NZ
qp E-ISSN: 3046-7632
International Journal of Administration and Education (IJAE)
ASHA https://journal.ashapublishing.co.id/index.php/ijae/hm

Work Stress in Employees in the Field of Apparatus Performance and
Awards at the Regional Civil Service Agency of South Sulawesi
Province

Risma Niswaty?!, Fitiriani Lengke’ Batara?, Sitti Hardiyanti Arhas?’, Nurfadila*

1234Universitas Negeri Makassar, Indonesia
Corresponding author’s email: hardiyantiarhas@Unm.ac.id

ABSTRACT

This study aims to determine Work Stress in Employees in the Field of Apparatus Performance and Awards at the
Regional Civil Service Agency of South Sulawesi Province. The approach and type of research used are qualitative
research approaches and types of descriptive research, using data collection techniques that are carried out using
observation, interview, and documentation methods. The data analysis techniques carried out are data
condensation, data presentation, and conclusion drawn. The results of the study show that work stress in
Employees in the Apparatus Performance and Awards Division at the Regional Civil Service Agency of South
Sulawesi Province exists because there are tasks that cannot be predicted in number and there are obstacles in their
completion, there are also employees who increase working hours, in addition to the lack of adequate facilities
such as computers, printers and slow internet connections so that it can hinder the work of employees and there
are also employees who Given responsibilities outside their field so that it can cause work stress for employees. In
personal factors, one of which includes family problems, employees who must divide between work and family
responsibilities which cause concentration disorders and difficult time management because they have to divide
work and responsibilities for their families.
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INTRODUCTION

An organization is a group of people who work together systematically to achieve a specific
goal in the organizational structure, members work collaboratively and logically for the
expected results by using the available resources. Organizations come in many forms,
including businesses, government agencies, and nonprofits. An organization is a place where
people come together to achieve a common goal in a systematic, organized, controlled,
planned, and rational way in utilizing resources, including means and infrastructure,
methods, materials, environments, and money, efficiently (Ly, 2024; Waring & Wainwright,
2000; Yu et al., 2022). An organization is considered a led and planned forum that uses
resources efficiently and effectively in achieving its goals.

Human resources are the main driving factor for an organization. When the quality and
quantity of personnel in an organization deteriorate, it has a significant impact on the
organization's goals. For this reason, the organization must be able to implement human
resource management to achieve organizational goals. The definition of human resource
management. Science that regulates the relationship and role of labor in the effective and
efficient utilization, development, and maintenance of human resources (Cooke, 2022;
Strohmeier, 2020; Wood, 2020). Human resource management is an action that must be taken
by an organization or company to achieve its goals by paying attention to the physical and
psychological conditions of its members, which can have a great influence on the quality of
the work of its employees.

There is no way to avoid stress at work that you can do is manage, manage, or prevent
stress so as not to interfere with your work, everyone must have experienced stress because of
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their work (Arhas et al., 2021; Peng et al., 2022; Wu et al., 2021). Everyone must experience
stress according to their roles and functions. Although the level of stress a person experiences
may be small, it can be very disruptive and long-lasting. Work stress can have both a positive
and negative impact on an individual, organization, or office. Positive stress is stress that can
motivate employees to improve their performance to produce the maximum. Stress is
categorized as negative when stress provides decreased results for employee work
productivity (Haeruddin et al., 2022; Peng et al., 2022; Wu et al., 2021).

Work stress has emerged as one of the most pervasive challenges in modern organizational
life. It is recognized as a multifactorial phenomenon that affects employees across different
sectors and job levels, with implications not only for individual well-being but also for
organizational productivity and sustainability. Stress at work manifests when job demands
exceed the individual’s capacity to cope effectively, leading to adverse psychological and
physiological consequences (Colligan & Higgins, 2006). The importance of this issue has been
amplified by globalization, economic uncertainty, and changing work structures that demand
constant adaptability from employees.

