The Influence of Loyalty, Task Division, and Work Environment on Employee Performance: Evidence from KPBC Belawan 


.     
.
              . 
                     
	.
..


.
 
ABSTRACT 

	Aims: This study examines the influence of loyalty, task division, and work environment on the performance of employees at the Customs and Excise Supervision and Service Office (KPBC) Belawan.
Study design:  A quantitative associative approach was employed to test causal relationships between the independent and dependent variables.
Place and Duration of Study: The research was conducted at KPBC Belawan, Medan, North Sumatra, Indonesia, from January to March 2025.
Methodology: From a population of 208 employees, 68 respondents were selected using Slovin’s formula and proportional random sampling. Data were collected through questionnaires, observation, and documentation, and analyzed using multiple linear regression in SPSS 24.
Results: The analysis revealed that loyalty, task division, and work environment each had a significant positive impact, both individually and collectively, with an Adjusted R² of 0.507.
Conclusion: The findings confirm that strengthening loyalty, ensuring fair distribution of tasks, and fostering a supportive work environment are crucial for improving organizational effectiveness. This study contributes to the literature by addressing limited empirical research on employee performance within Indonesia’s public sector customs institutions, highlighting managerial priorities to optimize human resource potential.
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1. INTRODUCTION 

Employee performance is an important aspect in determining the success of an organization, including in government institutions. According to (Nugraha, 2025), employee performance is a factor that affects the development or progress of an organization because the better the employee's performance, the easier the organization's goals are achieved. (Mangkunegara, 2017) also states that performance is the result of work in terms of quality and quantity achieved by a person in carrying out tasks according to their responsibilities. Thus, improving employee performance is a must in supporting the effectiveness of government agencies.
The Customs and Excise Supervision and Service Office (KPBC) of the Belawan Customs Intermediate Type as an agency that supervises the traffic of imported and export goods has a vital role in maintaining state revenue. However, based on the results of observations, it was found that there are still employees who are less loyal, leave their jobs without permission, and are less responsible.
This shows the importance of analyzing factors that affect employee performance, especially loyalty, division of duties, and work environment, which in this study are seen as the main determinants (Usman et al., 2023). Job loyalty according to (Dewi et al., 2024) and (Izzati et al., 2024) is loyalty, devotion, and trust directed to the institution, accompanied by the responsibility to provide the best service.
Meanwhile, according to (Tantri et al., 2022) and (Rusman, 2024), loyalty is reflected in compliance with regulations, responsibility to agencies, and willingness to cooperate. The phenomenon at KPBC Belawan shows that employee loyalty is still diverse. Some employees show pride and obedience to the agency, but there are still those who lack discipline.
Previous research by (Lestari, 2022) proving that employee loyalty has a significant effect on performance, as found at the Batu City Communication and Information Service. High loyalty will shape employee commitment to work harder, complete tasks on time, and maintain the organization's image (Ford et al., 2023). The next factor is the division of tasks (Patankar et al., 2020). According to (Hutabarat & Novianti, 2022), the division of labor is written information that describes the state of the job, relationships, responsibilities, and aspects of work in an organization.
Garicano & Wu (2012) emphasized that the division of tasks is important because of the limitations of individual abilities, so that all types of work are impossible to do by one person. Thompson (2017) added that the division of labor makes it easier for employees to carry out their duties without waiting for orders, as well as clarify authority and responsibility.
The work environment is also an important factor (Monroe et al., 2020). Winata (2022) define the work environment as a whole of tools, materials, surrounding environment, methods, and work arrangements. Noya (2024) dividing the work environment into two types, namely physical (facilities, facilities, comfort) and non-physical (harmonious relationships and work atmosphere). Bairizki (2020) adding that the work environment is everything that exists around the worker that affects the execution of tasks.
Research Nugroho (2021) found that work motivation, workload, and work environment have a significant effect on employee performance in government agencies. While research Wijayanti (2024) also stated that the work environment has a significant influence on performance. Thus, it can be understood that loyalty, division of duties, and work environment are interrelated in shaping employee performance.
These findings are in line with the theory (Manullang et al., 2022) that performance factors include advancement opportunities, compensation, supervision, discipline, workload, and facilities. (Nurafiyah et al., 2022) It also emphasizes that performance indicators include quality, quantity, responsibility, cooperation, and initiative. Therefore, focusing on increasing loyalty, effective division of labor, and a conducive work environment will create employees with optimal performance. Increased loyalty can be achieved by coaching, rewarding, and providing career opportunities (Wijaya, 2023). The division of labor needs to be aligned with skills, while the work environment needs to be improved both physically and non-physically. Based on the description above, this research is important to analyze the influence of loyalty, division of tasks, and work environment in improving employee performance at KPBC Belawan.
2. material and methods 

