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ABSTRACT 

	Aims: This study aims to analyze the influence of work flexibility, work characteristics, and work ethics on employee performance, both partially and simultaneously, in the context of public organizations.
Methodology: This study uses a quantitative design with an explanatory approach to test the causal relationship between the variables studied. The research was conducted at the Intermediate Tax Service Office (KPP) Medan, North Sumatra Province, for three months, from January 2025 to March 2025. The research population amounted to 118 employees with a sample of 54 people determined through proportional random sampling techniques. Primary data was collected through a Likert scale-based questionnaire. Data analysis used multiple linear regression with stages of validity, reliability, classical assumption, t-test, F-test, and determination coefficient.
Results: The results of the study show that work flexibility and work ethics have a significant positive effect on employee performance. Meanwhile, the characteristics of the job did not have a significant effect. Simultaneously, the three variables had a significant influence with a determination coefficient value (R²) of 0.718, which means that 71.8% of the variation in performance can be explained by the research model.
Conclusion: Work flexibility and work ethics are the dominant factors in improving employee performance at KPP Madya Medan, while job characteristics require further management in order to be able to make a real contribution to performance. The novelty of this research lies in its focus on examining the combined influence of work flexibility, job characteristics, and work ethics on employee performance within a public sector taxation institution, a context that has received limited empirical attention.
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1. INTRODUCTION 

