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ABSTRACT 

	Aims: This study aims to analyze the influence of job satisfaction, work experience, and intellectual intelligence on employee performance, both partially and simultaneously, at the Medan Intermediate Tax Service Office (KPP).	Comment by Akpodiete Oro Micheal: This study aims to analyze the influence of job satisfaction, work experience, and intellectual intelligence on employee performance, both partially and simultaneously, at the Medan Intermediate Tax Service Office (KPP). This study uses an associative quantitative approach with a cross-sectional design. The research was conducted at KPP Madya Medan, located at Jalan Sukamulia No. 17A, Medan City. Data collection took place from January to March 2025. The research population was 118 employees. A sample size of 54 people was determined using the Slovin formula with a simple random sampling technique. Primary data were collected through a closed-ended questionnaire on a Likert scale of 1-5. Data were analyzed using multiple linear regression analysis, t-test, F-test, and coefficient of determination (R²) with the help of IBM SPSS Statistics software. The results of the study prove that partially, job satisfaction (t-hit. 2,401; sig. 0.020), work experience (t-hit. 4,048; sig. 0.000), and intellectual intelligence (t-hit. 4,176; sig. 0.000) have a positive and significant effect on employee performance. Work experience was the most dominant variable (β=0.404). Simultaneously, these three variables had a significant effect (F-hit. 50.793; sig. 0.000) and were able to explain the variation in employee performance by 73.8% (Adj. R² = 0.738). It is concluded that satisfaction, experience, and intellectual intelligence are crucial determinants of employee performance. Therefore, the management of KPP Madya Medan is advised to develop a holistic performance improvement strategy, including improving the remuneration system, retention and competency development programs for experienced employees, as well as recruitment and training that focuses on strengthening intellectual capacity.

Study design:  This study uses an associative quantitative approach with a cross-sectional design.
Place and Duration of Study: The research was conducted at KPP Madya Medan which is located on Jalan Sukamulia Number 17A, Medan City. Data collection was carried out from January to March 2025.
Methodology: The research population was 118 employees. A sample of 54 people was determined using the Slovin formula with a simple random sampling technique. Primary data were collected through a closed-ended questionnaire on a Likert scale of 1-5. Data were analyzed using multiple linear regression analysis, t-test, F-test, and coefficient of determination (R²) with the help of IBM SPSS Statistics software.
Results: The results of the study prove that partially, job satisfaction (t-hit. 2,401; sig. 0.020), work experience (t-hit. 4,048; sig. 0.000), and intellectual intelligence (t-hit. 4,176; sig. 0.000) have a positive and significant effect on employee performance. Work experience was the most dominant variable (β=0.404). Simultaneously, these three variables had a significant effect (F-hit. 50.793; sig. 0.000) and were able to explain the variation in employee performance by 73.8% (Adj. R² = 0.738).
Conclusion: It is concluded that satisfaction, experience, and intellectual intelligence are crucial determinants of employee performance. Therefore, the management of KPP Madya Medan is advised to develop a holistic performance improvement strategy, including improving the remuneration system, retention and competency development programs for experienced employees, as well as recruitment and training that focuses on strengthening intellectual capacity.
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1. INTRODUCTION 

