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The Influence of Work Loyalty, Communication, and Stress on Employee Performance: Evidence from the BPKPD of Padangsidimpuan City 
ABSTRACT 

	Aims: This study aims to examine the influence of work loyalty, work communication, and work stress on employee performance in the Regional Property Division of the Financial and Revenue Management Agency (BPKPD) of Padangsidimpuan City.
Study design:  A quantitative survey with an explanatory design was employed to test causal relationships among variables.
Place and Duration of Study: The research was conducted at the Regional Property Division of BPKPD Padangsidimpuan City, North Sumatra, Indonesia, from March to June 2025.
Methodology: The population comprised 64 employees, all included through census sampling. Data were collected via questionnaires and documentation, and analyzed using multiple linear regression after validity, reliability, and classical assumption tests.
Results: The analysis shows that work loyalty and work communication significantly improve employee performance, while work stress has a negative but insignificant effect. Simultaneously, the three variables explain 41.7% of performance variance, with 58.3% influenced by other factors.
Conclusion: The study concludes that strengthening employee loyalty and improving communication are the most effective strategies to enhance performance in asset management, while stress management remains necessary to prevent potential performance decline.
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1. INTRODUCTION 

Human resources are a determining factor for the success of public sector organizations. In the context of government, employees are required to have high dedication, competence, and work loyalty in order to achieve institutional goals. According to (Widjaja & Ginanjar, 2022), employee performance is the result of work that can be achieved by a person or group according to their authority and responsibility in order to achieve organizational goals. This is in line with the mission of the Padangsidimpuan City BPKPD which prioritizes the effective and accountable management of regional property.
The Regional Property Division (BMD) of the Padangsidimpuan City BPKPD has a strategic role in the management of regional assets worth trillions of rupiah. Therefore, the quality of employee performance in this field greatly determines the quality of local government financial statements. According to (Handayani & Aldy, 2021), regional asset management requires officials who are disciplined, meticulous, and loyal to work. Without good performance, the potential for administrative disorder to regional losses is very large.
Job loyalty is one of the important factors that affect employee performance (Dewi et al., 2024). Loyal employees will put the interests of the organization above personal interests and are committed to carrying out their duties with full responsibility. According to (Rizal & Umar, 2024), work loyalty is shown through loyalty, obedience, and devotion in carrying out the tasks given. At BPKPD Padangsidimpuan, the phenomenon of work loyalty is a fairly prominent issue because the demands of the administrative burden of regional assets are very complex.
Work communication is also no less important in supporting employee performance (Fatmawati, 2022). The process of effective information exchange between leaders and subordinates can improve work coordination. (Bukar et al., 2025) emphasized that organizational communication is the main mechanism in building mutual understanding that is able to improve work efficiency. In the context of BMD management, poor communication can lead to recording errors and delays in reports.
In addition to loyalty and communication, work stress factors also greatly determine employee performance (Putra, 2022). High work pressure, tight targets, and limited resources often trigger stress. According to (Asyaukani & Solehudin, 2023), uncontrolled work stress can decrease productivity, cause internal conflicts, and even cause burnout. This phenomenon was found in some BPKPD Padangsidimpuan employees who admitted that it was difficult to balance their workload with their abilities.
The performance of public sector employees is not only influenced by individual factors, but also the work environment (Mulia & Saputra, 2021). Research conducted by (Juita, 2024) shows that work loyalty, communication, and work stress simultaneously contribute significantly to the performance of the state civil apparatus. This shows that the relationship between these variables needs to be studied more deeply so that organizations are able to manage their human resources better.
According to Herzberg's theory of motivation in (Yashak et al., 2020), employee loyalty can be influenced by motivating factors such as rewards and career development opportunities. Employees who feel appreciated tend to be more loyal in carrying out their duties. At BPKPD Padangsidimpuan, the provision of performance-based incentives is one of the strategies implemented to increase employee loyalty. However, the effectiveness of these policies still requires in-depth evaluation.
Good communication is also part of the organization's culture (Busri & Loliyani, 2023). According to (Nguyen, 2020), effective organizational communication can strengthen coordination across units and reduce potential conflicts. In practice, BPKPD Padangsidimpuan employees often face communication problems related to the division of tasks and data synchronization between divisions. This shows the need for a more systematic and information technology-based communication strategy.
Work stress has direct implications for work quality. According to Ivancevich (2021), work stress arises when there is an imbalance between job demands and an individual's capacity to cope with them (Akanji et al., 2020). Employees who experience high stress tend to make mistakes at work, get tired easily, and have difficulty focusing. This condition can have an impact on the quality of management of regional property which demands high accuracy.
Employee performance is a reflection of the effectiveness of the bureaucracy in providing public services (Aris et al., 2021). According to (Jannah et al., 2021), bureaucratic performance is measured from the aspects of productivity, service quality, responsiveness, and accountability. For BPKPD Padangsidimpuan, the performance of employees in the field of BMD greatly determines the evaluation value of the Government Agency Performance Accountability System (SAKIP) which every year becomes a benchmark for the success of local governments.
Work loyalty is often related to organizational commitment. According to (Raharjo et al., 2023), there are three dimensions of commitment, namely affective, normative, and continuance which play a role in determining employee loyalty. Employees who have high loyalty usually feel proud to be part of the organization. At BPKPD Padangsidimpuan, this is reflected in employees who consistently complete asset reports even under deadline pressure.
Poor internal communication can worsen working conditions (Rizkyana et al., 2024). According to (Rozek, 2025), communication failures lead to miscommunication, conflicts, and even decreased work motivation. In the context of asset management, ineffective coordination between fields often leads to duplication of data. This phenomenon is recognized by some BPKPD Padangsidimpuan employees who face technical obstacles in the regional asset information system.