2.1. Types of Research
This study uses a quantitative method with an associative approach. The associative approach was chosen because this study aims to determine the influence or relationship between independent variables, namely job loyalty (X1), division of labor (X2), and work environment (X3) on the bound variable, namely employee performance (Y) at the Customs and Excise Supervision and Service Office (KPBC) of the Belawan Customs Intermediate Type. According to (Sugiyono, 2017), quantitative research with an associative approach is used to analyze the relationship between variables and statistically processed numerical data.
2.2. Research Location and Time
1. Research Location
This research was carried out at the Customs and Excise Supervision and Service Office (KPBC) of the Belawan Customs Intermediate Type, which is located at Jalan Anggada II Number 2, Belawan I, Medan Belawan City, North Sumatra Province.
2. Research Time
This research was carried out for three months, namely from January 2025 to March 2025.
2.3. Population and Sample
1. The population of the study is all employees of the Belawan Customs Intermediate Type KPBC which totals 208 people
2. Sample determination using the Slovin formula with an error level of 10%. From the results of the calculation, a sample number of 68 employees was obtained. The sample was selected by proportional random sampling so that each employee at different levels of position had the same chance of being selected.
The sample size of 68 employees, determined using Slovin’s formula with a 10% margin of error, is considered adequate to represent the total population of 208 employees. The use of proportional random sampling ensures that employees across different position levels are fairly represented, thereby minimizing sampling bias and enhancing the generalizability of the findings within the organizational context.
2.4. Data Types and Sources
1. Data Type
· Quantitative data is in the form of questionnaire answers with a Likert scale.
· Qualitative data is in the form of supporting information from interview results and documentation.
2. Data Source
· Primary data was obtained from the results of the distribution of questionnaires and interviews with KPBC Belawan employees.
· Secondary data is in the form of official agency documents, performance reports, and relevant literature.
2.5. Data Collection Techniques
1. Observation: Directly observe the working conditions, division of duties, and the work environment of employees.
2. Questionnaire: Using a closed-ended question instrument with a Likert scale of 1–5.
3. Interview: Conducted with the management to obtain additional information.
4. Documentation: Collect archives, performance reports, and other supporting data.
2.6. Variable Operationalization
1. Work loyalty (X1) – indicators: obedience to rules, responsibility, cooperation, belonging, interpersonal relationships (Marlina et al., 2021).
2. Work division (X2) – indicators: placement according to expertise, workload, specialty, clarity of purpose (Al Baqir & Said, 2024)
3. Work environment (X3) – indicators: physical environment (lighting, cleanliness, security, spatial planning) and non-physical environment (harmonious relationships, opportunities for advancement, psychological security) (Fauzi, 2020).
4. Employee performance (Y) – indicators: quality of work, quantity of work, responsibility, cooperation, and initiative (Agustiansyah, 2024).
2.7. Data Analysis Techniques
The collected data were analyzed using multiple linear regression analysis with the help of the SPSS version 24 program. The stages of analysis include:
1. Descriptive Analysis – describes the research data.
2. Data Quality Test – a test of the validity and reliability of the instrument.
3. Classical Assumption Test – tests of normality, multicollinearity, and heteroscedasticity.
4. Multiple Linear Regression Analysis – to test the influence of X1, X2, and X3 on Y.
5. Hypothesis test – using a t-test (partial) and an F-test (simultaneous).
6. Coefficient of Determination (R²) – to measure how much an independent variable contributes to a dependent variable.
3. results and discussion
3.1.1 Research Results

3.1.1 Data Description
This study was conducted on 68 respondents who were employees of the Belawan Customs Intermediate Type KPBC. Data was obtained through the dissemination of questionnaires, interviews, and documentation during January – March 2025.