In the context of modern organizations, Human Resources (HR) are no longer seen as mere operational assets, but as the main productive driver and determinant for the achievement of institutional strategic goals (Judijanto et al., 2024) Every company or government agency in carrying out its activities must have goals to achieve, and to realize it, human resource planning is needed that focuses on certain steps taken by management (Karim, 2023).	Comment by Akpodiete Oro Micheal: Kindly list all the authors since it is your first time of using them on this paper, subsequently you can use et al.
Employee performance is a barometer of an organization's success. As affirmed by (Sembiring, 2020), performance is the result of a person's work in terms of quality and quantity that has been achieved by employees in carrying out their duties according to the responsibilities given. Optimal performance not only supports organizational goals but is also key to maintaining the survival of the company (Rahayu & Ismail, 2024).
The Medan Intermediate Tax Service Office, as one of the vertical agencies of the Directorate General of Taxes, has a strategic role in collecting state revenue. To carry out its duties as a provider of services, education, supervision, and law enforcement, KPP Madya Medan is required to have employees with quality and superior performance.
However, the phenomenon that occurs in the field shows that the achievement of optimal performance still faces several challenges. There is still a lack of precision in work, lack of speed in completing work, and lack of skills and work skills among some employees (Mindell & Reynolds, 2023). Another factor that comes to the fore is the lack of timeliness in completing a job, which in turn can trigger violations of the rules and influence other employees to make the same mistake (Chewe & Taylor, 2021).
One of the key factors that is strongly thought to affect performance is job satisfaction. Job satisfaction is defined as the enjoyment of employees in carrying out their work, which is considered an important factor because it can be directly related to stress, turnover, and absenteeism (Judge et al., 2020). Job satisfaction is often shown by employees by the way they like the job itself and the level of their ability to do their job.	Comment by Akpodiete Oro Micheal: It is your first time of citing this so list all the authors
According to (Dziuba et al., 2020), job satisfaction is an employee's attitude towards work related to the work situation, cooperation between employees, rewards received at work, and matters related to physical and psychological factors. Maintaining job satisfaction will encourage employees to work with enthusiasm and will ultimately help the company in achieving the desired goals (Sufriadi, 2024).	Comment by Akpodiete Oro Micheal: List all the authors, its your first time of citing this.	Comment by Akpodiete Oro Micheal: achieve
However, the achievement of job satisfaction is often not realized. Many companies experience problems with employee satisfaction, ranging from insufficient incentives, uncomfortable workplaces, to problems with promotions. If left unchecked, this will trigger a very high turnover rate. Research (Hartanto, 2020) at the Kediri Regency Transportation Office proves that job satisfaction has a positive and significant effect on employee performance.	Comment by Akpodiete Oro Micheal: Remove the ,
On the other hand, work experience is also seen as a variable that determines performance quality. Work experience is the process of forming knowledge and skills about the methods of a job for employees because of their involvement in the implementation of their work. According to (Abun et al., 2021), work experience is the mastery of employee knowledge and skills as measured by the length of service, level of knowledge, and skills possessed.	Comment by Akpodiete Oro Micheal: List all the authors, you citing this for the first time 	Comment by Akpodiete Oro Micheal: employee’s
Work experience reflects an employee's level of mastery and can be measured by the length of service and the type of work he has done. Employees with long working hours and diverse experience backgrounds tend to be better able to provide maximum service. Research (Hayati, 2020) at the Cimahi Regency Hospital strengthens this by concluding that work experience has a positive effect on employee performance.
In addition to affective factors such as satisfaction and experience, cognitive factors, namely intellectual intelligence (IQ), play an equally important role. Intellectual intelligence has only been connotated with Intelligence Quotient (IQ), but currently the assumption that human intelligence is only focused on the intellectual aspect is no longer valid, although it is still fundamental (Dedek Pranto Pakpahan, 2021).	Comment by Akpodiete Oro Micheal: associated
According to (Uhl-Bien et al., 2020), intellectual intelligence is the ability needed to perform mental activities—thinking, reasoning, and problem-solving. (Uno & Umar, 2023) adding that this intelligence is the intelligence to receive, store, and process information into facts. In the context of work, intellectual intelligence is indispensable to deal with complex problems and make informed decisions.	Comment by Akpodiete Oro Micheal: dealing	Comment by Akpodiete Oro Micheal: making
(Tadarus et al., 2024) In his research at PDAM, Tirta Limutu found that intellectual intelligence has a positive effect on employee performance. These findings indicate that analytical, logical, and ratio skills are important prerequisites for employees to be able to carry out their duties effectively and efficiently.
These three variables, job satisfaction, work experience, and intellectual intelligence, are suspected to have a synergistic and comprehensive relationship in shaping employee performance. Employee performance is the results achieved by employees from activities and job responsibilities that have been completed both in quantity and quality, as defined by (Ilham, 2024).
