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Abstract  

 
This study aims to determine the implications of the Work From Home (WFH) policy on work motivation 
and work discipline on teacher performance with work stress intervention. While the approach that is used in 
this study, it is a quantitative descriptive approach. A total of 63 respondents is used as data in this study, 
they are employees of SMKN 9 Bekasi. The alternative method of the Structural Equation Model (SEM) is 
used to analyze this research, it is Partial Least Square (PLS). Testing the validity of each variable with its 
reliability is what is done in the first stage. Furthermore, testing the Implications of WFH policy on work 
motivation and work discipline on teacher performance with work stress Intervention is something that is 
done in the second stage. The positive and significant effect is shown by the work motivation variable from 
the results of this study on performance, as well as work discipline, it also shows a positive and significant 
effect on performance. Then, the negative effect is shown by the motivation to work stress and also work 
discipline to work stress, this also shows a negative and significant effect. And the last is the relationship 
between job stress and performance. This shows a positive and significant effect on performance. 
 

Keywords: Work motivation, discipline, job stress, performance, work from home 
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1. Introduction 
 
The spread of the coronavirus disease (COVID-19) pandemic in early 2020 has brought about 
unexpected big changes in various aspects of the daily life of many people around the world. To stop 
the spread of the pandemic, people are being asked to stay at home, schools are closed, public events 
are banned, 'non-essential' production is stopped, social distancing is strongly encouraged, and even 
lockdowns are imposed. On Monday, March 2, 2020, positive cases of Corona or COVID-19 began to 
appear in Indonesia. Furthermore, the positive case of Corona is increasing. Seeing the rapid 
development of  COVID-19, then through a press conference at The Bogor Palace in West Java and by 
the encouragement of President Joko Widodo (March 15, 2020) to prevent the spread of a new type of 
coronavirus (SARS-CoV-2) caused by COVID-19, people should work, worship and learn from home. 
The Ministry of Education and Culture has officially issued a policy of working from home for the 
ASN work environment. Issuance of Circular Letter No. 36603/A.A5/OT/2020 dated March 15, 2020. 
As many as 91% of the world’s student population carry out PJJ (Distance Learning), it is because 
students are affected by school closures, as a result of the COVID-19 pandemic (UNESCO). The 
impact of PJJ (Distance Learning) besides having an impact on students, also has an impact on 
teachers. A teacher certainly has responsibility for the learning process that occurs to students, but all 
of it is disrupted due to the impact of the COVID-19 pandemic. Teacher performance in online 
learning is much influenced by work stress, work motivation, and work discipline. 
 
2. Literature Review  
 
2.1 Motivation 
 
The word motive is the origin of the word motivation, which has the meaning of encouraging needs 
in employees that must be fulfilled to adapt to their environment. Boekaerts et al. (2006) state that a 
psychological process that can encourage and direct behavior towards the goal to be achieved or 
directed behavior is called motivation. From these views can be drawn motivational conclusions that 
are the strength and motivation that exists in a person to work and act in meeting the desired needs 
to pursue the achievement of their expected goals (Setyani et al., 2020). Individual motivation can 
also increase employee productivity (Saluy et al., 2021). Deci and Ryan (2000) in Self-Determination 
Theory (SDT) revealed that understanding human motivation requires consideration of the innate 
psychological needs for competence, autonomy, and relatedness. Individual differences and social 
relationships support the satisfaction of basic needs that foster natural growth processes including 
behavior that is both intrinsically and extrinsically motivated. Akman (2018) has proven the role of 
work motivation in improving teacher performance. 
 