In the era of globalization and digitalization, organizations are required to have employees who are able to work adaptively. Factors such as work flexibility, work characteristics, and work ethics are important to ensure that employee performance is at an optimal level (Uhl-Bien et al., 2020).
Work flexibility has emerged as a modern management strategy in dealing with changes in the increasingly dynamic organizational environment. This concept includes the flexibility of time, location, and how to complete work (Chung & Van der Lippe, 2020). According to (Paulser, 2023), work flexibility has been proven to increase job satisfaction and lower employee stress levels. This has positive implications for individual and organizational performance.
In the public sector, work flexibility is often seen as an approach that can reduce rigid bureaucracy, making public services more effective and responsive ((Piszczek & Pimputkar, 2021). Data from the Medan Intermediate KPP shows that employees who are given higher flexibility have better performance in completing performance targets compared to employees who work rigidly.
Job characteristics also play an important role in encouraging employee motivation and performance (Nusraningrum et al., 2024). The model of the work characteristics of the (Wagner III & Hollenbeck, 2020) emphasizes five core dimensions: skill variation, task identity, task significance, autonomy, and feedback. Study (Conner, 2020) emphasizing that well-designed work characteristics are able to increase the intrinsic motivation of employees.
Previous research on government agencies showed that employees with challenging job characteristics tended to be more committed to achieving targets (Bedagama & Tjahjaningsih, 2021). Data at KPP Madya Medan shows that the variety of skills provided in administrative and technical tasks is able to increase employee creativity.
Work ethics are no less important as the basis for employee behavior in carrying out their duties. (Cohen, 2024) states that work ethics reflect values, norms, and positive attitudes towards work. A high work ethic encourages employees to be disciplined, honest, and responsible, which ultimately has a positive impact on performance (Prayogi et al., 2023).
In the context of public organizations in Indonesia, work ethics is one of the factors that are considered in bureaucratic reform to increase accountability (Hartati, 2020). The results of observations at KPP Madya Medan show that employees with high work ethics have a better attendance rate and consistent productivity.
According to (Ahmed, 2025), work ethics also play a role in building a healthy and public service-oriented organizational culture. Work flexibility, work characteristics, and work ethics are complementary factors in improving employee performance. The combination of the three creates a conducive work environment (Taylor et al., 2024). The performance of employees themselves is defined as the result of work both in terms of quality and quantity achieved in accordance with their responsibilities (Anwar Prabu, 2017).
According to Tossaint-Schoenmakers et al. (2021), performance is influenced by individual, organizational, and psychological factors. Flexibility, characteristics, and work ethics can be categorized into organizational and psychological factors. Empirical studies show that work flexibility increases employee engagement and decreases turnover intention (Perry‐Jenkins & Gerstel, 2020). Meanwhile, challenging job characteristics have been proven to increase job satisfaction and organizational commitment (Zaman et al., 2020).
High work ethic is also positively associated with increased organizational productivity (Aldulaimi, 2020). In the tax sector, where accountability and integrity are indispensable, work ethics plays a dominant role (Nurhikmah & Sisdianto, 2024). Flexibility of work in the tax sector is also necessary to deal with fluctuating administrative burdens, for example during the annual reporting period (Darmayasa & Hardika, 2024; Hasan et al., 2024). 
Well-designed job characteristics help employees understand the contribution of their duties to the organization's grand goals (Lovejoy et al., 2021). This is in line with the findings that employees at KPP Madya Medan who are given regular feedback feel more appreciated and more motivated. According to Sitorus & Siagian (2023), work flexibility also helps employees balance the demands of work and personal life, thus having a positive impact on productivity.
Juliantari (2022) adding that the variety-rich characteristics of the job can reduce boredom and increase intrinsic motivation. Research by Darmawan (2020) Demonstrates that a strong work ethic encourages employee commitment to the organization's mission. Thus, public organizations such as KPP Madya Medan need to pay attention to these three factors simultaneously to improve employee performance.
The synergy between work flexibility, work characteristics, and work ethics creates a strong foundation in building a productive modern bureaucracy (Burchanova, 2022). Therefore, the study of the relationship between these three variables from the perspective of improving employee performance is relevant and important, especially in the context of bureaucratic reform in Indonesia (Maulidiyah, 2025).
Work flexibility has gained prominence as a modern management strategy to enhance adaptability, reduce rigid bureaucracy, and increase organizational responsiveness (Chung & Van der Lippe, 2020; Piszczek & Pimputkar, 2021). Although studies have shown its positive association with job satisfaction and reduced stress (Paulser, 2023), much of this research has been conducted in private-sector or Western contexts. Less is known about how flexibility functions in public organizations in developing countries, where bureaucratic structures remain hierarchical and inflexible (Holm et al., 2025). Research from Neirotti et al. (2019) differentiates between two forms of flexible work practices based on their purpose: those designed to accommodate employees' personal needs (employment-oriented practices) and those implemented to meet organizational or operational requirements (work-oriented practices).
Similarly, the role of job characteristics in enhancing employee motivation and commitment has been widely discussed (Wagner & Hollenbeck, 2020; Conner, 2020). Prior research highlights that task variety, autonomy, and feedback are critical for intrinsic motivation (Bedagama & Tjahjaningsih, 2021). However, there is limited empirical evidence from Indonesian public institutions, particularly in the taxation sector, where the nature of tasks is highly administrative and regulated.
Work ethics have long been emphasized as the foundation of professionalism, discipline, and accountability (Cohen, 2024; Prayogi et al., 2023). A strong ethical culture is particularly vital in tax offices, where integrity is directly tied to public trust and state revenue (Nurhikmah & Sisdianto, 2024). While previous studies have confirmed the link between ethics and productivity, few have examined how ethics interact with other organizational factors such as flexibility and job design in shaping performance outcomes.
Peiró et al. (2002) explained, flexibility is viewed as an essential response to global competition, significantly influencing both labor markets and organizations. It manifests in various forms, including temporary or fixed-term contracts, outsourcing, flexible schedules, part-time work, overtime, job rotation, and functional mobility. Moreover, scholars argue that organizational flexibility should be matched by individual adaptability. Nonetheless, employees vary in how they respond to and prefer these emerging work arrangements.
Despite the extensive literature on these variables individually, the combined influence of work flexibility, job characteristics, and work ethics on employee performance in public sector organizations remains underexplored. This gap is particularly important in Indonesia, where bureaucratic reform initiatives demand more adaptive, ethical, and efficient civil service performance (Maulidiyah, 2025). The central issue motivating this research is the limited empirical attention to how non-financial factors—specifically work flexibility, job characteristics, and work ethics—shape employee performance within public sector taxation institutions, despite their critical role in organizational effectiveness. Recent studies have tended to focus more on private sector settings or isolated variables, leaving a gap in understanding the combined effects of these factors in bureaucratically regulated environments (Zink et al., 2025). To address this gap, the study explicitly sets out the research objective of analyzing both the partial and simultaneous influence of these three variables on employee performance, guided by the following research question: the aim of this study is to analyze the influence of work flexibility, job characteristics, and work ethics on employee performance at the Intermediate Tax Service Office (KPP) Madya Medan, both partially and simultaneously. 
2. material and methods 