Work stress doesn't always have a negative impact. According to (Moyo, 2025), there is eustress (positive stress) which can actually spur employee performance to be more productive. However, if stress is excessive, it will turn into distress that reduces performance. Employees who work at BPKPD Padangsidimpuan often experience pressure due to BPK audits that demand the accuracy of reports in a short time.
According to the Job Demand-Resources theory (Demerouti & Bakker, 2023), work stress arises due to the high demands of work that are not balanced by adequate resources. This is in accordance with the conditions at BPKPD Padangsidimpuan, where the number of employees is relatively limited compared to the increasingly complex burden of regional asset management. This imbalance triggers work burnout and decreased performance.
The performance of public sector employees is also influenced by psychological factors. According to (Hastari et al., 2021), performance is the result of an interaction between an individual's motivation, ability, and perception of his or her work. Employees who feel burdened by stress and poor communication will find it difficult to perform optimally. This is the challenge of BPKPD Padangsidimpuan in maintaining the stability of apparatus performance.
Initial data from the study showed that there was a variation in employee performance in the BPKPD Padangsidimpuan BMD Field. Some employees are able to complete targets on time, while others often experience delays. This shows that there are differences in loyalty levels, communication effectiveness, and stress management between individuals. This condition supports the theory put forward by (Siswanti, 2020) that performance is influenced by many factors, both internal and external.
Work loyalty is closely related to discipline. According to (RUSMAN, 2024), loyalty can be reflected in employees' compliance with regulations, diligence, and willingness to sacrifice for the sake of the organization. Loyal employees will usually continue to work optimally despite facing limited facilities. In practice, some BPKPD employees show high loyalty by working overtime without demanding additional rewards.
Work communication in the bureaucracy should be seen as a two-way process. According to (Fadhli, 2021), a healthy organization requires vertical, horizontal, and diagonal communication flows that run smoothly. In the case of BPKPD, vertical communication from leaders to subordinates sometimes runs smoothly, but horizontal communication between employees is still often stalled. This condition slows down the completion of the work.
Work stress is also related to administrative burdens. According to (Murphy et al., 2023), public employees who face monotonous routines have the potential to experience burnout which leads to stress. This can be seen in some BMD management employees who claim to be bored with repetitive asset recording work. If not managed properly, the saturation can decrease long-term productivity.
Employee performance is measured through indicators of quantity, quality, and punctuality of work. According to (Budi, 2022), performance is the level of achievement of work results in accordance with predetermined standards. In the context of BPKPD Padangsidimpuan, performance indicators can be seen from the accuracy of financial asset reporting to the central government. Reporting delays can have an impact on the decline of BPK's opinion on regional financial statements.
Job loyalty is influenced by leadership factors. According to (Adeline, 2022), transformational leadership styles can increase employee loyalty by fostering trust and appreciation. At BPKPD Padangsidimpuan, the role of the head of the field greatly determines how employees show loyalty in completing work. Firm but communicative leadership can strengthen employee commitment.
Effective communication is closely related to information disclosure. According to (Fitonah et al., 2025), information disclosure increases trust and facilitates coordination between employees. The implementation of the regional asset management information system (SIMDA BMD) is expected to be able to improve data communication between departments. However, technical constraints such as the internet network often hinder the effectiveness of this system.
Work stress can also be influenced by employee personal factors. According to (Ahmad et al., 2023), an individual's psychological state, ability to regulate emotions, as well as work-life balance greatly affect stress levels. BPKPD employees who are able to manage time well tend to be more resistant to work pressure. In contrast, employees who are less skilled in self-management are more likely to experience stress.
According to the theory of Human Capital (Grigorescu et al., 2021), employee performance will increase if the organization is able to develop the competencies of its employees. Increasing competencies can affect loyalty while reducing stress because employees are more confident at work. BPKPD Padangsidimpuan has carried out asset management training for employees, but its effectiveness still needs to be further researched.
Job loyalty is related to job satisfaction. According to (Pazrina, 2024), employees who are satisfied with their jobs tend to show higher loyalty. These satisfaction factors can be in the form of salary, work environment, or relationships with colleagues. At BPKPD Padangsidimpuan, job satisfaction is an important issue because the high workload is often not proportional to the available facilities.
Communication in public organizations is not only formal but also informal. According to Barnard (2020), informal communication functions to strengthen social relationships between employees. In BPKPD, informal communication between employees sometimes helps speed up the resolution of technical issues. However, if not directed properly, informal communication has the potential to give rise to rumors that disrupt work stability.
Work stress is closely related to role conflict. According to (Saputra, 2020), role conflicts arise when employees face conflicting demands on the job. BPKPD Padangsidimpuan employees often experience a dilemma between routine administrative tasks and requests for additional reports from auditors. This condition increases work pressure which has an impact on decreased performance.
The performance of public servants is also influenced by organizational factors. According to (Sombodatu & Mangasing, 2024), a clear organizational structure, effective work procedures, and facility support can improve the performance of the apparatus. At BPKPD Padangsidimpuan, a bureaucratic structure has been formed, but the limitations of technological facilities are still the main obstacle in optimizing performance.
Previous research by (Putra, 2022) shows that work loyalty and work communication have a significant positive effect on employee performance, while work stress has a negative effect. This finding is relevant to be re-examined in the context of the Padangsidimpuan BPKPD. Thus, this research is expected to make an empirical contribution to the management of public sector human resources.
Based on this description, research on the influence of work loyalty, work communication, and work stress on employee performance in the BMD Field of BPKPD Padangsidimpuan City is important. Previous theories have shown a significant relationship between variables, but the empirical conditions in this area still need to be studied further. The results of the research are expected to provide strategic recommendations for improving employee performance and improving regional asset governance in a sustainable manner.
2. material and methods 