2.2 Discipline 
 
In essence, discipline is the ability of self-control to refrain from doing an action that supports something 
that has been created. According to Sarwani (2016), discipline is management action to enforce 
organization standards. This means The implementation of management that aims to strengthen 
organizational guidelines is called work discipline. Thus, the conclusion is that work discipline is an effort 
of the management of companies and organizations to run and apply the rules and regulations that must 
be adhered to by each employee. Iskamto et al. (2020) state that works discipline has two forms, they are 
preventive discipline and corrective discipline. Efforts to move employees to comply with and follow the 
work rules that apply in a company are called preventive discipline. Then it's a certain effort to move 
employees through regulations and direct them to comply with the company's guidelines (Permana et al., 
2021). A teacher educator must also be disciplined to improve his performance in the learning process. 
Research by Johnston and Purcell (2022) shows that subject discipline teacher educators are a distinctive 
group of teacher educators committed to, and engaged in, teacher education practices. 
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2.3 Work Stress  
 
Stress as an opportunity what if the stress brings something potential results. However, stress is also 
dangerous for a person because of work that can threaten safety (Bhui et al., 2016). The 
characterization and/or individual psychological processes that link this adaptive response are called 
stress (Segerstrom & Miller, 2004). What are the consequences of any external action, situation, or 
event that will place the psychologist's demands physically or specifically on others? Furthermore, 
stress can be said as a condition of tension that affects emotions, ways of thinking, and also one's 
physical condition (Schneiderman, 2005). Stress that cannot be handled properly will result in the 
inability of a person to have positive interactions with the environment, including the work 
environment to the external environment. So, the employee encountered negative symptoms that 
affected their work performance (Virgiawan et al., 2021). Stress is the condition of tension that affects 
the emotions thought processes, and conditions of each individual who must respond beyond the 
ability to adjust to certain external demands (Yaribeygi et al., 2017). According to Alsa et al. (2021), 
stress is associated with religiosity and resilience which are key factors influencing the development 
of workers' psychological well-being. 
 
2.4 Work From Home (WFH) 
 
The COVID-19 pandemic has caused many employees, including teachers to be asked to start Working 
From Home (WFH), educators are under increasing pressure to adapt to this new habit (Acuyo, 2022). 
Davidescu et al. (2020) mention WFH is one of the terms of remote working, more precisely doing the 
usual work done in the office from home. So, the workers do not have to attend face-to-face with other 
workers. WFH is familiar to some. The start-up employees, the freelancer, and other large companies 
have been running remote working systems. According to Schade et al. (2021), WFH requires people to 
be able to adapt to new situations and motivations. To be able to improve the quality of WFH, better job 
control and social support are needed. Manroop and Petrovski (2022) identified four layers of contextual 
demands (omnibus, task, social and personal) that resulted in participants being required to work from 
home. Nastasa et al. (2021) proved the relationship between work-home interactions and teacher life 
satisfaction. WFH faces several challenges related to remote work, including ineffective communication, 
procrastination, loneliness, lack of social support, work autonomy, monitoring, work-home distractions, 
and increased workload and self-discipline (Wang et al., 2020) 
 
2.5 Performance 
 
The performance achieved by an individual determines the success of an organization in realizing the 
mission and vision of the organization that has been set, including schools (Zainudin et al., 2021). 
Performance is defined as a form of behavior that can control workers, to the place which behaviors 
are appropriate or not work (Triraharjo et al., 2021; Priharso et al., 2018). Performance is often 
interpreted as the achievement of one’s results of the quantity and quality according to given 
responsibilities (Pawirosumarto et al., 2017). According to Taylor and Tyler (2012), teacher 
performance is an important factor in school success. About WFH, teachers are required to be able to 
adapt to new habits by developing various new skills, especially those related to information 
technology-based teaching innovations that can improve performance. In addition, in general, 
schools conducting online learning present considerable difficulties as teachers struggle to adapt to 
what may be the "new normal" for a considerable period (Allen et al., 2020). 
 
3. Methods  
 
The survey method with a quantitative approach is used in this research method. While the problem-
solving method describes or presents the results of the research clearly as it is, this is called a descriptive 
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method. Survey research is research to take samples from the population through questionnaires as a 
means of collecting basic data. The research Variable is divided into three groups, it is including: 

1. Free Variable (independent variable)  
A Free Variable is a variable that affects the occurrence or emergence of a bound variable. 
Motivation (X1) and discipline (X2) are independent variables of this study. 

