). To test a data with normal distribution or
not, it can be known by using the non-parametric
statistical test of Kolmogorov-Smirnov (K-S). if
the Kolmogorov-Smirnov value is more than o =
0.05, the data is normally distributed.

Baased on Table 1, The normality test with
Kolmogorov-Smirnov Test that has been done
can be seen that the test statistic value is, 100 and
the Asymp value. Sig (2-tailed) is 0.078 with a
probability of more than 5% (0.05),s0 it can be
concluded that this research data is normally
distributed.

Multicollinearity test aims to test whether
the regression model found a correlation between
independent variables (Ghozali, 2013). A good
regression model should not have a correlation
between independent variables.

Table 2. Result Multicollinearity test with Job
Performance as Dependent Variable

Coefficients?
Model Collinearity Statistics
Tolerance VIF
JS .801 1.248
LMX 737 1.357
EE .674 1.484

Based on the multicollinearity test that has
been done, the results show that all research va-
riables have Tolerance values above (>) 0.1 and
VIF values below (<) 10. Therefore, it can be
concluded that the regression model in this study
does not occur multicollinearity between inde-
pendent variables in the regression model.

The heteroscedasticity test aims to test
whether in the regression model there is a va-
riance inequality from residual one observation
to another observation. If the residual variance

from one observation to another observation re-
mains, then it is called homoscedasticity and if
different is called heteroscedasticity (Ghozali,
2013).The results of testing heteroscedasticity by
performing the Glejser test are as follows.

Table 3. Result Glejser Test

Coefficients?

Model T Sig.
X1_JS -218 .828
X2_LMX .703 .485
Y1_EE -1.653 .103

The result of the glejser test shows that all
independent variables have a sig value> 0.05. So,
no independent variables that are statistically sig-
nificant affect the dependent variable. So, it can
be concluded that the regression model does not
contain heteroscedasticity.

Individual Parametric Test (T-test)

Table 4. T-test Table Influence Job Stress, LMX
on Job Performance

Coefficients?
Unstandardized  Standardized
Model Coefficients Coefficients Sig.
]sEtri;)r Beta t
Constant 18.178  7.571 2.401 .019
JS -.220 125 -205 -1.759 .083
LMX .408 .148 321 2,755 .008

Dependent Variable: Y2_JP

Influence Job Stress on Job Performance
Based on data analysis in this study it can
be seen that job stress has a negative and insig-
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nificant direct effect on job performance. This is
evidenced by the results of the calculation of the
value of the t count variable job stress of -1.759
with a significance level of 0.083 greater than the
significance level of 0.05 so that H1 is rejected
and HO is accepted.

Influence LMX on Job Performance

Based on data analysis in this study it can
be seen that the leader-member exchange has a
positive and significant direct influence on job
performance. This is evidenced by the results of
the calculation of the value of the t-variable lea-
der-member exchange variable obtained t value
of the leader-member exchange variable count of
2.755 with a significance level of 0.008 smaller
than the significance level of 0.05 so that H2 is
accepted and HO is rejected.

Table 5. T-test Tabel Influence Employee En-
gagement on Job Performance

Influence Job Stress on Employee Engagement

Based on data analysis in this study it can
be seen that job stress has a negative and signifi-
cant direct effect on employee engagement. This
is evidenced by the results of the calculation of
the value of t count the variable work stress of
-2.793 with a significance level of 0.007 greater
than the significance level of 0.05 so that H4 is
accepted and HO is rejected.

Influence LMX on Employee Engagement

Based on data analysis in this study it can
be seen that the leader-member exchange has a
positive and significant direct influence on emplo-
yee engagement. This is evidenced by the results
of the calculation of the value of the t-variable
leader-member exchange variables obtained by
the value of the leader-member exchange variable
count of 3.787 with a significance level of 0.000
smaller than the significance level of 0.05 so that
HS5 is accepted and HO is rejected.

Coefficients® Table 7. R Square Table Influence Job Stress,
Unstandardized Standardized LMX on Employee Engagement
Coefficients Coefficients .
Model Std t Sig.
B Error Beta Model Summary
(Constant) 17.164  3.791 4528 000 Model R R Adjusted  Std. Error
EE 280 076 408 3.682 000 Square R Square of the
a. Dependent Variable: Y2_JP Estimate
1 5712326 .306 4.003

Influence Employee Engagement on Job Per-
formance

Based on data analysis in this study it can
be seen that employeeengagement has a positive
and significant direct influence on job performan-
ce. This is evidenced by the results of

the calculation of the value of the leader-
member exchange variable t obtained by the t
value of the independent work stress variable of
3.682 with a significance level of 0.000 smaller
than the significance level of 0.05 so that H3 is
accepted and HO is rejected.

