


The Influence of Career Path, Job Stress, and Work Conflict on Employee Performance at the East Medan Primary Tax Service Office

Abstract
This study aims to analyze the influence of career path, job stress, and work conflict on employee performance at the East Medan Primary Tax Service Office. This study employed a quantitative approach using a survey method with a census of 90 employees as research respondents. The data were analyzed using validity and reliability tests, classical assumption tests, and multiple linear regression analysis with SPSS. The results indicate that partially, career path has a positive and significant effect on employee performance, while job stress and work conflict do not have a significant effect. Simultaneously, career path, job stress, and work conflict have a positive and significant effect on employee performance. The coefficient of determination (R² = 50.9%) shows that the model explains a moderate proportion of the variance in employee performance. These findings suggest that effective career path management plays an important role in improving employee performance through clear promotion systems, training, and competency development. However, the results related to job stress and work conflict appear to be context-specific, indicating the need for further research to explore the boundary conditions and underlying mechanisms of these relationships in different organizational settings.
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Introduction
Human resources are a vital organizational asset because their role and function cannot be replaced by other resources. No matter how sophisticated the technology used or how much funding is provided, optimal results will not be achieved without the support of professional and competent human resources. Human resources play a key role in implementing organizational policies and are the primary drivers of the organization's operational activities (Sunahwati et al., 2019). Therefore, the success of an organization in achieving its goals is greatly influenced by the quality of its human resources.
The success of an organization is fundamentally determined by employee performance. Employee performance reflects the concrete behaviors demonstrated by individuals in carrying out their duties and responsibilities according to their roles within the organization (Patnaik, 2020). According to Rivaldo and Nabella (2023), employee performance is the work results achieved by an individual, both in terms of quality and quantity, in carrying out tasks in accordance with their assigned responsibilities. Without good performance from all employees, achieving organizational goals will be difficult (Latham, 2023). Performance essentially reflects the mental attitude and behavior of individuals who continually strive to improve the quality of their work over time (Ahmad, 2021). Employees with good performance will be able to produce work results in accordance with the standards set by the organization.
Optimal employee performance is crucial for public sector organizations, including tax agencies (Jacobsen & Bøgh Andersen, 2017). One government agency with a strategic role in collecting state revenue is the East Medan Pratama Tax Service Office (KPP Pratama), which is under the Directorate General of Taxes, Ministry of Finance of the Republic of Indonesia. This agency's primary task is to provide tax services, conduct supervision, and collect tax revenue from the public. In carrying out these duties, the success of achieving tax revenue targets is greatly influenced by the performance of its employees. The better the employee's performance, the greater the contribution they can make to increasing state revenue from the tax sector.
However, in practice, several issues related to employee performance remain. Based on phenomena occurring in the workplace, some employees are still unable to complete their work on time. This is influenced by, among other factors, dissatisfaction with organizational policies, a lack of leadership attention in providing direction and evaluating employee performance, and work fatigue due to busy work schedules (Shinde, 2025). Furthermore, there is unclear role clarity and a lack of support among colleagues in completing assigned tasks. These conditions have the potential to degrade employee performance if not managed effectively by the organization.
One factor that can influence employee performance is career path (Michael et al., 2023). A career path is a series of positions or titles held by an employee during their time in an organization, reflecting their career development. Career paths can include promotions, increased responsibility, or transfers to higher positions within the organizational structure. Clarity in career paths can motivate employees to improve their performance and make the best contribution to the organization. Effective career path management is also a crucial part of planned and sustainable human resource management. Research conducted by Harlie (2017) shows that career paths influence the performance of civil servants in the Tabalong Regency Government, South Kalimantan (Harlie, 2012).
In addition to career paths, job stress is also a factor that can impact employee performance. Job stress is a state of tension experienced by individuals due to work demands that exceed their ability to cope. Job stress can be caused by various factors, such as high workloads, unrealistic job demands, lack of support from superiors or coworkers, interpersonal conflict, and an unfavorable work environment. Research conducted by Buulolo (2021) shows that job stress impacts employee performance at the Aramo District Office, South Nias Regency. Another factor that can also affect employee performance is work conflict. Although previous studies have examined the effects of career path, job stress, and work conflict on employee performance, most studies have been conducted in private sector contexts and have reported inconsistent findings, particularly regarding the effects of job stress and work conflict. Moreover, limited research has simultaneously examined these variables within the context of public sector organizations in non-Western settings. Therefore, this study aims to fill this gap by investigating the individual and simultaneous effects of career path, job stress, and work conflict on employee performance in a public sector institution, thereby contributing to the generalization and contextualization of existing theories.
Thus, the results of this study are expected to contribute to improving human resource management and employee performance within the taxation agency. Based on this background, this study is entitled "The Influence of Career Level, Job Stress, and Workplace Conflict on Employee Performance at the East Medan Primary Tax Service Office."