It is important for companies to pay attention to and improve employee performance. In this effort, companies must know what factors trigger and inhibit performance improvement. Job satisfaction, work experience, and good intellectual intelligence will later positively affect employee performance.
The theoretical framework underlying this research refers to the view that performance is a function of various internal and external factors of employees. (Maryani et al., 2021) Explaining performance is the result of work in terms of quality and quantity achieved by an employee in carrying out his duties in accordance with the responsibilities given to him.
(Syahid et al., 2022) It states that there are three groups of variables as factors that affect performance, namely: individual variables (including ability, background, and demographics), organizational variables (including resources, leadership, rewards, structure, and work design), and psychological variables (including mental/intellectual, perception, attitude, personality, learning, and motivation). The three variables in this study are included in the group of individual and psychological variables.
To measure performance, (Adiawaty & Bernhard, 2023) It offers four dimensions, namely quality, quantity, time use at work, and cooperation with others at work. These four indicators are a reference in assessing the extent to which employee performance at KPP Madya Medan has been achieved.
Meanwhile, job satisfaction is measured through indicators presented by (Ridwan et al., 2024), which includes pay rates, payment structures, individual payment determination, payment methods, and payment controls. This aspect of compensation is the main element that affects employees' perception of their satisfaction.
Work experience, according to (Jayanti & Dewi, 2021), can be measured through the length of time or period of employment, the level of knowledge and skills possessed by employees, and mastery of work and equipment. These indicators illustrate how work experience contributes to work proficiency and efficiency.
As for intellectual intelligence, according to (WIJAYA, 2021), has three main dimensions: figurative ability (analysis, remember, problem-solving, decision-making), verbal ability (reading comprehension, managing language, communicating), and numerical ability (calculating precisely, quickly, and mathematically logical). These skills are particularly relevant to technical and analytical tasks in the tax environment.	Comment by Akpodiete Oro Micheal: It has	Comment by Akpodiete Oro Micheal: remembering	Comment by Akpodiete Oro Micheal: remembering
The Medan Intermediate Tax Service Office is an agency that manages large taxpayers with regional coverage. Based on data, the realization of its tax revenue in the last five years shows fluctuations, with the highest achievement of 115.32% in 2022 and the lowest of 73.26% in 2019. This variation indicates that there are performance dynamics that are influenced by various factors, including internal HR factors.
The number of employees of KPP Madya Medan is 118 people, consisting of various positions and backgrounds. This composition requires proper human resource management so that all potential can be maximized to achieve organizational targets. With a research sample of 54 people, it is hoped that a representative picture can be obtained of the actual conditions of the three independent variables and their influence on performance.
Based on the description above, this study aims to analyze the influence of job satisfaction, work experience, and intellectual intelligence on employee performance at KPP Madya Medan, both partially and simultaneously. This research is expected to contribute to the development of human resources in government agencies, especially within the Directorate General of Taxes.
Specifically, this study is designed to answer the following questions: (1) How does job satisfaction affect employee performance? (2) How does work experience affect employee performance? (3) How does intellectual intelligence affect employee performance? and (4) What is the simultaneous influence of these three variables on employee performance?
(25) The hypotheses proposed in this study are: (H1) Job satisfaction has a significant effect on employee performance; (H2) Work experience has a significant effect on employee performance; (H3) Intellectual intelligence has a significant effect on employee performance; and (H4) Job satisfaction, work experience, and intellectual intelligence simultaneously have a significant effect on employee performance.
The results of this research are expected to provide theoretical and practical benefits. Theoretically, this research can enrich the treasures of human resource management science, especially those related to the determinants of employee performance in the public sector.
Practically, for KPP Madya Medan, this research can be used as evaluation material and input in formulating HR management policies, both in recruitment, training, career development, and compensation systems, so that the overall performance of the organization can be improved.
In addition, for employees, the findings of this research can be used as a reflection material to constantly improve their competence, experience, and job satisfaction, which will ultimately have an impact on improving individual and organizational performance.
Thus, this study not only verifies the relationship between variables, but also seeks to provide applicable recommendations for continuous improvement at the Medan Intermediate Tax Service Office, in order to realize its vision as the best state revenue collection institution to ensure state sovereignty and independence.