In essence, stress is a pressure experienced by individuals, both in the form of work and
other loads, that makes the individual feel burdened and have difficulty completing various
obligations. Based on pre-research observations on December 25 to 26 in the Apparatus
Performance and Awards Field at the Regional Civil Service Agency of South Sulawesi
Province, it was found that several phenomena occurred, namely, the task of the Apparatus
Performance and Awards Field, namely verifying the Regional Apparatus Organization
(OPD) every month in a considerable number, the existence of unpredictable tasks, and the
provision of responsibilities outside the field.

METHODS

This research entitled Work Stress in Employees in the Field of Apparatus Performance
and Awards at the Regional Civil Service Agency of South Sulawesi Province uses a qualitative
approach that is descriptive in a qualitative approach that describes a problem or phenomenon
accurately and in detail that requires an observational study/going directly to the research
location to see and identify the appropriate situation with observation guidelines, interviews,
and supported by research documentation. must describe an object, phenomenon, or social
setting that will be expressed in a narrative writing.

By using this type of research, it is hoped that it can explain the problem of work stress in
Employees in the field of Apparatus Performance and Awards at the Regional Civil Service
Agency of Sulawesi Province which is carried out directly in the field, so that it can be
researched with young people to make more objective observations and can analyze the
research subject according to what is obtained in the field and make a detailed report on the
results of the observations studied.

This research will focus on the work stress experienced by employees in facing the
demands of work in the Apparatus Performance and Awards Field at the Regional Civil
Service Agency of South Sulawesi Province by focusing on several indicators used in this
study, namely: 1) Workload 2) Time urgency 3) Work climate 4) Responsibility. In this study,
it consists of 5 informants who are used in the field of apparatus performance and awards at
the Regional Civil Service Agency of South Sulawesi Province. The data collection techniques
in this study are observation, interviews, and documentation. Then the data analysis
techniques in this study are the interactive data analysis model By Miles et al, three streams of
activities that occur simultaneously. The flow activities are data condensation, data display
and conclusion (Suprianto, 2024).
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RESULT AND DISCUSSION

To find out how work stress is in Employees for Apparatus Performance and Awards at
the Regional Civil Service Agency of South Sulawesi Province. This study uses 5 informants
who can provide valid and accurate information. This study uses 4 indicators put forward
(Cmar-Tanriverdi & Karabacak-Celik, 2023; Darwis et al., 2022; Niswaty et al., 2022) namely
Workload, Time Pressure, Work Climate and Responsibility. The following are the results of
data analysis obtained from the research process as follows:

Workload

Workload is the amount of work that an office assigns to employees and how employees
complete their tasks. Excessive workload will usually burden employees with work thoughts
and demands. Excessive workload can have a negative impact. Therefore, it is important for
management to pay attention to the provision of workloads that are in accordance with the
capacity and capabilities of employees.

Workload is several tasks that must be completed by an organizational unit or position
holder. The workload can include a variety of activities such as completing tasks, handling
community requests, and carrying out administrative tasks. For the workload given to
employees to be able to be completed properly, of course, it must be given a load according to
the employee's capacity in the sense of being able to perform their duties. The provision of
workload in accordance with the capacity of employees will be completed properly. However,
if the workload exceeds the capacity of employees, it will affect the performance of (Arhas et
al., 2021; Niswaty et al., 2022; Saleh, 2018, p. 76)

Based on the results of the interviews regarding the workload that has been presented, it
can be concluded that there is a different amount of workload for each employee which is
sometimes unpredictable and there are obstacles in completing their duties, but the employees
are able to complete their tasks well by prioritizing more important work first and referring to
the rules that apply as ASN.

Based on the results of workload observations, there are employees in the apparatus field
who have tasks that cannot be predicted the number of tasks every day, there are also
employees in the performance field who have the task of verifying the data of each OPD with
a considerable amount of data and it is not uncommon to find OPD data that does not match
the proper data.