2. The intermediary variable in this study is the intervening or mediating variable. The 
relationship between the independent variable and the dependent variable is mediated by 
this variable. The Free Variable of this research is work stress (Y1). 

3. Abound variable (dependent variable)is a variable that is affected or becomes a result of a  
free variable. The variable in this study is performance (Y). 

Certain qualities and characteristics possessed by an object/subject, are determined to be 
studied, and then conclusions are drawn by the researcher, this is called the population. The 
population of this research includes all teachers who teach at SMKN 9 Bekasi ranging from grade X 
teachers to XII classes in various departments totaling 63 people. Part of the number and 
characteristics of the population is also called the sample. This study used a sample with a sampling 
technique. The use of census techniques or saturated samples is a technique sampling when all 
members of the population are sampled. Because there are not 100 subjects, this technique is used 
and all are taken. Therefore, the use of this research sample is the entire population, namely all 
teachers of SMKN 9 Bekasi. 
 
4. Results  
 
4.1 Evaluation of Measurement Model (Outer Model) 
 
To analyze reflective models, outer loading >  0.7 is recommended by Hair et al. (2017). The square root 
of the standardized outer loading represents commonalities, there are many variations in the indicators 
described endogenous constructs, and 1 minus the communalities show the variance of measurement 
errors.   If outer loading  <  0.4,  it should remove the reflective indicator. However, if outer loading is 
between 0.4 and 0.7 it is recommended to remove or save items depending on the outer load (height) of 
other items (Hair et al., 2017). Based on this theory, researchers took a value of 0.6. 
 

 
 
Figure 1: PLS Algorithm Procedure Test Results  
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It can be concluded that all measuring items have fulfilled the requirements for testing the factor 
loading value after the issuance of invalid indicator items based on Figure 1 above, besides the 
average variance extract (AVE) above shows a value of 0.50. It can be said that it is valid and can be 
used in the measurement of each latent variable. After the convergent analysis is performed, the 
discriminant is performed by looking at cross-loadings, all indicators should contain the highest 
value on the related construction. 
 
Table 1: Cross Loadings Test Results  
 

  DK KG MK SK 
DK1 0.748 0.647 0.440 0.674 
DK3 0.800 0.669 0.438 0.690 
DK4 0.821 0.717 0.463 0.725 
DK5 0.839 0.765 0.461 0.701 
DK6 0.811 0.725 0.396 0.597 
DK7 0.735 0.679 0.366 0.578 
DK8 0.689 0.736 0.520 0.548 
KG1 0.574 0.685 0.540 0.732 
KG10 0.512 0.639 0.543 0.428 
KG12 0.752 0.830 0.522 0.651 
KG13 0.703 0.798 0.490 0.657 
KG14 0.722 0.782 0.472 0.604 
KG2 0.651 0.691 0.430 0.787 
KG3 0.738 0.711 0.400 0.657 
KG4 0.629 0.659 0.399 0.664 
KG5 0.633 0.716 0.424 0.489 
KG6 0.766 0.834 0.488 0.700 
KG7 0.641 0.738 0.550 0.553 
KG8 0.689 0.741 0.543 0.529 
KG9 0.634 0.739 0.530 0.620 
MO1 0.364 0.454 0.779 0.406 
MO2 0.398 0.450 0.710 0.455 
MO3 0.404 0.471 0.778 0.358 
MO4 0.426 0.467 0.734 0.482 
MO5 0.569 0.605 0.708 0.544 
MO6 0.439 0.511 0.843 0.404 
MO7 0.402 0.524 0.842 0.466 
MO8 0.499 0.595 0.873 0.516 
SK1 0.530 0.534 0.468 0.671 
SK2 0.543 0.598 0.450 0.766 
SK3 0.566 0.623 0.469 0.808 
SK4 0.665 0.705 0.503 0.886 
SK5 0.719 0.688 0.413 0.735 
SK6 0.785 0.750 0.436 0.777 