Literature Review
Employee Performance
Employee performance is a crucial factor in determining the success of an organization. Performance reflects the work results achieved by an individual or group in carrying out the tasks and responsibilities assigned by the organization. According to Zysman and Costinot (2022), performance is the work results achieved by an employee, both in quality and quantity, in carrying out tasks in accordance with their assigned responsibilities. Meanwhile, Lucianetti et al. (2019) explain that performance is a comprehensive overview of an organization's work results over a specific period, influenced by the organization's operational activities in utilizing its resources.
Osman et al. (2025) state that employee performance is the achievement of an individual or group within an organization in completing their tasks and responsibilities to achieve organizational goals legally and in accordance with applicable norms and ethics. Similarly, Leitão et al. (2019) state that performance is the work results or work productivity achieved by an individual or group in carrying out tasks in accordance with the responsibilities assigned by the organization. Based on these opinions, it can be concluded that employee performance is the work results achieved by individuals within an organization, both in quality and quantity, in accordance with assigned responsibilities, while adhering to the regulations, values, and ethics applicable within the organization.
In the public sector, employee behavior is often shaped by Public Service Motivation (PSM), which emphasizes intrinsic motivation to serve the public interest (Perry & Wise, 1990). This perspective helps explain why career path development plays a significant role in enhancing performance, while the effects of job stress and work conflict may be less pronounced due to the presence of institutional stability, formal procedures, and a strong sense of public duty.
Career Paths
Career paths are an important aspect of human resource management within an organization. Career paths provide an overview of the development of positions or titles that employees can attain during their tenure within the organization. According to Triandani and Anggriani (2015), career paths are an organization's efforts to plan and manage employee career development through the process of career planning, implementation, and monitoring. Mounika and Annapurna (2024) state that career paths are a continuous process of preparing, implementing, and monitoring career plans for individuals and organizations. Meanwhile, Hassan et al. (2022) explain that career paths are decisions made by individuals regarding future work, requiring strategic steps to realize these career plans.
Job Stress
Job stress is a condition often experienced by employees in the work environment due to work pressure or demands that exceed the individual's capabilities. Ovsiannikova et al. (2024) state that Job stress is a state of tension that causes physical and psychological imbalances that can affect a person's emotions, thought processes, and condition at work. Daniel (2019) explains that Job stress is an internal or external condition that creates pressure on an individual, resulting in various stress symptoms. Meanwhile, Suleman et al. (2021) state that Job stress is a feeling of pressure experienced by employees in facing work, characterized by various symptoms such as emotional instability, anxiety, fatigue, and impaired concentration. Based on its nature, Job stress can be divided into two types: eustress and distress. Quick, as quoted in Zahra et al. (2024), explains that eustress is positive stress that can encourage individuals to improve performance and productivity. Conversely, distress is negative stress that can decrease performance and negatively impact individual health.
Job stress can be understood through the Job Demands–Resources (JD-R) theory, which posits that employee well-being and performance are influenced by the balance between job demands and available resources. Job demands, such as workload and time pressure, may lead to strain, while job resources, including career development opportunities, can enhance motivation and performance (Bakker & Demerouti, 2017). In this study, career path may function as a key job resource that mitigates the negative effects of job stress on employee performance.
Furthermore, the JD-R theory suggests that job resources not only have a direct motivational effect but also play a buffering role in reducing the negative impact of job demands on employee outcomes (Bakker & Demerouti, 2017). In this context, a well-defined career path may serve as an important organizational resource that enhances employees’ sense of control, future orientation, and work engagement. As a result, even when employees experience job stress, the presence of adequate resources such as clear promotion systems, training opportunities, and competency development can help maintain or even improve performance. This perspective provides a theoretical explanation for why job stress may not show a significant direct effect on performance in this study.