Thus, the provision of workload given to employees who are able to complete several tasks
that must be completed will have a good impact on the office. A good workload is a balanced
load between individual characteristics and job demands. This is important so that employees
can complete tasks according to their needs. By providing a workload that is in accordance
with their abilities, employees can complete tasks well. The workload given to employees can
be solved properly by assigning a load that is appropriate to their field.

Based on data analysis, it can be concluded that work stress with the workload indicators
owned by employees in the field of apparatus performance and awards at the Regional Civil
Service Agency of South Sulawesi Province with the data collection techniques carried out can
be categorized quite well. This can be seen from the workload owned by employees in the field
of apparatus performance and different awards which sometimes cannot be predicted the
number of tasks and there are obstacles in completing their tasks, but employees are able to
complete tasks well for the number of jobs.

Workload is one of the main factors most often associated with the onset of work stress.
Increased workload, whether in the form of work volume, tight deadlines, or high-quality
work demands, has direct implications for psychological well-being and employee
performance. The relationship between workload and work stress has been extensively
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researched across professions, ranging from accountants, health workers, lecturers, to workers
in the service sector. In general, the literature shows that the higher the workload, the greater
the level of stress experienced by employees (Kazan & Kocamus, 2025; McNeill & Cullington,
2025).

Time Pressure

Time urgency is a situation where employees feel limited by time, such as work with short
completion time. The quality of the results of a job depends on the length of time required.
Employees who are faced with a high workload with short turnaround times can tend to feel
stressed due to the high pressure of the job, which will certainly affect their career in the office.

Based on the results of the interview, it can be concluded that the length of time given to
work on employees in the Apparatus Performance and Awards Field is quite effective.
Although each job has different time demands, and sometimes employees have to increase
working hours as a result of unfinished work or even working outside the office, normally
employees get a long working time according to the level of tasks given so that the work they
have every day can be completed according to the goals or deadlines that are determined.

Based on the results of the observation of time pressure, employees of the Apparatus
Performance and Awards Division have an effective time to complete the work. For example,
in the field of performance for verification tasks, the time given is appropriate, although the
verification task requires additional time due to the number of OPDs that must be verified so
that it is not uncommon for employees to have to increase their working hours, but in that
case, employees can complete it

Employees feel limited by time in completing their tasks in a short time. Workload-
equivalent working hours usually results in maximum output. The level of work is completed
at a predetermined time. By maximizing the time available for other work (Jaiswal et al., 2023;
Lim, 2021; Mustafa et al., 2022). By maximizing the time given to employees, they can complete
every task in a hurry so that the work they have every day can be completed properly. Optimal
time is enough time to complete a task well.

In determining the right time to complete a task, it is important to consider how complex
or complex the task is and how urgent it is to complete it. More complex tasks or have a high
level of urgency require more time to be adequately completed. Therefore, good timing must
take these factors into account so that the work can be completed effectively and efficiently.

Based on data analysis, it can be concluded that Work Stress with the indicators of time
urgency owned by employees in the Apparatus Performance and Awards Division at the
Regional Civil Service Agency of South Sulawesi Province with the data collection techniques
carried out can be categorized as good. This can be seen from each job having a variety of
different time demands so that sometimes employees increase working hours if it is urgent,
but employees get a long working time according to the level of tasks given so that the work
they have every day can be completed according to the specified target or deadline.

The impact of workload and time pressure on performance is dual. At moderate levels,
time pressure can improve focus, motivation, and efficiency, thus supporting work
engagement (Schmitt et al., 2015). However, when time pressure becomes excessive,
performance tends to decline, both in terms of accuracy and quality of work (Lee & Ham, 2024)

From a well-being perspective, high workloads coupled with time pressures are often
associated with increased stress, fatigue, and frustration (Omosehin & Smith, 2019). In the
context of work, excessive time pressure is also associated with decreased job satisfaction and
physical health, including symptoms of chronic fatigue (Silla & Gamero, 2014).

Working Climate
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The work climate in the workplace includes an environment that is not conducive, such as
lack of adequate facilities, lack of hygiene, poor ventilation, or lack of handling of occupational
safety. These conditions can make employees feel uncomfortable and it is difficult to work
effectively, which can ultimately increase stress. This can have a negative impact on employee
welfare and productivity.