The study employs a quantitative explanatory approach because its purpose is to test causal relationships between work flexibility, job characteristics, work ethics, and employee performance. This design is suitable for moving beyond description to explain how and to what extent these variables influence performance. The use of multiple linear regression is appropriate as it allows both partial and simultaneous testing of predictors, supported by statistical measures such as t-tests, F-tests, and R². The relatively high R² value (0.718) confirms the model’s strong explanatory power. Instrument testing (validity and reliability) and classical assumption checks further ensure the accuracy and consistency of data, strengthening the credibility of the findings. Overall, the methodology aligns with the study’s title and objective by providing robust empirical evidence of performance determinants in a public sector taxation context.
2.1 Location, Object, and Time of Research
This research was carried out at the Medan Intermediate Tax Service Office (KPP), which is located at Jalan Sukamulia Number 17A, Medan Maimun District, Medan City, North Sumatra Province. This location was chosen because it is relevant to the research focus that emphasizes the internal factors of the organization in influencing employee performance. The object of the research was employees of KPP Madya Medan with a focus on the variables of work flexibility, work characteristics, and work ethics as independent variables, as well as employee performance as bound variables. The research time was set for three months, namely January 2025 to March 2025. The period was chosen to adjust to the agency's activity schedule and the availability of respondents.
2.2 Population and Sample
The population in this study is all employees of KPP Madya Medan which totals 118 people (Source: KPP Madya Medan Personnel Data, 2025).
The number of samples was determined using the Slovin formula with an error tolerance of 10%. Based on calculations, the number of samples taken was 54 employees. The sampling technique uses proportional random sampling, so that each position unit gets a proportional representation according to the number of employees.
2.3 Types and Research Approaches
This type of research is quantitative with an explanatory approach. Quantitative research was chosen because it aims to test the influence of independent variables (work flexibility, work characteristics, work ethics) on bound variables (employee performance) (Sari et al., 2022).
2.4 Research Variables and Operational Definitions
· Work Flexibility (X1): organizational policies regarding timing, place, and how to work. Indicators: time flexibility, timing flexibility, and place flexibility (Mustika et al., 2024).
· Job Characteristics (X2): the nature of the task inherent in the job. Indicators: skill variety, task clarity, autonomy, and feedback (Windayani et al., 2024).
· Work Ethics (X3): a positive attitude towards work based on norms, values, and morals. Indicators: responsibility, positive work, discipline, diligence and education (Kurniasari & Bahjahtullah, 2022).
· Employee Performance (Y): employee work results based on quality, quantity, timeliness, resource use effectiveness, and independence (Darsana & Koerniawaty, 2021).
2.5 Data collection techniques
· Questionnaire (questionnaire): prepared with a 5-point Likert scale to measure employees' perceptions of research variables.
· Observation: Conducted to directly observe the work behavior of employees.
· Documentation study: used to obtain secondary data related to organizational structure, number of employees, and performance data from the Medan Intermediate KPP report.
2.6. Data Analysis Techniques
Data analysis was carried out by multiple linear regression to determine the influence of work flexibility, work characteristics, and work ethics on employee performance. The stages of analysis include:
1. Test the quality of the data (validity and reliability).
2. Classical assumption test (normality, multicollinearity, heteroscedasticity).
3. Multiple linear regression test.
4. The hypothesis test uses a t-test (partial) and an F-test (simultaneous).
5. Determination coefficient (R²) to see the contribution of independent variables to dependent variables.
3. results and discussion
3.1. Research Results
3.1.1 Respondent Description & Data Collection
The research was conducted at the Medan Intermediate KPP with a population of 118 employees and a sample of 54 people. All questionnaires are collected and can be processed.

Table 1 Data Collection

	Information
	Sum

	Questionnaire Sent
	54

	Questionnaire Does Not Return
	0

	Questionnaire Back
	54

	Questionnaires Used
	54



Table 2 Characteristics of Respondents (Gender)

	Gender
	Sum
	Percent

	Man
	30
	55,6

	Woman
	24
	44,4

	Total
	54
	100,0



Table 3 Characteristics of Respondents (Education) (Summarized According to the Script)

	Education
	Frequency
	Percent

	S2
	11
	22,2

	S1/D4
	26
	46,3

	D3
	3
	5,6

	D1
	14
	25,9

	SMA
	0
	0,0

	Total
	
	100



3.1.2 Instrument Quality Test
A. Corrected Item – Total Correlation
All statements in all four variables are valid (r-count ≥ r-table 0.268).

Table 4 Validity — Work Flexibility (X1)

	Items
	R-Count
	R-Table
	Ket.