3.1.2 Validity and Reliability Tests
1. Validity Test
The results of the validity test showed that all question items in the variables Work Loyalty (X1), Division of Work (X2), Work Environment (X3), and Employee Performance (Y) had a value of r-count > r-table (0.239). Thus, all indicators are declared valid.
2. Reliability Test

Table 1. Reliability Test Results

	Variable
	Cronbach Alpha
	Information

	Job Loyalty (X1)
	0,811
	Reliable

	Division of Labor (X2)
	0,834
	Reliable

	Work Environment (X3)
	0,796
	Reliable

	Employee Performance (Y)
	0,845
	Reliable



Based on the table above, all variables have a Cronbach Alpha value of > 0.60, making the research instrument reliable.

3.1.3 Classical Assumption Test
1. Normality Test
The results of the Kolmogorov-Smirnov test showed a significance value of 0.200 > 0.05. Thus, the data is distributed normally.
2. Multicollinearity Test
The tolerance value of all independent variables > 0.10 and the VIF value < 10. This means that multicollinearity does not occur.
3. Heteroscedasticity Test
4. The results of the Glejser test showed a significance of > 0.05 on all variables, so that heteroscedasticity did not occur.

3.1.4 Multiple Linear Regression Analysis

Table 2. Multiple Linear Regression Test Results
	Variable
	Coefficient (B)
	t-count
	Sig.
	Information

	Job Loyalty (X1)
	0,298
	3,485
	0,001
	Significant (+)

	Division of Labor (X2)
	0,341
	3,927
	0,000
	Significant (+)

	Work Environment (X3)
	0,217
	2,366
	0,021
	Significant (+)

	Constant (a)
	6,512
	-
	-
	-

	Adjusted R²
	0,507
	-
	-
	-


Regression equations:

Y=6.512+0.298X1+0.341X2+0.217X3+e
Interpretation:
· Job loyalty, division of labor, and work environment have a positive effect on employee performance.
· The Adjusted R² value = 0.507 means that 50.7% of the variation in employee performance can be explained by the three independent variables, while the remaining 49.3% is explained by other factors outside of this study.

3.1.5 Partial Test (t-Test)

Table 3. Test Results t

	Variable
	t-count
	t-table (df=64, α=0.05)
	Sig.
	Conclusion

	Job Loyalty (X1)
	3,485
	1,998
	0,001
	Significant effect

	Division of Labor (X2)
	3,927
	1,998
	0,000
	Significant effect

	Work Environment (X3)
	2,366
	1,998
	0,021
	Significant effect



Interpretation:
· H1 accepted: Job loyalty has a significant effect on employee performance.
· H2 accepted: The division of labor has a significant effect on employee performance.
· H3 accepted: The work environment has a significant effect on employee performance.

3.6. Simultaneous Test (F-Test)

Table 4. F Test Results

	F-count
	F-table (α=0.05; ff1=3, ff2=64)
	Sig.
	Conclusion

	23,017
	2,75
	0,000
	Simultaneously significant



Interpretation:
· H4 accepted: Job loyalty, division of labor, and work environment simultaneously have a significant effect on employee performance at KPBC Belawan.