Based on the results of the interview, the work climate in the Apparatus Performance and
Awards Division shows that some employees feel that there is a lack of facilities such as
computers, printers, and Wi-Fi connections which are sometimes slow due to excessive usage.
However, most employees feel that the work environment is conducive in terms of comfort,
with adequate facilities, maintained cleanliness, good air in the office, and the handling of
work accidents by the work team. This shows that overall, the work atmosphere felt by
employees is quite good, although there are still employees who feel less facilitated.

Based on the results of the work climate observation, it was found that the room of the
Head of Apparatus Performance and Awards was not equipped with a computer. In the field
of discipline and counseling, there is a shortage of printers. However, other facilities are
adequate, cleanliness is maintained, good air, and the availability of a work accident handling
team.

Employees who work in an environment that is not conducive, such as lack of facilities,
cleanliness, ventilation, or work safety, will feel uncomfortable. Workplace conditions have a
direct influence on employee morale in completing tasks assigned by the organization or
office. To achieve this goal, the organization or office must be able to overcome all problems
that can make employees stressed due to an unsupportive work climate. Employees need a
comfortable work environment. Even though employees have high skills in completing work,
if faced with dirty, hot, and unsupportive environmental conditions, employees will
experience difficulties and lose enthusiasm to complete the assigned tasks. The work climate
can also increase employee morale. employees who are in a good work environment can show
initiative to carry out activities and work that are their obligations, and do not hesitate to do
tasks outside the responsibilities (Indiyaningsih, 2020; Karimi et al., 2023; Kim, 2023). A
conducive work climate can arouse employee morale. Those who are placed in a positive work
environment tend to be more initiative. Thus, it is important for the organization or office to
create a conducive work climate and overall employee well-being.

Based on data analysis, it can be concluded that Work Stress with the indicators of the work
climate owned by employees of the Apparatus Performance and Awards Division at the
Regional Civil Service Agency of South Sulawesi Province with the data collection techniques
carried out can be categorized quite well. This can be seen from most employees in the
Apparatus Performance and Awards Division who feel that the work environment is
conducive in terms of comfort, cleanliness, air in the office, and handling of work accidents by
the team. (Haeruddin et al., 2022; Niswaty et al., 2022; Wu et al., 2021). Although there are still
employees who feel less facilitated, overall, the work climate felt by employees is quite good.

Responsibility

Based on the results of the work climate observation, it was found that the room of the
Head of Apparatus Performance and Awards was not equipped with a computer. In the field
of discipline and counseling, there is a shortage of printers. However, other facilities are
adequate, cleanliness is maintained, good air, and the availability of a work accident handling
team.

Based on the results of the interviews, employees in the Apparatus Performance and
Awards Division understand the responsibilities given because some of them are in
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accordance with their respective fields. Teammates also help each other if there are tasks that
are not understood, so that the work of the employees is in accordance with the expected
quality standards. However, there are also employees in the field of Performance who are
given tasks that are not in accordance with their field so that the employee does not understand
his duties well, but over time, of course this is learned so that he can complete his duties
properly and according to his standards.

Based on the results of good responsibility observations, it can be seen from the ability of
employees in the Apparatus and Awards Performance Field to understand the tasks given and
help each other in the team if there is something that is not understood. Although there are
employees who are given tasks that are not from their field, over time the task can be
understood. This ensures that the work of the employees is in accordance with the expected
quality standards, showing good responsibility(Hernandez, 2022; Santos, 2020; Singhal &
Kalra, 2021).