	Fk1
	0.648
	0.268
	Valid

	Fk2
	0.750
	0.268
	Valid

	Fk3
	0.798
	0.268
	Valid

	Fk4
	0.507
	0.268
	Valid

	Fk5
	0.662
	0.268
	Valid

	Fk6
	0.834
	0.268
	Valid

	Fk7
	0.317
	0.268
	Valid

	Fk8
	0.369
	0.268
	Valid

	Fk9
	0.662
	0.268
	Valid

	Fk10
	0.809
	0.268
	Valid



Table 5 Validity — Job Characteristics (X2)

	Items
	R-Count
	R-Table
	Ket.

	K1
	0.607
	0.268
	Valid

	K2
	0.648
	0.268
	Valid

	K3
	0.589
	0.268
	Valid

	K4
	0.796
	0.268
	Valid

	K5
	0.738
	0.268
	Valid

	K6
	0.600
	0.268
	Valid

	K7
	0.413
	0.268
	Valid

	K8
	0.413
	0.268
	Valid

	K9
	0.637
	0.268
	Valid

	K10
	0.751
	0.268
	Valid



Table 6 Validity — Work Ethics (x3)

	Items
	R-Count
	R-Table
	Ket.

	Ek1
	0.789
	0.268
	Valid

	Ek2
	0.687
	0.268
	Valid

	Ek3
	0.776
	0.268
	Valid

	E4
	0.773
	0.268
	Valid

	Ek5
	0.738
	0.268
	Valid

	E6
	0.672
	0.268
	Valid

	Ek7
	0.350
	0.268
	Valid

	E8
	0.406
	0.268
	Valid

	Ek9
	0.713
	0.268
	Valid

	S10
	0.628
	0.268
	Valid



Table 7 Validity — Employee Performance (Y)

	Items
	R-Count
	R-Table
	Ket.

	Kp1
	0.674
	0.268
	Valid

	Kp2
	0.364
	0.268
	Valid

	Kp3
	0.648
	0.268
	Valid

	Kp4
	0.629
	0.268
	Valid

	Kp5
	0.709
	0.268
	Valid

	Kp6
	0.686
	0.268
	Valid

	Kp7
	0.340
	0.268
	Valid

	Kp8
	0.315
	0.268
	Valid

	Kp9
	0.831
	0.268
	Valid

	Kp10
	0.824
	0.268
	Valid



3.1.3 Reliability Test (Cronbach's Alpha)
All variables are reliable (α > 0.6).

Table 8 Variable Reliability

	Variable
	Cronbach's Alpha
	
	Border
	Ket.

	Work Flexibility (X1)
	0.752
	
	0.6
	Reliable

	Job Characteristics (X2)
	0.744
	
	0.6
	Reliable

	Work Ethics (x3)
	0.759
	
	0.6
	Reliable

	Employee Performance (Y)
	0.741
	
	0.6
	Reliable



3.1.4 Classic Assumption Test
· Normality: The P–P plot graph shows the point spread around the diagonal line → meets normality.
· Multicollinearity: The entire tolerance > 0.10 and the viif < 10 → multicollinearity does not occur (details in Table 9).
· Heteroscedasticity: Scatterplots do not show a specific pattern → heteroscedasticity does not occur.

Table 9 Multicollinearity Test

	Variable
	Tolerance
	Vivid

	Work Flexibility
	0.421
	2.373

	Job Characteristics
	0.584
	1.713

	Work Ethics
	0.342
	2.926



3.1.5 Regression Analysis Results & Hypothesis Testing
Multiple Linear Regression & T-Test (Partial)

Table 10 Regression Coefficients (T Test)

	Type
	B
	Std. Error
	Beta
	T
	Sig.

	(Constant)
	9,594
	3,189
	–
	3,009
	0,004

	Work Flexibility (X1)
	0,448
	0,105
	0,494
	4,267
	0,000

	Job Characteristics (X2)
	−0.078
	0,078
	−0.099
	−1,002
	0,321

	Work Ethics (x3)
	0,411
	0,112
	0,471
	3,668
	0,001



Final Equation:
Y = 9.594 + 0.448x1 − 0.078x2 + 0.411x3

Main Interpretation (Partial):
· X1 (work flexibility) had a positive and significant effect on performance (t=4.267 > 2.009; P<0.05) .
· X2 (occupational characteristics) was insignificant (t=−1,002; P=0.321) .
· x3 (work ethics) had a positive and significant effect (t=3,668; P=0.001) .
Note: T-table at α=5%, df=49 is 2.009 (calculation n=54; K=3 + constant) as the basis of comparison in the manuscript.