3.2 DISCUSSION

3.2.1 The Effect of Job Loyalty on Employee Performance
The results of the study showed that work loyalty had a positive and significant effect on the performance of KPBC Belawan employees, with a t-count value of 3.485 > t-table of 1.998 and a significance of 0.001. These findings support the first hypothesis (H1) that the higher employee loyalty, the better the performance achieved. Work loyalty is an attitude of loyalty and commitment of employees in carrying out their duties and complying with organizational rules. According to (Izzati et al., 2024), loyalty reflects love, devotion, and responsibility to provide the best service. Loyal employees not only work according to instructions, but also show initiative, maintain the organization's image, and are committed in the long term.
These results are in line with research (Ningsih et al., 2022) who found that loyalty has a significant influence on the performance of employees of the Pekanbaru Communication and Information Service. Similarly (Iriani et al., 2021) shows that work loyalty contributes positively to the performance of employees of the Sibolga Mayor's Office. This means that in various government agencies, loyalty is a fundamental factor that determines the quality of performance. At KPBC Belawan, there are still phenomena of employees who lack discipline, for example leaving the office without permission or being reluctant to work overtime when the work target is urgent. This condition shows the need to strengthen loyalty values through coaching, rewarding, and improving welfare. With high loyalty, employees will be more motivated to complete their work according to standards and oriented to the interests of the organization, not just personal.
3.2.2 The Effect of Labor Distribution on Employee Performance
The findings of the study prove that the division of labor has a positive and significant effect on the performance of KPBC Belawan employees, with a t-count value of 3.927 > 1.998 and a significance of 0.000. These results support the second hypothesis (H2). According to (Nurmeidina, 2019), the division of labor is a clear division of duties and responsibilities according to the employee's expertise. Proper division will reduce individual burdens, increase efficiency, and avoid duplication of work. (Priyatna & Gusrini, 2020) Affirming that the division of labor is important because of the limitations of individual abilities so that all types of tasks are impossible to do for one person.
These results are supported by Herni Herawati's research in (Pahlepi et al., 2023) to the Bandung National Unity and Community Empowerment Agency, which stated that the division of labor has a significant effect on employee performance. Research (Wahyuningrum et al., 2024) also emphasizing that a fair division of labor and according to competence creates high productivity. At KPBC Belawan, the division of labor that has not been maximized is one of the causes of low effectiveness. Some employees still receive an unbalanced workload, while others are relatively lighter. These findings confirm the importance of human resource management in placing employees according to their areas of expertise. With a good division of labor, employees can be more focused, improve competence, and ultimately provide optimal work results.
3.2.3 The Influence of the Work Environment on Employee Performance
This study also proves that the work environment has a significant positive effect on the performance of KPBC Belawan employees, with a t-count value of 2.366 > 1.998 and a significance of 0.021. This result corresponds to the third hypothesis (H3). The work environment includes physical and non-physical conditions that affect employees at work. According to Juhari et al. (2024), the work environment includes facilities, infrastructure, spatial planning, and social relations between employees. A comfortable environment will increase concentration, while a bad environment lowers motivation and productivity (Fincke et al., 2020).
These findings are consistent with the research of Weijs-Perrée et al. (2019) which states that the work environment has a significant effect on the performance of Jember Social Service employees. Nuryanti (2023) also found a positive influence of the work environment on the performance of employees of the Water Resources Management Office of Sidenreng Rappang Regency. In the context of KPBC Belawan, a conducive work environment means not only physical facilities such as lighting, cleanliness, and security, but also a social atmosphere in the form of harmonious relationships between employees. A good work environment is able to foster a sense of comfort, reduce stress, and increase motivation to work more optimally (Girdwichai & Sriviboon, 2020).
3.2.4 The Simultaneous Influence of Loyalty, Division of Work, and Work Environment on Employee Performance
The results of the simultaneous test showed that work loyalty, division of labor, and work environment together had a significant effect on the performance of KPBC Belawan employees, with an F-count of 23.017 > 2.75 and a significance of 0.000. The Adjusted R² value of 0.507 indicates that the three variables are able to explain 50.7% of the variation in employee performance, while the remaining 49.3% are influenced by other factors such as motivation, compensation, and leadership. These findings reinforce the theory (Sheli et al., 2023) which states that performance is influenced by a variety of factors, including loyalty, division of labor, workload, facilities, and work environment. These results are also in line with research (Ismawati & Agustian, 2022) which proves that compensation and the work environment together affect the performance of BNN employees of South Sumatra Province.
The results of this study indicate that loyalty, division of tasks, and work environment significantly affect employee performance at KPBC Belawan. While these findings are consistent with prior empirical evidence, their academic contribution would be stronger if discussed in relation to established theories in organizational behavior and human resource management.
First, the positive influence of loyalty on performance can be better framed through Organizational Commitment Theory (Meyer & Allen, 1991), which emphasizes affective, continuance, and normative commitment as key predictors of employee performance and retention. Interpreting loyalty as a manifestation of affective commitment provides a theoretical anchor that situates the findings within a broader academic debate.
Second, the role of task division in shaping performance aligns with Role Theory (Kahn et al., 1964) and the Job Characteristics Model (Hackman & Oldham, 1976). These frameworks explain how clarity, fairness, and task design reduce role conflict and ambiguity, thereby enhancing motivation and productivity. By linking the results to these models, the study can highlight how proper division of tasks not only ensures efficiency but also supports psychological empowerment among employees.
Third, the significant effect of the work environment resonates with Herzberg’s Two-Factor Theory (1959), which identifies working conditions as hygiene factors that, if absent, can reduce satisfaction and performance. The findings also complement the Social Exchange Theory (Blau, 1964), as a supportive work environment fosters reciprocal behaviors in the form of higher performance and organizational citizenship.
Finally, the simultaneous effect of the three variables, with an Adjusted R² of 0.507, underscores the multifactorial nature of performance. This can be interpreted using the AMO Framework (Ability–Motivation–Opportunity), which suggests that performance is maximized when employees are loyal and motivated (M), have clearly defined and fair tasks (A), and operate in supportive environments that offer opportunities to excel (O).
By integrating these theoretical perspectives, the study’s findings are not only validated empirically but also situated within broader conceptual frameworks, thereby enhancing its academic contribution. This theoretical alignment strengthens the implications for both scholarship and practice, especially in the public sector context where employee performance is a critical driver of institutional effectiveness.
At KPBC Belawan, improving employee performance cannot rely only on one factor, but a combination of the three. High loyalty creates commitment, clear division of labor increases efficiency, while a conducive work environment fosters motivation. The synergy of these three factors is the key to the success of the organization in achieving the set performance targets.
4. Conclusion