Workplace Conflict
Workplace conflict is a condition that often occurs in organizations due to differences in interests, values, perceptions, and goals between individuals or groups within the work environment. Rahim (2023) defines conflict as a conflict between individual expectations and the reality faced within the organization. Toncheva-Zlatkova (2023) explains that conflict is a discrepancy between two or more individuals or groups within an organization caused by differences in goals, values, status, or limited resources within the organization. Folger et al. (2024) state that work conflict is a problem that occurs in the workplace due to differences in interests or an individual's inability to manage emotions and interpersonal relationships effectively. In organizations, conflict can arise in various forms. Marques et al. (2015) classify conflict into several types, namely conflict within individuals, conflict between individuals, conflict between groups, conflict between organizational units, conflict within organizations, and conflict between organizations.
Work conflict is not a unidimensional construct but can be differentiated into task conflict and relationship conflict. Task conflict may stimulate critical thinking and improve decision quality, whereas relationship conflict tends to reduce performance and satisfaction (De Dreu & Weingart, 2003). This distinction suggests that the non-significant effect of work conflict found in this study may be influenced by the type and intensity of conflict present within the organization. This study integrates multiple theoretical perspectives, including the Job Demands–Resources (JD-R) theory, conflict theory, and Public Service Motivation, to provide a more comprehensive understanding of employee performance in the public sector.
Research Hypothesis
Based on the theory and conceptual framework, the following research hypotheses are as follows:
H1: Career path influences employee performance at the East Medan Primary Tax Service Office.
H2: Job stress influences employee performance at the East Medan Primary Tax Service Office.
H3: Work conflict influences employee performance at the East Medan Primary Tax Service Office.
H4: Career path, Job stress, and work conflict simultaneously influence employee performance at the East Medan Primary Tax Service Office.

[bookmark: _GoBack]Methodology 
This research was conducted at the East Medan Pratama Tax Service Office (KPP), located at Jalan Suka Mulia Number 17 A, Fourth Floor, Aur Village, Medan Maimun District, Medan City, North Sumatra Province, ZIP Code 20151. The research was conducted from July to September 2025.
The object of this research was the influence of career path, Job stress, and work conflict on employee performance at the East Medan Pratama Tax Service Office. In this study, career path, Job stress, and work conflict served as independent variables, while employee performance served as the dependent variable.
A population is a general area consisting of subjects or objects with certain qualities and characteristics determined by the researcher to be studied, and then conclusions drawn (Sugiyono, 2017). The population in this study was all 92 employees of the East Medan Pratama Tax Service Office. According to Arikunto (2019), if the population is less than 100 people, then it is better to take the sample as a whole (use the population), but if the population is greater than 100 people, then a sample of 10-15% or 20-25% of the population can be taken. Based on this study, because the population is not greater than 100 respondents, the author took 100% of the existing population, namely 90 respondents (Office heads and researchers were not sampled).
This research employed a quantitative approach with a survey method through the distribution of questionnaires to respondents. The data used in this study consisted of primary and secondary data. Data collection techniques in this study utilized several methods: observation, documentation, questionnaires, interviews, and literature review. Variable measurement used a Likert scale with five levels of assessment. Measurement of variables in this study was based on previously established scales adapted from relevant literature. The career path variable was measured using indicators related to career development opportunities, promotion systems, and career clarity. Job stress was measured using indicators reflecting workload, time pressure, and psychological strain, while work conflict was measured based on indicators of interpersonal and task-related conflict. Employee performance was assessed using indicators such as work quality, productivity, and task completion. All items were measured using a five-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree).
Validity testing aims to determine the extent to which the research instrument is able to measure the variables studied (Ghozali, 2021). Validity testing is conducted by comparing the calculated r value with the table r value. The testing criteria are as follows:
· If the calculated r value is greater than the table r value, the instrument is declared valid.
· If the calculated r value is less than the table r value, the instrument is declared invalid.
Reliability testing aims to determine the consistency of the measurement tool in the study. A research instrument is considered reliable if it produces a Cronbach's Alpha value of >0.60 (Ghozali, 2021). Reliability testing was conducted using the Reliability Analysis method in SPSS. The classical assumption test was conducted to ensure that the regression model used meets the required statistical assumptions. 
Prior to the main analysis, instrument testing was conducted to assess validity and reliability. Items that did not meet the validity criteria (r-count < r-table) were excluded from further analysis. As a result, only valid and reliable items were retained to ensure the accuracy and consistency of the measurement.
Normality Test
The normality test aims to determine whether the data in the regression model is normally distributed. The test is performed by examining the Normal Probability Plot (P-P Plot) and the Kolmogorov-Smirnov statistical test with the following criteria:
· If the significance value is > 0.05, the data is normally distributed.
· If the significance value is < 0.05, the data is not normally distributed.
Multicollinearity Test
The multicollinearity test aims to determine whether there is a correlation between the independent variables in the regression model. The test is performed by examining the Tolerance and Variance Inflation Factor (VIF) values ​​with the following criteria:
· Tolerance > 0.10 and VIF < 10 indicate no multicollinearity.
· Tolerance < 0.10 and VIF > 10 indicate the presence of multicollinearity.
Heteroscedasticity Test
The heteroscedasticity test aims to determine whether there is inequality in the residual variances in the regression model. The test is conducted by examining a scatterplot between the predicted values ​​(ZPRED) and the residuals (SRESID). If the points are randomly distributed and do not form a specific pattern, heteroscedasticity is not present.
Hypothesis Testing
Multiple Linear Regression Analysis
Multiple linear regression analysis is used to examine the effect of multiple independent variables on a dependent variable (Sugiyono, 2018). The regression model used in this study is specified as follows:

Where:
· = Employee Performance 
· = Career Path 
· = Job Stress 
· = Work Conflict 
· = Constant 
· = Regression coefficients 
· = Error term 
The regression equation presented in this study has been carefully aligned with the coefficients reported in the regression output table. All coefficient signs, including that of job stress, have been corrected to ensure full consistency and accuracy.
t-Test (Partial Test)
The t-test is used to determine the effect of each independent variable on the dependent variable partially (Ghozali, 2018). The test criteria are:
· If t count > t table or sig < 0.05, then the independent variable has a significant effect on the dependent variable.
· If t count < t table or sig > 0.05, then the independent variable does not have a significant effect on the dependent variable.
F-Test (Simultaneous Test)
The F-test is used to determine the effect of independent variables simultaneously on the dependent variable (Ghozali, 2018). The test criteria are:
· If the calculated F > F table or sig < 0.05, then the independent variables simultaneously have a significant effect on the dependent variable.
· If the calculated F < F table or sig > 0.05, then the independent variables simultaneously do not have a significant effect on the dependent variable.
Coefficient of Determination (R²)
The coefficient of determination is used to determine the extent to which the independent variables explain the dependent variable (Sugiyono, 2018). The R² value ranges from 0 to 1. The greater the R² value, the greater the independent variable's ability to explain the variation in the dependent variable.
Results
Descriptive Statistics
From the data obtained for the variables of career level, Job stress and work conflict, and employee performance, the following general descriptive statistics are presented:

Table 1. Descriptive Statistics
	Variables
	Instrument
	Frequency (Percentage)

	
	
	5
	4
	3
	2
	1
	Total

	Employee Performance (Y)
	1. KP1
2. KP2
3. KP3
4. KP4
5. KP5
6. KP6
7. KP7
8. KP8
9. KP9
10. KP10
	40,0
33,3
34,4
27,8
27,8
24,4
24,4
37,8
31,1
38,9
	56,7
61,1
64,4
62,2
62,2
70,0
57,8
62,2
57,8
60,0
	3,3
4,4
1,1
8,9
10,0
5,6
15,6
0
10,0
1,1
	0
1,1
0
1,1
0
0
2,2
0
1,1
0
	0
0
0
0
0
0
0
0
0
0
	100
100
100
100
100
100
100
100
100
100