2. material and methods 

2.1 Types of Research
The research method used is quantitative with an associative approach (Ali, 2022). Data were collected through questionnaires measured on a Likert scale of 1-5, then analyzed using validity, reliability, classical assumption tests, and hypothesis tests (multiple linear regression, t-test, and F test).
2.2 Research Locations and Research Objects
This research was conducted at the Medan Intermediate Tax Service Office (KPP) which is located at Jalan Sukamulia Number 17A, Aur Village, Medan Maimun District, Medan City, North Sumatra Province, Postal Code 20151. The object of this study is Employee Performance (Y) as a dependent variable. The independent variables that affect it are:
· Job Satisfaction (X1)
· Work Experience (x2)
· Intellectual Intelligence (X3)
2.3 Population and Sample
The population in this study is all permanent employees (State Civil Apparatus) who work at KPP Madya Medan. Based on internal data, the population is 118 people. A sample is a part of a population whose characteristics are expected to be representative of the population (Sugiyono, 2017). Given the homogeneous population (ASN in one office) and the number of people limited (118 people), the sampling technique used is a census, where all members of the population are sampled. However, to anticipate the possibility of not returning the questionnaire in full, the researcher will distribute the questionnaire to all 118 employees.	Comment by Akpodiete Oro Micheal: limited number of people
2.4 Data collection techniques
The data collection techniques that will be used in this study are:
· Questionnaire (Questionnaire): The main technique to obtain primary data on the variables of Job Satisfaction (X1), Work Experience (X2), Intellectual Intelligence (X3), and Employee Performance (Y). The instrument uses a Likert scale of 1-5.
· Observation: Conducting direct observations in the office environment to complete the data from the questionnaire.
· Documentation Study: Collect secondary data such as organizational structure, agency profiles, and other relevant data from archives or internal reports of KPP Madya Medan.
2.5 Data Analysis Techniques
The data that has been collected will be analyzed with the following steps (Imam Ghozali, 2018):
· Data Quality Test: Includes Validity Test (measures the accuracy of the instrument, with r-count > r-table) and Reliability Test (measures the consistency of the instrument, with a Cronbach's Alpha > value of 0.60).
· Classical Assumption Test: Includes Normality Test (using P-P Plot Graph), Multicollinearity Test (Tolerance value > 0.10 and VIF < 10), and Heteroscedasticity Test (using Scatterplot).
· Multiple Linear Regression Analysis: To measure the influence of independent variables on dependent variables. Model equation: Y = a + b₁X₁ + b₂X₂ + b₃X₃ + e.
· Uji Hypothesis:
· t-test: To test the partial influence of each independent variable individually on the dependent variable.
· F-test: To test the simultaneous influence (together) of independent variables on dependent variables.
· Coefficient of Determination (R²): To find out how much the percentage of simultaneous independent variables influence the dependent variables.	Comment by Akpodiete Oro Micheal: influences
3. results and discussion
Research Results

Description of Respondent Characteristics
Based on data collected from 54 respondents, the characteristics of the respondents can be described as follows:

Table 1 Characteristics of Respondents by Gender

	Gender
	Sum
	Percentage (%)

	Man
	28
	51.9

	Woman
	26
	48.1

	Total
	54
	100.0



Table 2. Characteristics of Respondents Based on Recent Education

	Education
	Sum
	Percentage (%)

	Diploma I (D1)
	14
	25.9

	Diploma III (D3)
	3
	5.6

	Strata 1 / Diploma IV
	26
	48.1

	Loss 2 (S2)
	11
	20.4

	Total
	54
	100.0



Table 3 Characteristics of Respondents by Age

	Age (Years)
	Sum
	Percentage (%)

	20 - 30
	15
	27.8

	31 - 40
	17
	31.5

	41 - 50
	16
	29.6

	51 - 60
	6
	11.1

	Total
	54
	100.0



Table 4 Characteristics of Respondents by Service Period

	Tenure (Years)
	Sum
	Percentage (%)

	6 - 10
	13
	24.1

	11 - 15
	17
	31.5

	16 - 20
	20
	37.0

	> 25
	4
	7.4

	Total
	54
	100.0




Descriptive Statistics of Research Variables
Descriptive statistics provide an overview of respondents' responses to all research variables. Answer scores range from 1 (Strongly Disagree) to 5 (Strongly Agree).

Table 5 Descriptive Statistics of Research Variables
	variabel
	N
	Min
	Max
	Mean
	Hours of deviation

	Job Satisfaction (X1)
	54
	2.30
	5.00
	4.02
	0.681

	Work Experience (x2)
	54
	2.50
	5.00
	4.15
	0.734

	Intellectual Intelligence (X3)
	54
	2.90
	5.00
	4.23
	0.592

	Employee Performance (Y)
	54
	3.00
	5.00
	4.32
	0.623




Pengujian Hypothesis
The regression model was used to see the influence of teacher competence (X1), learning materials (X2), and learning facilities (X3) on employee motivation (Y).

1. Data Quality Test Results
a. Validity Test
All statements in the questionnaire for all variables are declared valid because the r-calculated value > the r-table (0.2681).
b. Reliability Test
All research variables were declared reliable because Cronbach's Alpha value > 0.60.

Table 6 Reliability Test Results
	Variabel
	Cronbach's Alpha
	Information

	Job Satisfaction (X1)
	0.745
	Reliabel

	Work Experience (x2)
	0.773
	Reliabel

	Intellectual Intelligence (X3)
	0.756
	Reliabel

	Employee Performance (Y)
	0.764
	Reliabel



2. Classical Assumption Test Results
a. Normality Test
Based on the analysis of the P-P Plot graph, the data points are spread around the diagonal line, so it is concluded that the residual data is normally distributed.
b. Multicollinearity Test
The Tolerance value > 0.10 and VIF < 10 for all variables, so it was concluded that multicollinearity did not occur.