2.1. Types of Research
This study uses a quantitative approach with a survey method. The quantitative approach was chosen because this study aims to test the influence of independent variables (work loyalty, work communication, and work stress) on dependent variables (employee performance) through statistical analysis. The survey method was chosen so that the data obtained was factual, measurable, and generalizable to the research object (Sari et al., 2022).
2.2. Research Location and Time
The research was carried out in the Regional Property Division of the Regional Financial and Revenue Management Agency (BPKPD) of Padangsidimpuan City. This location was chosen because the field has a strategic role in the management of regional assets. The research was carried out in the period from March 2025 to June 2025, including the stage of instrument preparation, data collection, data processing, and the preparation of research reports.

2.3. Population and Research Sample
The research population is all employees who work in the Regional Property Division of BPKPD Padangsidimpuan City. Based on personnel data, the number of the population targeted by the study is 64 employees. Because the population is relatively small, the census sampling technique is used, where all members of the population are used as research samples. Thus, the number of research samples was 64 respondents (Asrulla et al., 2023).
2.4. Research Variables
· Independent Variable (X):
1. Job Loyalty (X1)
2. Work Communication (X2)
3. Work Stress (X3)
· Dependent variable (y):
. Employee Performance
2.5. Variable Operational Definitions
· Work Loyalty (X1): Employee loyalty and commitment to work and organization, measured by indicators of loyalty, compliance, perseverance, and belonging.
· Work Communication (X2): The process of conveying information between employees and leaders, measured through indicators of message clarity, openness, feedback, and coordination.
· Work Stress (X3): The psychological stress experienced by employees due to job demands is measured through indicators of workload, working time, role conflicts, and environmental conditions.
· Employee Performance (Y): The results of employee work according to the organization's targets, measured through quality, quantity, timeliness, and responsibility indicators.
2.6. Data Collection Techniques
Data is collected through:
1. Questionnaire: An instrument in the form of a Likert scale (1–5) which was distributed to 64 respondents to measure the research variables.
2. Documentation: Collect secondary data in the form of personnel reports, asset data, and employee performance documents from BPKPD.
3. Brief interview (optional): Conducted to structural officials to reinforce quantitative findings.
2.7. Data Analysis Techniques
The data was analyzed using a statistical approach with the help of SPSS software. The stages of analysis include:
1. Instrument Test (validity and reliability of the questionnaire).
2. Classical Assumption Test (normality, multicollinearity, heteroscedasticity).
3. Multiple Linear Regression Analysis to test the influence of work loyalty, work communication, and work stress on employee performance.
4. Hypothesis test (t-test and F-test) to determine the partial and simultaneous influence between variables.
5. Coefficient of Determination (R²) to determine the contribution of independent variables to dependent variables.
3. results and discussion
Research Results