The circumstances of the individual who gets the full task in bearing the risks,
consequences of a job given to him. Employees must be responsible for all the work that is
carried out in terms of understanding their duties well, complete the work correctly and
ensuring that the results of the work are in accordance with the expected quality standards.
This can cause work stress because the burden can cause fear in the process of achieving it.
Employees who understand tasks well tend to focus more on carrying out tasks that are
relevant and important to achieving organizational or office goals. In addition, understanding
that the job is given properly can be completed appropriately, ensuring that the results are in
accordance with the expected quality standards can also increase employee motivation
because employees can see how their contribution impacts the success of the organization or
office. By assigning appropriate responsibilities, employees can feel valued and recognized for
their contributions to the organization (Aliyyah et al., 2021; Choi & Shin, 2017; Sitopu et al.,
2021). It is therefore important for an office to provide clear information about the
responsibilities given to employees to create a more productive work environment that has a
positive impact on employee well-being,.

Based on data analysis, it can be concluded that Work Stress with the indicators of
responsibility owned by employees in the Apparatus Performance and Awards Division at the
Regional Civil Service Agency of South Sulawesi Province with the data collection techniques
carried out can be categorized as good. This is seen from the responsibilities obtained in
accordance with the field of each employee. Employees take responsibility that is in
accordance with their field so that employees better understand the tasks assigned to them
and complete them appropriately according to the rules. However, there are also employees
who are given tasks that are not in accordance with their field, but the employee learns and is
able to understand it well.

Personnel factor

In addition to these four indicators, other indicators were also found that can cause work
stress. Based on observations, there are indicators, namely personal factors, one of which
includes family problems. It was found that during the research there were employees who
had to pick up their children at school during working hours with a considerable distance and
often had to take their children to work. This can lead to concentration disorders, difficult time
management due to having to divide between work and family responsibilities, feelings of
guilt or discomfort towards other employees who feel distracted and worried about disturbing
colleagues.
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Various difficulties in family relationships, such as broken relationships and child
problems, are some examples of problems that can cause stress for employees who can go to
the bottom of work. This can lead to concentration disorders, and difficult time management
because you must divide between work and personal problems. Employees who are unable
to divide or balance time and family and work affairs can cause conflict (De Jong & Den
Hartog, 2007; Rachmat & Prasojo, 2021; Sharin & Plutova, 2023). Therefore, it is important for
every employee to be able to divide their time well so as not to cause conflicts or problems that
can cause easy stress, difficulty focusing and persistent work motivation that has an impact on
work productivity (Cascio, 2010; H.a.s.s, 2020; Nuryanto, 2019).

Based on data analysis, it can be concluded that work stress with indicators of personal
factors owned by employees of the Apparatus Performance and Awards Division at the
Regional Civil Service Agency of South Sulawesi Province with the data collection techniques
carried out can be categorized as not good. This is seen from employees who must divide their
time between work and personal problems. Employees who during working hours have to
pick up their children at school and often must bring their children to work. This can cause
concentration disturbances in the workplace which can easily cause stress at work.

CONCLUSION

After conducting research on how stress in Apparatus Performance and Awards
Employees at the Regional Civil Service Agency of South Sulawesi Province, it can be
categorized as light stress. With the Workload indicator, each employee has a different
workload, which is sometimes unpredictable and there are obstacles in completion, but the
workload given has been regulated according to their respective fields, so that each employee
is able to complete the assigned tasks. Time Pressure, the vulnerable time given to employees
is in accordance with the level of tasks given so that the work they have every day can be
completed according to the target or deadline that is determined although sometimes there
are employees who increase working hours if there is a very urgent job. The work climate, in
terms of facilities, cleanliness, air ventilation, and safety is quite good because some employees
in the subdivision feel that there are fewer facilities such as computers, printers, and Wi-Fi
connections that are sometimes slow due to excessive use. However, most employees feel that
the work climate is conducive in terms of comfort with adequate facilities, maintained
cleanliness and good air in the office. The responsibilities given to employees have been
carried out well, even though there are employees who are given responsibilities outside the
field, but the employees are able to understand and complete responsibilities correctly in
accordance with the existing SOPs. One of the personal factors includes family problems. Some
employees have to divide themselves between work and family responsibilities. This can lead
to concentration disorders, difficult time management because you must divide between work
and family responsibilities, feelings of guilt or discomfort towards other employees who feel
distracted and worried about disturbing colleagues

REFERENCES

Aliyyah, N., Prasetyo, I, Rusdiyanto, R., Endarti, E. W., Mardiana, F., Winarko, R.,
Chamariyah, C., Mulyani, S., Grahani, F. O., Rochman, A. S. ur, Kalbuana, N., Hidayat,
W., & Tjaraka, H. (2021). What Affects Employee Performance Through Work
Motivation? Journal of Management Information and Decision Sciences, 24.