 
Source: Smart PLS 3.0 Processed Products (2021) 
 
Based on the cross-loading results from the table above, it can be concluded that the outer loading 
value for each construct is greater than the outer loading value for other constructs. Based on the 
explanation above, it can be concluded that the existing indicators are completely valid and there is 
no problem with discriminant validity. 
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Tabel 2: Construct Reliability Test Result Table 
 

  Cronbach's Alpha rho_A Composite Reliability 
Discipline 0.891 0.893 0.915 
Performance  0.929 0.932 0.939 
motivation 0.910 0.914 0.928 
stress 0.867 0.874 0.900 

 
Source: Smart PLS 3.0 Processed Products (2021) 
 
The value of Cronbach’s alpha, rho_A and composite reliability obtained is ≥ 0.70 of all variable 
values, this is based on the results of the reliability test as presented in the table above. Thus, all 
constructs are acceptable reliability. 

The assessment of the structural model (inside) will follow what happens in the evaluation of 
the measurement model (outside) that supports construction estimation. The effort to find evidence 
that supports a theoretical model is called structural model analysis. It includes the theory of the 
relationship between exogenous constructions and endogenous constructs. The value in this test 
shows the extent to which exogenous constructs describe endogenous constructs. Based to Hair et al. 
(2017), is as a guideline for the R-Squared Value, 0.25 represents a weak level, 0.50 represents a 
moderate level and 0.75 represents a substantial one.  Since this research model is quite simple, the 
R-Squared value will be used to analyze the coefficient of determination. The value of R2 or the 
determination coefficient of endogenous constructs based on the table above is 0.869 and 0.710. 
Meanwhile, 86% and 71% show the value of exogenous variables, it can serve to show the endogenous 
variables that have been shown by this result, then the rest are explained in other exogenous 
variables outside of this study. 
 
Tabel 3: Coefficient of Determination 
 

R Square R2 Adjusted 
Teacher Performance 0.869 0.865 
Work Stress 0.710 0.705 

  
Source: Smart PLS 3.0 Processed Products (2021) 
 
This stage aims to find out whether the submission of research hypotheses from the research model is 
accepted or rejected. The testing of hypotheses can be known from the coefficient of the path (path 
coefficient), T-Statistic value through bootstrapping, and p-value procedures.  
 
Tabel 4: Hypothesis Test Results Table 
 

O T-Statistics (| O/STDEV|) P Values 
X1-> Y2 0.172 3.842 0.000 
X1-> Y1 -0.171 2.337 0.020 
X2-> Y1 0.611 8.588 0.000 
X -> Y2 -0.734 12.837 0.000 
Y1-> Y2 -0.238 3.358 0.001 

O T-Statistics (| O/STDEV|) P Values 
X1->Y2-> Y2 -0.041 2.232 0.026 
X2-> Y1 -> Y2 -0.175 3.121 0.002 

  
Source: Smart PLS 3.0 Processed Products (2021) 
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All relationships have an influence, this is because the value obtained is below 0.5. It is the p-value 
test results that are presented in the table above. Furthermore, the use of the T-Statistic  (boots 
rapping) aims to know the value of significance between constructs. Hair et al. (2017) provide advice 
for carrying out bootstrapping procedures with a re-sample value of 5  thousand. The limit for 
accepting and rejecting hypothetical submissions is ±1.96, whereas if the t-statistical value is in the 
range of -1.96 and 1.96 values the hypothesis is rejected or named by accepting the zero hypotheses 
(H0).  Based on the test results of t-statistics table 4. 14, it can be known that all relationships have a 
significant relationship direction because the value is above 1.96. 
 