3.1. Validity and Reliability Test (summary)

All indicators for each variable (Loyalty X1, Communication X2, Stress X3, Performance Y) were declared valid because the correlation value of each item was > 0.246 (the author's criteria), and were declared reliable according to the α limits used in the thesis (see table below). (Source: results of thesis data processing). 

Table 1. Validity & Reliability Test Results

	Variable
	Indicators (example)
	Correlation value (min)
	Cronbach's α (min)
	Valid?
	Reliable?

	Loyalty (X1)
	X1.1–X1.5
	0.531 – 0.828
	α indicators: 0.572–0.733 (per item listed)
	Yes. all >0.246.
	Yes (α each item > 0.246)


	Communication (X2)
	X2.1–X2.5
	0.450 – 0.817
	α indicator: 0.396–0.702
	Yes. all >0.246.
	Yes. 


	Stress (X3)
	X3.1–X3.5
	0.478 – 0.868
	α indicator: 0.685–0.855
	Yes. all >0.246.
	Yes.

	Performance (Y)
	Y1–Y5
	0.405 – 0.746
	α indicator: 0.210–0.393 (per item)
	Valid (item correlation>0.246)
	The reliability of the item was reported >0.246 according to the thesis criteria; Interpretation in




Note: All items meet these criteria according to the original report. 

3.2. Classical Assumption Test
(test results of assumptions of normality, multicollinearity, autocorrelation, heteroscedasticity)

Normality (One-Sample Kolmogorov-Smirnov on residuals)

Table 2. Normality Test (One-Sample K-S — Residual)

	Statistics
	N
	Asymp. Sig. (2-tailed)

	Kolmogorov-Smirnov Z (Unstandardized Residual)
	64
	0.002


The residual data meets the assumption of normality (although Asymp. Sig. = 0.002 < 0.05 — note: it is a report in the thesis; I wrote it as it is from the file). 

Multicollinearity
Tolerance of the free variable: 0.763, 0.343, 0.294 (for X1, X2, X3 — as written), and states that there is no multicollinearity because the Tolerance value meets the criteria used by the author. 

Autocorrelation (Durbin-Watson)
Durbin-Watson = 2.204 → is in the range of 1.65 < DW < 2.35 so the data states that there is no autocorrelation. 

3.3. Multiple Linear Regression Analysis (main results)

Regression analysis was used to test the influence of Loyalty (X1), Communication (X2), and Stress (X3) on Performance (Y). Full results are taken from Table 3 and a summary of the model.

Table 3. Regression Coefficients

	Type
	B (Unstandardized)
	Std. Error
	Beta (Standardized)
	t
	Sig. (p)

	(Constant)
	8.790
	2.167
	—
	4.057
	.000

	Job loyalty (X1)
	0.311
	0.178
	0.450
	3.984
	.000

	Work communication (X2)
	0.147
	0.135
	0.184
	3.245
	.000

	Work stress (X3)
	−0.129
	0.125
	−0.188
	−1,461
	.340


Regression equations:

Y = 8.790 + 0.311 X1 + 0.147 X2 − 0.129 X3.

Brief interpretation (according to thesis):
· The X1 coefficient was positive (0.311) and significant (p = .000) → Job loyalty had a positive & significant effect on performance. 
· The X2 coefficient is positive (0.147) and significant (p = .000) → Work communication has a positive & significant effect on performance. 
· X3 coefficient was negative (−0.129) but insignificant (p = .340) → Work stress had a negative but insignificant effect on performance. 

3.4. Model Strengths (Model Summary)
Table 4. Model Summary (Table in thesis)

	Type
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin-Watson

	1
	0.646
	0.417
	0.388
	1.14820
	2.204



Interpretation (according to thesis):
· The value of R² = 0.417 → means that 41.70% of the variation in employee performance can be explained by the variables of Loyalty, Communication, and Stress of working together. The rest (58.30%) were influenced by other factors outside the model. 

3.5. Hypothesis Test — Summary of the results (according to the thesis results)
· H1 (Loyalty → Performance): Accepted — positive & significant influence. 
· H2 (Communication → Performance): Accepted — positive & significant influence. 
· H3 (Stress → Performance): Rejected (or not proven significant) — negative but insignificant influences. 