Arhas, S. H., Saleh, S., & Niswaty, R. (2021). The Influence of Workload and Work Stress on
the Performance of Legislators at the Sorong Regency Regional House of Representatives

94


https://doi.org/10.70188/a6cv9504

Risma Niswaty et al. / International Journal of Administration and Education (IJAE),
Volume 2, Number 3, September 2025, Pp: 88-97
DOI: https://doi.org/10.70188/a6cv9504

Office. Advances in Social Science, Education and Humanities Research, Volume 654
Proceedings of the 1st World Conference on Social and Humanities Research (W-SHARE 2021).

Cascio, W. F. (2010). Managing Human Resources: Productivity, Quality of Work Life, Profits.
Work.

Choi, N., & Shin, M. (2017). School supervisors in South Korea’s special education support
centers: Legal duties and preparation for their supervisory responsibilities. International
Journal of Special Education, 32(4).

Cmar-Tanriverdi, E., & Karabacak-Celik, A. (2023). Psychological need satisfaction and
academic stress in college students: mediator role of grit and academic self-efficacy.
European Journal of Psychology of Education, 38(1), 131-160.
https:/ /doi.org/10.1007/510212-022-00658-1

Colligan, T. W., & Higgins, E. M. (2006). Workplace stress: Etiology and consequences. 21(2), 89-
97. https://doi.org/10.1300/]490v21n02_07

Cooke, F. L. (2022). Building sustainable societies through human-centred human resource
management: emerging issues and research opportunities. In International Journal of
Human Resource Management (Vol. 33, Issue 1, PP- 1-15).
https:/ /doi.org/10.1080/09585192.2021.2021732

Darwis, M., Arhas, S. H., & Prasodjo, T. (2022). Work Stress on Employees of Perum BULOG
Bulukumba Branch. Journal of Public Administration and Government, 4(2), 243-250.

De Jong, J. P. J., & Den Hartog, D. N. (2007). How leaders influence employees’ innovative
behaviour. European Journal of Innovation Management, 10(1), 41-64.

Haeruddin, M. I. M., Akbar, A., Dipoatmodjo, T. S. P., Kurniawan, A. W., Tenrisau, M. A., &
Abadi, R. R. (2022). Prisoners in Paradise: A Study of Work Based Stressors on Funding
Officers. Jurnal Ad'ministrare, 9(1), 29-46.

H.a.s.s, H. (2020). Smart Human Resource Management System to Maximize Productivity. In
Proceedings - 2020 International Computer Symposium, ICS 2020 (pp. 479-484).
https:/ /doi.org/10.1109/1CS51289.2020.00100

Hernandez, A. C. C. (2022). The Impact of Sustainable Development and Social Responsibility
on Quality Education. Journal of Environmental Management and Tourism, 13(1), 51-62.
https:/ /doi.org/10.14505/jemt.v13.1(57).05

Indiyaningsih, K. M. H. (2020). Efeect of human resource competency, work culture and
utilization of information technology to performance of employees. International Journal
of Scientific and Technology Research, 9(4), 3636-3641.