Table 7 Multicollinearity Test Results
	Variabel
	Tolerance
	VIVID
	Information

	Job Satisfaction (X1)
	0.511
	1.958
	Free Multicollineity

	Work Experience (x2)
	0.496
	2.016
	Free Multicollineity

	Intellectual Intelligence (X3)
	0.622
	1.607
	Free Multicollineity



c. Heteroscedasticity Test
Based on Scatterplot analysis, the data points are randomly spread and do not form a specific pattern. Thus, it is concluded that heteroscedasticity does not occur.	Comment by Akpodiete Oro Micheal: the Scatterplot

3. Results of Multiple Linear Regression Analysis
Based on the results of data processing, the following multiple linear regression equations were obtained:
Y = 3.450 + 0.248X₁ + 0.335X₂ + 0.362X₃

Table 8 Multiple Linear Regression Analysis Results

	Variabel
	Coeficin (B)
	Std. Error
	Beta(b)
	t count
	Itself.

	(Constant)
	3.450
	3.432
	-
	1.005
	0.320

	Job Satisfaction (X1)
	0.248
	0.103
	0.236
	2.401
	0.020

	Work Experience (x2)
	0.335
	0.083
	0.404
	4.048
	0.000

	Intellectual Intelligence (X3)
	0.362
	0.087
	0.372
	4.176
	0.000



4. Hypothesis Test Results
a. T test (Partial)
The t-test is used to test the partial influence of each independent variable.
· Job Satisfaction (X1): t calculated (2.401) > t table (2.009) and Sig. 0.020 < 0.05. H1 is accepted.
· Work Experience (X2): t count (4.048) > t table (2.009) and Sig. 0.000 < 0.05. H2 is accepted.
· Intellectual Intelligence (X3): t count (4.176) > t table (2.009) and Sig. 0.000 < 0.05. H3 accepted.
b. F Test (Simultaneous)
The F-test is used to test the simultaneous influence of all independent variables.

Table 9F Test Results (ANOVA)
	Model
	Sum of Squares
	df
	Mean Square
	F count
	Itself.

	Regression
	494.555
	3
	164.852
	50.793
	0.000

	Residual
	162.278
	50
	3.246
	-
	-

	Total
	656.833
	53
	-
	-
	-


Based on Table 9, the value of F is calculated as 50.793 with a significance of 0.000 < 0.05. Since F counts (50,793) > F table (2.79), H4 is accepted.

c. Coefficient of Determination (R²)
The determination coefficient is used to see how much an independent variable explains the dependent variable.

Table 10 Results Coefficient of Determination
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	0.868
	0.753
	0.738
	1.802



The Adjusted R Square value is 0.738. This means that 73.8% variation in Employee Performance (Y) can be explained by variations from all three independent variables (Job Satisfaction, Work Experience, and Intellectual Intelligence). The remaining 26.2% is explained by other factors not included in this study model.