DISCUSSION
Work Loyalty to Employee Performance
The results of the study show that job loyalty has a positive and significant influence on employee performance in the BMD Field of BPKPD Padangsidimpuan City. The value of the regression coefficient of 0.311 with a significance of 0.000 indicates that the higher the employee job loyalty, the more performance is increased. These findings answer the formulation of the first problem, namely the extent to which job loyalty affects employee performance.
Empirically, employees who show loyalty, responsibility, and compliance with rules tend to be more disciplined in completing work, including in the process of recording and reporting regional assets. This condition is in line with the theory (Raharjo et al., 2023) regarding organizational commitment, which emphasizes the importance of affective and normative loyalty in driving performance. These results also support the research (RUSMAN, 2024) that found a significant relationship between loyalty and performance of public sector employees. Thus, work loyalty is an important capital in improving the quality of regional property governance.
Work Communication on Employee Performance
The second hypothesis test proved that work communication had a positive and significant effect on employee performance, with a regression coefficient of 0.147 and a significance of 0.000. These findings confirm that effective communication, both vertical and horizontal, is able to improve work efficiency and minimize administrative errors. This answers the formulation of the second problem regarding the influence of work communication on employee performance.
In practice, open and structured communication facilitates coordination between departments, so employees can work more synchronously. In the context of BPKPD, coordination related to accurate and timely asset data is crucial to support regional financial statements. These findings are consistent with the theory (Liu & Mu, 2022) which states that communication is a vital means in achieving organizational goals. The results of this study also corroborated the study (Pesiwarissa & Manafe, 2024) which shows that good work communication can increase the productivity of the state civil apparatus.
Work Stress on Employee Performance
In contrast to the previous two variables, the results of the study showed that work stress had a negative but not significant effect on employee performance. The regression coefficient was valued at –0.129 with a significance of 0.340 (>0.05), so the third hypothesis was rejected. This means that the level of work stress experienced by employees in the BMD field has not been statistically proven to significantly reduce their performance.
This can be explained because despite high workloads, audit pressure, and resource constraints often cause stress, employees still try to adjust and complete work on target. These findings are in line with the concept Eustress (Moyo, 2025), which is stress that can actually motivate employees to work better. However, if not managed properly, stress can develop into distress which is detrimental to the organization. These results are also different from some previous studies, such as (Fhauzan & Ali, 2024) who found a significant effect of stress on decreased performance. This condition shows that other factors such as loyalty and communication are more dominant than stress in influencing the performance of BPKPD employees.
The Simultaneous Effect of Loyalty, Communication, and Work Stress on Performance
Simultaneously, the variables of work loyalty, work communication, and work stress affected employee performance with a value of R² = 0.417. This means that the three variables explain 41.7% of the variation in employee performance, while the remaining 58.3% are influenced by other factors outside of this study. This answers the formulation of the fourth problem, namely how the three variables affect employee performance together.
These results confirm that loyalty and communication are the dominant factors in improving performance, while work stress has a relatively small and insignificant influence. This condition is in line with the theory of Human Capital (Grigorescu et al., 2021) which emphasizes that the quality of human resources, especially loyalty and communication skills, is the main asset of the organization. Thus, strengthening a work culture that fosters loyalty and effective communication will have a greater positive impact than simply reducing work stress.
4. Conclusion

Based on the results of the research on the Analysis of the Influence of Work Loyalty, Work Communication, and Work Stress on Employee Performance in the Regional Property Sector of BPKPD Padangsidimpuan City, several important things can be concluded. First, work loyalty has been proven to have a positive and significant effect on employee performance. The higher the loyalty shown by employees, the higher the quality and quantity of performance produced, especially in the management of regional asset administration. Second, work communication also has a positive and significant effect on employee performance. Open, clear, and structured communication is able to improve coordination, accelerate the flow of information, and reduce errors in the reporting of regional property. This shows the importance of organizational communication as a reinforcement of bureaucratic work effectiveness. Third, work stress has a negative effect on employee performance, but it is not statistically significant. This means that despite the pressure and workload, these conditions are not strong enough to reduce employee performance. This indicates that loyalty and good communication can be a balancing factor against the impact of work stress. Fourth, simultaneously loyalty, communication, and work stress affect employee performance with a contribution of 41.7%, while the rest is influenced by other factors outside of this study. Thus, improving the performance of BPKPD employees needs to be focused on strengthening loyalty and improving work communication, as well as managing potential stress so that it does not develop into serious obstacles in achieving organizational performance.
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