F Test (Simultaneous)

Table 11 Anova (F Test)

	Source
	Sum Of Squares
	Df
	Mean Square
	F
	Sig.

	Regression
	353,427
	3
	117,809
	42,412
	0,000

	Residual
	138,887
	50
	2,778
	
	

	Total
	492,315
	53
	
	
	



Interpretation: simultaneously, x1, x2, x3 have a significant effect on y (f=42.412 > f-table 2.79; p<0.05).

Coefficient of Determination (R²)

Table 12 Model Summary

	R
	R Square
	Adjusted R Square
	Std. Error Of The Estimate

	0,847
	0,718
	0,701
	1,667



Meaning: 71.8% of employee performance variations are explained by x1, x2, x3;  the REMAINING 28.2% by factors outside the model.

3.2 DISCUSSION
3.2.1 The Effect of Work Flexibility on Employee Performance
The results of the study show that work flexibility has a positive and significant effect on employee performance. This can be seen from the regression coefficient of 0.448 with a significance value of 0.000 which is smaller than 0.05. This means that the higher the level of work flexibility given to employees, the better the performance will be produced.
These findings are in line with the opinion of Carlson et al. in (Driyantini et al., 2020) which defines work flexibility as the choice of time and place to work that can improve employee comfort. In addition, the research (Rizky, 2022) It also supports that work flexibility helps organizations retain high-performance employees.
The context at KPP Madya Medan shows that the provision of flexibility in managing working hours makes employees more focused on completing targets, especially in periods of heavy workload such as tax reporting. This proves that work flexibility management is an important instrument to maintain productivity.
3.2.2 The Influence of Job Characteristics on Employee Performance
In contrast to the initial hypothesis, the results of the study show that job characteristics do not have a significant effect on employee performance. The regression coefficient has a negative value of −0.078 with a significance of 0.321 which is greater than 0.05.
These findings are in contrast to the Occupational Characteristics theory (Daffa, 2023) which states that variety of skills, task identity, task significance, autonomy, and feedback should improve motivation and performance. Research (Sapitri & Mahayasa, 2022) It was also found that job characteristics had a significant effect on performance.
However, in the context of the Medan Intermediate Tax Office, most of the work is administrative, repetitive, and follows standard procedures. This causes the variation of tasks to be relatively low so that the influence of job characteristics on performance is not felt. Employees are more influenced by other factors such as the flexibility of work arrangements and the work ethic they have.
3.2.3 The Influence of Work Ethics on Employee Performance
Work ethics has been proven to have a positive and significant influence on employee performance, with a regression coefficient of 0.411 and a significance value of 0.001. These results confirm that the higher the work ethic that employees have, the better their performance will be.
According to (Aulia, 2023), work ethics is a set of positive work behaviors that are rooted in clear awareness and a strong belief in interrelated work paradigms. These results are also in line with the research (Muthmainnah, 2023) which states that work ethics has a significant effect on the performance of South Sulawesi PDAM employees.
At KPP Madya Medan, employees who uphold discipline, responsibility, and integrity are proven to be more consistent in achieving performance targets. Work ethics are also an important foundation in maintaining public trust, considering that tax agencies are very vulnerable to integrity issues.
3.2.4 The Effect of Work Flexibility, Work Characteristics, and Work Ethics Simultaneously on Employee Performance
Simultaneously, work flexibility, work characteristics, and work ethics have a significant effect on employee performance. This is evidenced by the F-count value of 42.412 with a significance of 0.000. The value of the determination coefficient (R²=0.718) showed that these three variables were able to explain 71.8% of the variation in employee performance, while the remaining 28.2% were influenced by other factors outside the model.
That is, although the characteristics of the job are partially insignificant, but in combination with work flexibility and work ethic, they remain part of the factors that collectively affect performance. These results corroborate the theory (Usman et al., 2023) that performance is influenced by various individual, organizational, and psychological factors that interact with each other.
For the Medan Intermediate KPP, this finding shows that performance improvement cannot only focus on one aspect, but must pay attention to flexibility policies, work ethics coaching, and work design management. The synergy of these three factors is the key to building an effective, responsive, and integrity bureaucracy.
4. Conclusion

This study concludes that work flexibility and work ethics have a positive and significant effect on employee performance, while job characteristics do not play a major role in the context of routine administrative work. Simultaneously, the three variables explain 71.8% of performance variation, highlighting flexibility and ethics as the dominant factors. These findings imply that promoting flexible work arrangements and strengthening ethical values are key strategies to enhance productivity, accountability, and public trust in taxation institutions. The study is limited to a single office with a small sample and self-reported data, so future research should involve broader institutions, larger samples, and qualitative approaches to enrich understanding.
[bookmark: _Hlk204003461]Disclaimer (Artificial intelligence)
Option 1: 
Author(s) hereby declare that NO generative AI technologies such as Large Language Models (ChatGPT, COPILOT, etc.) and text-to-image generators have been used during the writing or editing of this manuscript. 