This study demonstrates that loyalty, division of duties, and work environment each have a positive and significant influence on employee performance at KPBC Belawan. Collectively, these three factors account for 50.7% of performance variation, underscoring their central role in shaping organizational effectiveness. Practically, the findings suggest that managers should prioritize strengthening employee loyalty, ensuring fair and competency-based task distribution, and fostering a supportive work environment to enhance productivity. However, this study is limited to three variables within a single institutional context, leaving other potential determinants unexplored. Future research could expand the model by including factors such as leadership style, motivation, or technology adoption, as well as conducting comparative studies across different public institutions to enrich understanding and generalizability.
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      The Influence of Loyalty, Task Division, and  Work Environment on Employee Performance:  Evidence from KPBC Belawan       . ABSTRACT     

Aims:  This study examines the influence of loyalty, task division, and work environment on  the performance of employees at the Customs and Excise Supervision and Service Office  (KPBC) Belawan.   Study design:   A quantitative associative approach was employed to test causal  relationships between the independent and dependent variables.   Place and Duration of Study:  The research was conducted at KPBC Belawan, Medan,  North Sumatra, Indonesia, from January to March 2025.   Methodology:  From a population of 208 employees, 68 respondents were selected using  Slovin’s formula and proportional random sampling. Data were collected through  questionnaires, observation, and documentation, and analyzed using multiple linear  regression in SPSS 24.   Results:  The analysis revealed that loyalty, task division, and work environment each had  a significant positive impact, both individually and collectively, with an Adjusted R² of 0.507.   Conclusion:  The findings confirm that strengthening loyalty, ensuring fair distribution of  tasks, and fostering a supportive work environment are crucial for improving organizational  effectiveness. This study contributes to the literature by addressing limited empiric al  research on employee performance within Indonesia’s public sector customs institutions,  highlighting managerial priorities to optimize human resource potential.  

  Keywords: Loyalty, Task Division, Work Environment, Employee Performance, KPBC  Belawan.       1. INTRODUCTION      Employee performance is an important aspect in determining the success of an organization,  including in government institutions. According to   ( Nugraha, 2 025) , employee performance is  a factor that affects the development or progress of an organization because the better the  employee's performance, the easier the organization's goals are achieved.  (Mangkunegara,  2017)   also states that performance is the result of work in terms of quality and quantity  achieved by a person in carrying out tasks according to their responsibilities. Thus, improving  employee performance is a must in supporting the effectiveness of governmen t agencies.   The Customs and Excise Supervision and Service Office (KPBC) of the Belawan Customs  Intermediate Type as an agency that supervises the traffic of imported and export goods has  a vital role in maintaining state revenue. However, based on the results of obse rvations, it was  found that there are still employees who are less loyal, leave their jobs without permission,  and are less responsible.   This shows the importance of analyzing factors that affect employee performance, especially  loyalty, division of duties, and work environment, which in this study are seen as the main  determinants  (Usman et al., 2023) . Job loyalty according to  (Dewi et al., 2024)   and  (Izzati et 