Table 6. T-test Table Influence Job Stress, LMX
on Employee Engagement

Coefficients?

Unstandardized Standardized

Model Coefficients Coefficients . sig.
Std. Beta
Error
(Constant)  27.382  10.025 2.731  .008
JS -.463 .166 -.296 -2.793 .007
LMX .743 .196 .402 3.787 .000

a. Dependent Variable: Y1_EE

a. Predictors: (Constant), X2_LMX, X1_JS

Based on table 7 the Unexplained Variance
(e) is as follows:

e=+1—R?=+1-0.326 =0.821

Table 8. T-test Table Influence Job Stress, LMX
on Employee Engagement

Coefficients?

Unstandardized Standardized

Model Coefficients Coefficients . sig.
B e Dem

(Constant) 27.382  10.025 2.731 .008

JS -.463 .166 -.296 -2.793 .007

LMX 743 .196 402 3.787 .000

a. Dependent Variable: Y1_EE

Based on Tables 8, an equation can be
drawn up that can describe the work stress,
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member-leadership exchanges and employee at-
tachments, as follows:

Equat.1 EE =-0.296 JS + 0.402 LMX + 0.821

Based on the regression equation 1, it can
be interpreted that any increase in work stress
will be followed by a decrease in employee at-
tachments and every time an increase in leader-
member exchanges will be followed by an inc-
rease in employee engagement.

Table 9. R Square Table Influence Job Stress,
LMX and Employee Engagement on Job Perfor-
mance

Model Summary®
Model R R Adjusted Std. Error

Square R Square  of the Esti-
mate
1 475 226 191 2.974

a. Predictors: (Constant), Y1_EE, X1_JS, X2_LMX

Basedon Table 9, the unexplained variance
(e) is as follows:

e=+1—R?=+1-0.226 =0.880

Table 10. T-test Table Influence Job Stress, LMX
and Employee Engagement on Job Performance

Coefficients?

Unstandardized Standardized

Coefficients Coefficients
Model t Sig.
Bror Do
(Constant) 13.685 7.850 1.743  .086
JS -.144 130 -134 -1.109 271
LMX .286 .161 225 1.783 .079
EE 164 .091 .239 1.809 .075

a. Dependent Variable: Y2_JP

Based on the results of the regression ana-
lysis above, it can be arranged equations that
can illustrate between job stress, leader-member
exchange, employee engagement and job perfor-
mance as follows:

Equat.2 JP =-0.134 JS + 0.225 LMX + 0.239
EE + 0.880

Based on the regression equation 2, it can
be interpreted that any increase in work stress

will be followed by a decrease in employee perfor-
mance, every time an increase in leader-member
exchange will be followed by an increase in emp-
loyee performance and every increase in emplo-
yee engagement will be followed by an increase
in employee performance.

Based on the calculation of the two regres-
sion equations, it can be concluded that the reg-
ression research is as follows:

Y1 =-0.296 X1 + 0.402 X2 +0.821......... (1)
Y2=-0.134 X1 +0.225 X2 +0.239 Y1 + 0.880(2)

From the equation, the following results
can be obtained:
a. Influence Y1 (Employee Engagement) to Y2
(Job Performance)
In equation (2), it can be seen that the di-
rect effect of employee engagement on job perfor-
mance represented by p5 is 0.239.

b. Influence indirect X1 (Job Stress) on Y2 (Job
Performance)

1. In equation (2), it can be seen that the direct
effect of job stress on jobperformance repre-
sented by p3 is equal to -0.134.

2. The indirect effect of job stress variables on
job performance through employee engage-
ment can be known by multiplying the path
coefficient of job stress in equation 1 and
employee engagement in equation 2, namely
-0.296 x 0.239 = -0.071

3. The total effect of the path coefficient is by
adding up the direct effect and indirect effect
of job stress, namely p3 + (p1 x p5) =-0.134
+-0.071 =-0.205

The following is a path analysis image to
prove the mediating effect of employee engage-
menton the influence of job stress on job perfor-
mance.

1=-0.296 LEE
pl=-0.

Figure 2.Path Analysis of the Influence of Job
Stress on Job Performance with Employee En-
gagement as a Mediation

Can be known the results of these calcu-
lations that the total indirect effect is equal to
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-0.205, while the direct influence path coefficient
is -0.134. This means that the total indirect path
coefficient > direct path coefficient that identifies
that H6 which states that “Job Stress can decrease
job performance with employee engagement as
mediation” in this study is accepted. This shows
that when the job stress possessed by employees
goes down with the employee engagement to the
workforce going up, it can improve job perfor-
mance at Employees of PTPN IX Kebun Getas
Afdeling Assinan-Kempul.

c. Influence indirect X2 (LMX) on Y2 (Job Per-
formance)

1. In equation (2), it can be seen that the direct
effect of LMX on job performance represen-
ted by p4 is equal to 0.225.