References
Ahmed, E. I. (2025). A systematic review of ethical leadership studies in educational research from 1990 to 2022. Educational Management Administration & Leadership, 53(4), 769–788.
Aldulaimi, S. H. (2020). Islamic work ethics: multidimensional constructs and scale validation. International Journal of Applied Management Science, 12(3), 186–206.
Anwar Prabu, M. (2017). Corporate Human Resource Management, Bandung: PT. Remaja Rosdakarya.
Aulia, N. A. (2023). The Effect of Work Attitude and Work Ethic on Employee Performance at The Medan District Court Office. Faculty of Economics, Islamic University of North Sumatra.
Bedagama, F. M. H., & Tjahjaningsih, E. (2021). How organizational commitment mediates the influence of job characteristics and employee engagement on performance. Business Review, 22(1), 19–32.
Burchanova, D. (2022). REINVENTING GOVERNMENT. Text Journalism, 319–320.
Chung, H., & Van der Lippe, T. (2020). Flexible working, work–life balance, and gender equality: Introduction. Social Indicators Research, 151(2), 365–381.
Cohen, J. (2024). Protestantism and capitalism: The mechanisms of influence. Taylor & Francis.
Conner, M. (2020). Theory of planned behavior. Handbook of Sport Psychology, 1–18.
Daffa, M. H. (2023). The influence of job characteristics (skill variety, task significance, task identification, autonomy, and feedback) on employee performance in the Greater Jakarta LRT division of PT. Kereta Api Indonesia. UIN Sunan Gunung Djati Bandung.
Darmawan, D. (2020). Analysis of organizational commitment, work climate, job satisfaction, and work ethic variables that influence employee performance. Journal of Business and Management Strategy Studies, 4(1).
Darmayasa, I. N., & Hardika, N. S. (2024). Core tax administration system: the power and trust dimensions of slippery slope framework tax compliance model. Cogent Business & Management, 11(1). https://doi.org/10.1080/23311975.2024.2337358
Darsana, I. M., & Koerniawaty, F. T. (2021). Organizational Citizenship Behavior, Personality, Organizational Culture, and Employee Performance: Application to Tourism Human Resource Management. Nilacakra.
Driyantini, E., Pramukaningtiyas, H. R. P., & Agustiani, Y. K. (2020). Flexible working space: A new work culture to improve organizational productivity and performance. Journal of Administrative Science: Media for the Development of Administrative Science and Practice, 17(2), 206–220.
Hartati, S. (2020). Application of the New Public Management (NPM) model in bureaucratic reform in Indonesia. Journal of Apparatus Resource Management (MSDA), 8(2), 65–84.
Hasan, A., Sheikh, N., & Farooq, M. B. (2024). Exploring stakeholder perceptions of tax reform failures and their proposed solutions: a developing country perspective. Meditari Accountancy Research, 32(3), 721–755. https://doi.org/10.1108/MEDAR-03-2023-1961
Holm, J. R., Nielsen, K., & Timmermans, B. (2025). Bureaucracy, work organization, and the transition to entrepreneurship. Small Business Economics, 64(4), 2179–2195. https://doi.org/10.1007/s11187-024-00979-z 
Juliantari, N. K. A. (2022). THE EFFECT OF WORKING HOUR FLEXIBILITY, INDIVIDUAL CHARACTERISTICS, COMPENSATION, EXTRINSIC REWARDS, AND INTRINSIC REWARDS ON EMPLOYEE PERFORMANCE AT CV. TEGENUNGAN MERTHA JIWA WAHANA TIRTHA KEMENUH SUKAWATI GIANYAR. Mahasaraswati University, Denpasar.
Kurniasari, D. M., & Bahjahtullah, Q. M. (2022). THE INFLUENCE OF WORK LIFE BALANCE, WORK STRESS AND ISLAMIC WORK ETHICS ON THE PERFORMANCE OF MILLENNIAL EMPLOYEES IN THE COVID 19 PANDEMIC WITH JOB SATISFACTION AS AN INTERVENING VARIABLE (CASE STUDY OF BANK BTN SYARIAH KC SOLO): THE INFLUENCE OF WORK LIFE BALANCE, WORK STRESS AND ISLAMIC WORK ETHICS ON THE PERFORMANCE OF MILLENNIAL EMPLOYERS IN THE COVID 19 PANDEMIC WITH JOB SATISFACTION AS AN INTERVENING VARIABLE (CASE STUDY OF BANK BTN SYARIAH KC SOLO). NISBAH: Jurnal Perbankan Syariah, 8(1), 23–39.
Lovejoy, M., Kelly, E. L., Kubzansky, L. D., & Berkman, L. F. (2021). Work redesign for the 21st century: promising strategies for enhancing worker well-being. American Journal of Public Health, 111(10), 1787–1795.
Maulidiyah, L. (2025). "THE EFFECT OF BUREAUCRATIC SIMPLIFICATION, INTEGRATION OF PERFORMANCE DIALOGUE, AND WORK ENVIRONMENT ON EMPLOYEE PERFORMANCE THROUGH DIGITALIZED TRANSFORMATION AS AN INTERVENING VARIABLE IN THE COORDINATING MINISTRY OF MARITIME AFFAIRS AND INVESTMENT ECHELON II" (KE. Science and Culture, 46(1), 1–23).