DISCUSSION
The Effect of Job Satisfaction on Employee Performance
The results of the statistical test prove that job satisfaction has a positive and significant effect on employee performance at KPP Madya Medan. These findings provide a clear answer to the formulation of the first problem and support the first hypothesis (H1) proposed. The value of the regression coefficient of 0.248 indicates that every increase in one unit of job satisfaction will be followed by an increase in employee performance of 0.248 units, assuming that other variables are fixed.
These findings are consistent with the theory put forward by (Joanna & Jerzy, 2020) which defines job satisfaction as an employee's attitude towards work related to the work situation, cooperation between employees, rewards received, and physical and psychological factors. Descriptive statistical data showed an average job satisfaction score of 4.02 (on a scale of 5), which indicates that in general employees are satisfied. The aspects that contribute the most to this satisfaction include receiving a salary that is in line with expectations and competencies (68.5% of respondents agree and strongly agree) and receiving timely holiday allowances (68.5% of respondents agree and strongly agree).	Comment by Akpodiete Oro Micheal: general,
However, there is still room for improvement, especially in the aspect of salary increases based on work performance, where 20.4% of respondents stated that they disagreed and 1.9% disagreed that the company kept its promise of salary increases. Dissatisfaction with this aspect can be an obstacle to achieving optimal performance. These results are in line with the research of Selvia Nanta Maharani (2018) which also found that job satisfaction has a significant effect on improving employee performance in government agencies.	Comment by Akpodiete Oro Micheal: , which
The Influence of Work Experience on Employee Performance
The second hypothesis test proves that work experience has a positive and significant effect on employee performance. This result answers the formulation of the second problem and supports H2. The highest beta coefficient value (0.404) among the three independent variables indicates that work experience is the strongest predictor of employee performance at KPP Madya Medan. Each increase of one unit of work experience will increase employee performance by 0.335 units.
These findings reinforce the opinion (Rais, 2020) which states that work experience is the mastery of employee knowledge and skills as measured by the length of service, level of knowledge, and skills possessed. Respondent characteristic data shows that 37% have a service period of 16-20 years and 31.5% have a service period of 11-15 years. It is this group that has most likely mastered complex tasks in the field of taxation through practical learning and repetition. This is evident from the respondents' responses, where 77.8% agree and strongly agree that they are able to master the job based on their previous knowledge.
Mature experience allows employees to anticipate problems, work more smoothly without doubt, and complete tasks calmly and confidently, as expressed by (Burns, 2020). Thus, investing in retaining experienced employees and developing their knowledge is a highly effective strategy to improve overall organizational performance. These findings are in line with the results of the study (Mokobombang & Natsir, 2024).
The Influence of Intellectual Intelligence on Employee Performance
Based on the results of the analysis, intellectual intelligence has been proven to have a positive and significant effect on employee performance. These findings answer the formulation of the third problem and support H3. The regression coefficient value of 0.362 shows that intellectual intelligence has a strong influence, where each increase will boost employee performance by 0.362 units.
These results confirm the theory (Uhl-Bien et al., 2020) which defines intellectual intelligence as the ability needed to perform mental activities such as thinking, reasoning, and problem-solving. The average score of intellectual intelligence was the highest (4.23), indicating that KPP Madya Medan employees generally have good intellectual ability. This ability is crucial in a work environment that is loaded with complex regulations and analytical demands such as taxation. As many as 59.3% of respondents strongly agree that they always think analytically and critically in decision-making, while 61.1% agree that they have systematic communication skills.
The ability to analyze information, understand complex regulatory readings, and calculate appropriately is a manifestation of intellectual intelligence that directly contributes to accuracy and quality of work. Thus, recruitment and development focused on improving cognitive abilities remains highly relevant. These findings are consistent with research (Tadarus et al., 2024) at PDAM Tirta Peusada.
Simultaneous Influence on Employee Performance
The fourth hypothesis test proves that simultaneously, job satisfaction, work experience, and intellectual intelligence have a significant and positive effect on employee performance. The Adjusted R Square value of 0.738 has a very important meaning, namely that 73.8% of the variation in employee performance at KPP Madya Medan can be explained together by these three variables. The rest, 26.2%, was influenced by other factors not measured in this study, such as motivation, leadership, organizational culture, or external factors.
These findings provide a comprehensive answer to the formulation of the fourth problem and support H4. These results confirm that performance is a multidimensional phenomenon. An employee may be very intelligent (high IQ), but if he is not satisfied with his work environment, his motivation and commitment to optimal performance may decrease. Conversely, a highly satisfied and experienced employee with limited intellectual abilities may find it difficult to handle complex, analysis-based tasks that demand careful problem-solving (Ruki, 2024).
Therefore, the approach to improving performance must be holistic and integrated. Efforts to increase satisfaction through a fair compensation system and recognition, maintain and develop work experience through training and mentorship, and recruit and develop talent with adequate cognitive abilities must be carried out simultaneously. The synergy of these three factors will create a workforce that is not only able but also willing to achieve the highest performance, so that it can ultimately support the achievement of state revenue targets which is the main vision of KPP Madya Medan.
4. Conclusion

Based on the results of the analysis and discussion, it can be concluded that job satisfaction, work experience, and intellectual intelligence partially or simultaneously have been proven to have a positive and significant influence on employee performance at the Medan Intermediate Tax Service Office. Partially, work experience is the dominant variable, followed by intellectual intelligence and job satisfaction. Together, these three variables make a huge contribution, which is 73.8% to the variation in employee performance. These findings confirm that superior performance is the result of the integration of affective factors (satisfaction), practical skills (experience), and cognitive capacity (intelligence). Therefore, efforts to improve organizational performance require a comprehensive and holistic approach, which does not focus on just one aspect. The practical implications of this study are the need for integrated human resource management policies, including a satisfactory remuneration system, development and retention programs for experienced employees, and recruitment and training that strengthen employees' intellectual abilities
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