Jaiswal, A., Arun, C. J., & Varma, A. (2023). Rebooting employees: Upskilling for artificial
intelligence in  multinational corporations.  Artificial  Intelligence  and
https:/ /doi.org/10.4324/9781003377085-5

Karimi, S.,, Ahmadi Malek, F., Yaghoubi Farani, A., & Liobikiené, G. (2023). The Role of
Transformational Leadership in Developing Innovative Work Behaviors: The Mediating
Role of Employees” Psychological Capital. Sustainability (Switzerland) , 15(2).
https://doi.org/10.3390/su15021267

Kim, J. (2023). Ethical leadership and program to reduce unethical behaviour among public
employees. Public Management Review, 25(7), 1333-1347.
https://doi.org/10.1080/14719037.2021.2015185

95


https://doi.org/10.70188/a6cv9504
https://doi.org/10.1007/s10212-022-00658-1
https://doi.org/10.1300/J490v21n02_07
https://doi.org/10.1080/09585192.2021.2021732
https://doi.org/10.1109/ICS51289.2020.00100
https://doi.org/10.14505/jemt.v13.1(57).05
https://doi.org/10.4324/9781003377085-5
https://doi.org/10.3390/su15021267
https://doi.org/10.1080/14719037.2021.2015185

Risma Niswaty et al. / International Journal of Administration and Education (IJAE),
Volume 2, Number 3, September 2025, Pp: 88-97
DOI: https://doi.org/10.70188/a6cv9504

Lee, J. S., & Ham, Y. (2024). The Effect of Time Pressure on Human-Robot Interaction Performance
during Excavator Teleoperation (Y. Turkan, J. Louis, F. Leite, & S. Ergan, Eds.; pp. 505-512).
American Society of Civil Engineers (ASCE).
https:/ /doi.org/10.1061/9780784485224.061

Lim, J. Y. (2021). Transformational Leadership and Employees” Helping Behavior in Public
Organizations: Does Organizational Structure Matter? Public Personnel Management, 50(4),
485-508. https:/ /doi.org/10.1177/0091026020977565

Ly, B. (2024). Inclusion leadership and employee work engagement: The role of organizational
commitment in Cambodian public organization. Asia Pacific Management Review, 29(1),
44-52. https:/ /doi.org/10.1016/j.apmrv.2023.06.003

Mustafa, D., Ahsan, S. C., Aris, M., Niswaty, R., & Prasodjo, T. (2022). Service Quality And
Performance Of Academic Administration Employees On Student Satisfaction. Jurnal
Ilmu-Ilmu Sosial Dan Humaniora Vol. 24, No. 3, November 2022: 335-342.

Niswaty, R., Tumanan, A., Arhas, S. H., Rifdan, R., & Akib, H. (2022). The Influence of
Workload and Work Stress on the Performance of Legislators at the Sorong Regency

Regional House of Representatives Office. 1st World Conference on Social and Humanities
Research \WW-SHARE 2021), 109-114.

Nuryanto. (2019). A study on the effect of human resource empowerment on productivity:
Evidence from Indonesian higher education. Management Science Letters, 9(12), 1977-1986.
https:/ /doi.org/10.5267/j.msl.2019.7.008

Omosehin, O., & Smith, A. P. (2019). Do Cultural Differences Play a Role in the Relationship
Between Time Pressure, Workload and Student Well-Being? (L. Longo & M. C. Leva, Eds.; Vol.
1107, pp. 186-204). Springer. https://doi.org/10.1007/978-3-030-32423-0_12

Peng, L., Chen, J., & Jiang, H. (2022). The impact of operating room noise levels on stress and
work efficiency of the operating room team A protocol for systematic review and meta-
analysis. In Medicine (United States) (Vol. 101, Issue 3).
https:/ /doi.org/10.1097/MD.0000000000028572

Rachmat, F., & Prasojo, E. (2021). Competence and Performance Aspects in the Placement of
the Head of Financial Affairs at the North Kalimantan Police Work Unit. Jurnal
Ad’ministrare, 8(2), 291-300.

Saleh. (2018). Man Behind The Scene Aviation Safety. deepublish.