Mustika, V. B., Uhai, S., & Febrian, W. D. (2024). Work-life balance: Realizing employee well-being through sustainable HR management.
Muthmainnah, N. A. (2023). THE EFFECT OF ORGANIZATIONAL CULTURE AND WORK ETHIC ON EMPLOYEE PERFORMANCE OF THE MAKASSAR CITY DRINKING AIR COMPANY = THE EFFECT OF CULTURAL Organization and Work Ethics on Employee Performance at the Regional Water Company of Makassar. Hasanuddin University.
Neirotti, P., Raguseo, E., & Gastaldi, L. (2019). Designing flexible work practices for job satisfaction: the relation between job characteristics and work disaggregation in different types of work arrangements. New Technology, Work and Employment, 34(2), 116–138. https://doi.org/10.1111/ntwe.12141 
Nurhikmah, A. H., & Sisdianto, E. (2024). The Role of Accountants in Building Public Trust in Financial Reports: An Ethical Perspective. Jurnal Media Akademik (JMA), 2(11).
Nusraningrum, D., Rahmawati, A., Wider, W., Jiang, L., & Udang, L. N. (2024). Enhancing employee performance through motivation: the mediating roles of green work environments and engagement in Jakarta’s logistics sector. Frontiers in Sociology, 9. https://doi.org/10.3389/fsoc.2024.1392229
Paulser, T. (2023). Flexible Work Arrangements, Work-Family Conflict, and Gender-Role Beliefs.
Peiró, J. M., García‐Montalvo, J., & Gracia, F. (2002). How Do Young People Cope with Job Flexibility?: Demographic and Psychological Antecendents of the Resistance to Accept a Job with Non‐Preferred Flexibility Features. Applied Psychology, 51(1), 43–66. https://doi.org/10.1111/1464-0597.0078z 
Perry-Jenkins, M., & Gerstel, N. (2020). Work and Family in the Second Decade of the 21st Century. Journal of Marriage and Family, 82(1), 420–453.
Piszczek, M. M., & Pimputkar, A. S. (2021). Flexible Schedules Across Working Lives: Age-Specific Effects on Well-Being and Work. Journal of Applied Psychology, 106(12), 1907.
Prayogi, M. A., Asmuni, A., & Nasution, Y. S. J. (2023). Islamic Work Ethics in Mediation Influence Spirituality at Workplace, Organizational Changes, Work Ability on Organizational Commitment in Sharia Bank Employees in Medan City. Ikonomika: Journal of Islamic Economics and Business, 8(1), 123–150.
Rizky, M. C. (2022). The Effect of Technology Use on Work Flexibility and Employee Performance Improvement in the New Normal Era at PT Kalfaz Sadhara. REMIK: Research and E-Journal of Computer Informatics Management, 6(4), 802–808.
Sapitri, N. P. D. E., & Mahayasa, I. G. A. (2022). The Influence of Competence and Job Characteristics on Employee Performance. Warmadewa Management and Business Journal (WMBJ), 4(1), 1–12.
Sari, M., Rachman, H., Astuti, N. J., Afgani, M. W., & Abdullah, R. (2022). Explanatory Survey in Quantitative Descriptive Research Methods. Methods, 1.
Sitorus, T. H., & Siagian, H. L. (2023). Workload and Work Flexibility on Job Satisfaction with Motivation as a Mediator. Journal of Management and Business (JOMB), 5(2), 1182–1194.
Taylor, T., Doherty, A., & Kerwin, S. (2024). Managing people in sport organizations: A strategic human resource management perspective. Routledge.
Tossaint-Schoenmakers, R., Versluis, A., Chavannes, N., Talboom-Kamp, E., & Kasteleyn, M. (2021). The challenge of integrating eHealth into health care: systematic literature review of the Donabedian model of structure, process, and outcome. Journal of Medical Internet Research, 23(5), e27180.
Uhl-Bien, M., Piccolo, R. F., & Schermerhorn Jr, J. R. (2020). Organizational behavior. John Wiley & Sons.
Usman, S., Lasiatun, K. M. T., Kesek, M. N., Riatmaja, D. S., & Papia, J. N. T. (2023). Factors Influencing Employee Performance (A Literature Study of Human Resource Management). Tambusai Journal of Education, 7(2), 10462–10468.
Wagner III, J. A., & Hollenbeck, J. R. (2020). Organizational behavior: Securing competitive advantage. Routledge.
Windayani, N. L. I., Dewi, N. W. R., Laia, B., Sriartha, I. P., & Mudana, W. (2024). BUILDING MULTICULTURAL AWARENESS THROUGH THE IMPLEMENTATION OF INCLUSIVE EDUCATION MODELS IN SCHOOLS. Citra Bakti Educational Scientific Journal, 11(2), 383–396.
Zaman, U., Nawaz, S., Javed, A., & Rasul, T. (2020). Having a whale of a time: Linking self-determination theory (SDT), job characteristics model (JCM) and motivation to the joy of gig work. Cogent Business & Management, 7(1), 1807707.
Zink, D., Knill, C., & Steinebach, Y. (2025). Bureaucratic overload and organizational policy triage: A comparative study of implementation agencies in five European countries. Regulation & Governance, 19(3), 637–655. https://doi.org/10.1111/rego.12581 