5. Discussion  
 
Empirical findings prove that there is a positive and significant influence shown by work motivation 
on teacher performance. The results of the study support the findings of Han and Yin (2016), and 
Setyaningsih (2020) that teacher motivation is identified as the main determinant of student 
motivation and teaching effectiveness. Teacher motivation is an important factor that is closely 
related to several variables in education such as student motivation, educational reform, teaching 
practice and fulfillment, and teacher psychological well-being. The second hypothesis (H2) is 
accepted, based on the results of tests conducted on the effect of work discipline on teacher 
performance. Where based on these results, it can be seen that there is a positive and significant 
influence between work discipline on teacher performance. Empirical findings support Setyaningsih's 
(2020) research that teacher work discipline affects performance. Meianto et al. (2021) found that 
work discipline can increase effectiveness and have implications for better performance. Work 
motivation in the research findings proves that work motivation has a negative effect on employee 
work stress. The results of this study are different from the findings of Noermijati and Primasari 
(2015) which prove that job stress has no significant effect on job satisfaction. Furthermore, work 
stress has an indirect effect on employee performance through job satisfaction and is not significant. 
Work discipline also has a negative effect on work stress. These results are in line with several types 
of research (Hapsari et al., 2021; Iman & Lestari, 2019). The results of the study also found that work 
stress had a negative effect on teacher performance. According to Shahid et al. (2012) employees 
working in different organizations have to deal with stress. These pressures contribute to decreased 
organizational performance, decreased overall employee performance, decreased quality of work, 
staff turnover, and absenteeism due to health problems such as anxiety, depression, headaches, and 
backaches. The results show that all stress components cause great stress to employees and then 
reduce their performance (Vizano et al., 2021; Riyanto et al., 2021). 

Partial mediation between work motivation and employee performance is mediated by work 
stress, which is based on the test results of the indirect effect of work motivation and teacher 
performance through the mediating variable of work stress having a negative and significant effect. 
This occurs as a result of direct and indirect influences, previously a positive and significant effect 
was shown on work motivation and employee performance, then there was a negative and significant 
effect through work stress, work motivation, and teacher performance. From these results, it can be 
seen that work stress on the relationship between work motivation and employee performance has an 
effect and is a connecting variable between endogenous variables and exogenous variables. Without 
low work stress, high work motivation is not able to encourage and improve teacher performance. A 
negative and significant influence is indirectly shown by work discipline and teacher performance 
which is tested through variables that mediate work stress. And the conclusion is that the partial 
mediation between teacher performance and teacher discipline is mediated by job stress. The direct 
and indirect influence causes a change from the previous positive and significant influence shown by 
the teacher's work and performance. Furthermore, due to work stress, work discipline, and teacher 
performance experienced negative and significant changes. Without low work stress, high work 
discipline is not able to encourage and improve teacher performance. According to Hoboubi et al. 
(2017), job stress and job satisfaction are important factors that affect labor productivity. The level of 
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job stress and job satisfaction felt by employees is medium-high and moderate. Corrective action is 
needed to improve the shift work system. "Role insufficiency" and "Role ambiguity" should be 
increased and supervisor support should be increased to reduce job stress and increase job 
satisfaction and productivity. 
 
6. Conclusion  
 
Based on empirical findings, research proves that motivation and work discipline has a positive effect 
on teacher performance. Motivation and work discipline have a negative effect on work stress. Job 
stress has a negative effect on employee performance. Part of the relationship between work 
discipline and employee performance is mediated by job stress. This proves that job stress is a 
connecting factor. Part of the relationship between work motivation and employee performance is 
mediated by job stress. This proves that job stress is a connecting factor. This research has 
implications for school management that in improving teacher performance and work stress it is 
necessary to pay attention to teacher motivation and discipline in teaching. This study has limitations 
by only highlighting two factors that influence determining teacher performance and work stress, 
while many other factors influence it, including compensation, teaching hours, learning media, and 
curriculum. 
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