Santos, G. (2020). Understanding social responsibility’s influence on service quality and
student satisfaction in higher education. Journal of Cleaner Production, 256.
https:/ /doi.org/10.1016/j.jclepro.2020.120597

Schmitt, A., Ohly, S., & Kleespies, N. (2015). Time pressure promotes work engagement: Test of
illegitimate tasks as boundary condition. 14(1), 28-36. https://doi.org/10.1027/1866-
5888/a000119

Sharin, V. 1., & Plutova, M. 1. (2023). Social Policy of Enterprise as Factor of Personnel
Involvement. Vestnik of the Plekhanov Russian University of Economics, 6.
https:/ /doi.org/10.21686/2413-2829-2023-6-116-127

Silla, 1., & Gamero, N. (2014). Shared time pressure at work and its health-related outcomes: Job
satisfaction as a mediator. 23(3), 405-418. https://doi.org/10.1080/1359432X.2012.752898

Singhal, S., & Kalra, B. S. (2021). Publication ethics: Role and responsibility of authors. In Indian
Journal of Gastroenterology (Vol. 40, Issue 1). https://doi.org/10.1007 /s12664-020-01129-5

96


https://doi.org/10.70188/a6cv9504
https://doi.org/10.1061/9780784485224.061
https://doi.org/10.1177/0091026020977565
https://doi.org/10.1016/j.apmrv.2023.06.003
https://doi.org/10.5267/j.msl.2019.7.008
https://doi.org/10.1007/978-3-030-32423-0_12
https://doi.org/10.1097/MD.0000000000028572
https://doi.org/10.1016/j.jclepro.2020.120597
https://doi.org/10.1027/1866-5888/a000119
https://doi.org/10.1027/1866-5888/a000119
https://doi.org/10.21686/2413-2829-2023-6-116-127
https://doi.org/10.1080/1359432X.2012.752898
https://doi.org/10.1007/s12664-020-01129-5

Risma Niswaty et al. / International Journal of Administration and Education (IJAE),
Volume 2, Number 3, September 2025, Pp: 88-97
DOI: https://doi.org/10.70188/a6cv9504

Sitopu, Y. B, Sitinjak, K. A., & Marpaung, F. K. (2021). The Influence of Motivation, Work
Discipline, and Compensation on Employee Performance. Golden Ratio of Human Resource
Management, 1(2). https:/ /doi.org/10.52970/ grhrm.v1i2.79

Strohmeier, S. (2020). Digital human resource management: A conceptual clarification. German
Journal of Human Resource Management, 34(3). https:/ /doi.org/10.1177/2397002220921131

Suprianto, S. (2024). Memahami Esensi Penelitian Kualitatif: Pendekatan, Proses, dan Praktik
Terbaik.

Waring, T., & Wainwright, D. (2000). Interpreting integration with respect to information
systems in organizations-image, theory and reality. Journal of Information Technology,
15(2). https:/ /doi.org/10.1080/026839600344320

Wood, S. (2020). Human Resource Management-Performance Research: Is Everyone Really on
the Same Page on Employee Involvement? International Journal of Management Reviews,
22(4), 408-426. https:/ /doi.org/10.1111/ijmr.12235

Wu, S, Pitafi, A. H., Pitafi, S., & Ren, M. (2021). Investigating the Consequences of the Socio-
Instrumental Use of Enterprise Social Media on Employee Work Efficiency: A Work-

Stress Environment. Frontiers in Psychology, 12.
https://doi.org/10.3389/fpsyg.2021.738118

Yu, J., Xie, C., & Huang, S. (Sam). (2022). Effect of perceived job risk on organizational conflict
in tourism organizations: Examining the roles of employee responsible behavior and
employee silence. Journal of Hospitality and Tourism  Management,  53.
https:/ /doi.org/10.1016/j.jhtm.2022.08.009

97


https://doi.org/10.70188/a6cv9504
https://doi.org/10.52970/grhrm.v1i2.79
https://doi.org/10.1177/2397002220921131
https://doi.org/10.1080/026839600344320
https://doi.org/10.1111/ijmr.12235
https://doi.org/10.3389/fpsyg.2021.738118
https://doi.org/10.1016/j.jhtm.2022.08.009