        Optimising Employee Performance: A  Flexibility, Job Design, and Ethics Approach         . ABSTRACT     

Aims:  This study aims to analyze the influence of work flexibility, work characteristics, and  work ethics on employee performance, both partially and simultaneously, in the context of  public organizations.   Methodology:  This study uses a quantitative design with an explanatory approach to test  the causal relationship between the variables studied.   The research was conducted at the  Intermediate Tax Service Office (KPP) Medan, North Sumatra Province, for three months,  from January 2025 to March 2025.   The research population amounted to 118 employees  with a sample of 54 people determined through proportional random sampling techniques.  Primary data was collected through a Likert scale - based questionnaire. Data analysis used  m ultiple linear regression with stages of validity, reliability, classical assumption, t - test, F - test, and determination coefficient.   Results:  The results of the study show that work flexibility and work ethics have a significant  positive effect on employee performance. Meanwhile, the characteristics of the job did not  have a significant effect. Simultaneously, the three variables had a significa nt influence with  a determination coefficient value (R²) of 0.718, which means that 71.8% of the variation in  performance can be explained by the research model.   Conclusion:  Work flexibility and work ethics are the dominant factors in improving  employee performance at KPP Madya Medan, while job characteristics require further  management in order to be able to make a real contribution to performance.   The novelty of  this research lies in its focus on examining the combined influence of work flexibility, job  characteristics, and work ethics on employee performance within a public sector taxation  institution, a context that has received limited empirical  attention.  

  Keywords: Work flexibility, job characteristics, work ethics, employee performance, public  organization.       1. INTRODUCTION      In the era of globalization and digitalization, organizations are required to have employees  who are able to work adaptively. Factors such as work flexibility, work characteristics, and  work ethics are important to ensure that employee performance is at an   optimal level  (Uhl - Bien et al., 2020) .   Work flexibility has emerged as a modern management strategy in dealing with changes in  the increasingly dynamic organizational environment. This concept includes the flexibility of  time, location, and how to complete work  (Chung & Van der Lippe, 2020) . According to  (Paulser, 2023) , work flexibility has been proven to increase job satisfaction and lower 