2. The indirect effect of LMX variables on job
performance through employee engagement
can be known by multiplying the path coeffi-
cient of job stress in equation 1 and employ-
ee engagement in equation 2, namely 0.402 x
0.239 = 0.096.

3. The total effect of the path coefficient is by
adding up the direct effect and indirect effect
of LMX, namely p4 + (p2 x p5) = 0.225 +
0.096 = 0.321.

The following is a path analysis image to
prove the mediating effect of employee engage-
ment on the influence of LMX on job performan-
ce.

p5=0.239

p2=0.402

pd=0.225

Figure 3. Path Analysis of the Influence of LMX
on Job Performance with Employee Engagement
as a Mediation

Can be known the results of these calcu-
lations that the total indirect effect is equal to
0.321, while the direct influence path coefficient
is 0.225. This means that the total indirect path
coefficient > direct path coefficient that identifies
that H7 which states that “LMX can increase job
performance with employee engagement as me-
diation” in this study is accepted. This shows that
when the leader-member exchange of employees
increases with the employee engagementto the

workforce going up, it can improve job perfor-
mance at employees of PTPN IX Kebun Getas
Afdeling Assinan-Kempul.

Based on the calculations that have been
made, the structural image of the full model path
analysis is as follows:

el 0.880

Figure 4. Full Model Path Analysis Model

The Influence of Job Stresson Job Performance
with Employee Engagement as Mediation

Based on path analysis test of job stress
on job performance with employee engagement
as mediation shows that job stress has a negative
and significant indirect effect on employee perfor-
mance through employee engagement as a me-
diating variable and indirect effect value of -0.205
this value greater than the value of the direct ef-
fect of -0.134. So that, in this case, the indirect
effect is stronger than the direct influence. There-
fore, employee engagementis able to mediate the
influence of job stress on job performance.

The above results prove that employee en-
gagement can mediate the influencejob stress on
job performance. That is that the work stress le-
vel can influence employee engagement so that
it will have an impact on job performance emp-
loyees of PTPN IX Kebun Getas Afdeling Assi-
nan-Kempul. This indicates that the influence of
work stress is only apparent when there is support
from employee engagement. So that the effect of
job stress on job performance requires the media-
ting role of employee engagement to strengthen
its influence. With the mediating role of the emp-
loyee engagement, the effect of job stress will be
felt by the impact of the decline in job performan-
ce employees of PTPN IX Kebun Getas Afdeling
Assinan-Kempul.

The Influence of LMX on Job Performance
with Employee Engagement as Mediation
Based on path analysis test of LMX on
job performance with employee engagement as
mediation, it shows that LMX has a positive and
indirectly significant effect on job performance
with employee engagement as a mediating va-
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riable and indirect effect value of 0.321 this value
is greater than the value of the direct influence
of 0.225. So that, in this case, the indirect effect
is stron ger than the direct influence. Therefore,
employee engagement is able to mediate the in-
fluence of LMX on job performance.

The above results prove that employee en-
gagement can mediate LMX relationships on job
performance. The results of this study are sup-
ported by previous research which states LMX
has a positive and indirectly significant effect on
employee performance through employee enga-
gement as a mediating variable (Breevaart et al.,
2015).

The results above indicate that employee
engagement variables are able to mediate the
influence of LMX on job performance. These
results can be interpreted that the level of LMX
can influence employee engagementso that it
will improve job performance. These results pro-
ve that the LMX with the support of employee
engagement will have an impact on improving
the performance employees of PTPN IX Ke-
bun Getas Afdeling Assinan Kempul. So,it can
be said that superiors have provided support to
employees and pay attention to employees when
carrying out their duties. Efforts made by superi-
ors make employees comfortable so as to increase
employee engagement in their work which has an
impact on improving job performance at work.

CONCLUSION AND RECOMMENDATION

Job stress can'tdecrease performance.
LMX can increase job performance. Employee
engagement can increase job performance. Job
stress can decrease employee engagement. LMX
can increase employee engagement. Job stress
can decrease employee performance with emp-
loyee engagement as mediation. Leader-member
exchanges can increase job performance with
employee engagement as mediation.

Suggestions for future research are ex-
pected to examine more other variables that
might moderate the effect of job stress, leader-
member exchanges and employee engagement on
job performance. Future research is also expected
to be able to use different research objects such as
manufacturing and government institutions and
be carried out on larger samples so that the results
of the research can be generalized.
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