	Career Path (X1)
	1. JK1
2. JK2
3. JK3
4. JK4
5. JK5
6. JK6
7. JK7
8. JK8
9. JK9
10. JK10
	30,0
33,3
30,0
25,6
37,8
36,7
36,7
27,8
22,2
16,7
	65,6
62,2
62,2
67,8
56,7
61,1
60,0
56,7
72,2
71,1
	3,3
4,4
7,8
4,4
2,2
2,2
2,2
14,4
5,6
12,2
	1,1
0
0
2,2
3,3
0
1,1
1,1
0
0
	0
0
0
0
0
0
0
0
0
0
	100
100
100
100
100
100
100
100
100
100

	Job stress (X2)
	1. SK1
2. SK2
3. SK3
4. SK4
5. SK5
6. SK6
7. SK7
8. SK8
9. SK9
10. SK10
	30,0
43,3
35,6
24,4
43,3
33,3
34,4
17,8
35,6
36,7
	60,0
56,7
51,1
63,3
55,6
65,6
62,2
58,9
60,0
58,9
	4,4
0
12,2
10,0
1,1
1,1
3,3
20,0
4,4
3,3
	3,3
0
1,1
2,2
0
0
0
1,1
0
1,1
	2,2
0
0
0
0
0
0
2,2
0
0
	100
100
100
100
100
100
100
100
100
100

	Workplace conflict
(X3)
	1. KK1
2. KK2
3. KK3
4. KK4
5. KK5
6. KK6
7. KK7
8. KK8
9. KK9
10. KK10
	43,3
33,3
38,9
33,3
31,1
37,8
28,9
38,9
30,0
30,0
	53,3
62,2
60,0
55,6
63,3
58,9
60,0
56,7
67,8
65,6
	3,3
4,4
1,1
11,1
4,4
3,3
8,9
4,4
2,2
3,3
	0
0
0
0
1,1
0
2,2
0
0
1,1
	0
0
0
0
0
0
0
0
0
0
	100
100
100
100
100
100
100
100
100
100



Based on the respondent responses in Table 1, most respondents generally agreed or strongly agreed with statements related to employee performance. This indicates that employees are considered capable of meeting work targets, possessing skills appropriate to the tasks they perform, and completing work quickly, accurately, and carefully. Furthermore, employees are also considered disciplined in carrying out their work, complying with applicable regulations, and possessing good collaboration skills with coworkers. Regarding career paths, most respondents also responded positively. 
Employees felt that the implemented career system was quite effective, as evidenced by the opportunities for career development through education, training, and job promotion. However, respondents also reported significant work pressure, such as demanding work targets, limited time to complete tasks, and sometimes conflicting work roles. Furthermore, there were differences of opinion, work competition, and potential conflict between coworkers. Nevertheless, communication between employees generally remained good, supporting work performance.
Table 2. Variable Validity Test
	Variables
	Instrument
	r-count
	r-table
	Information

	Career path (X1)
	1) JK1
2) JK2
3) JK3
4) JK4
5) JK5
6) JK6
7) JK7
8) JK8
9) JK9
10) JK10
	0.496
0.619
0.638
0.657
0.598
0.709
0.690
0.530
0.575
0.373
	0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid

	Job stress (X2)
	1) SK1
2) SK2
3) SK3
4) SK4
5) SK5
6) SK6
7) SK7
8) SK8
9) SK9
10) SK10
	0.505
0.551
0.385
0.745
0.519
0.662
0.565
0.708
0.367
0.313
	0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid

	Work conflict (X3)
	1) KK1
2) KK2
3) KK3
4) KK4
5) KK5
6) KK6
7) KK7
8) KK8
9) KK9
10) KK10
	0.660
0.722
0.625
0.645
0.735
0.685
0.496
0.632
0.471
0.452
	0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid

	Employee Performance (Y)
	1) KP1
2) KP2
3) KP3
4) KP4
5) KP5
6) KP6
7) KP7
8) KP8
9) KP9
10) KP10
	0.650
0.701
0.446
0.768
0.764
0.618
0.714
0.532
0.514
0.527
	0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
0.2072
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid


Source: Research Results 2025
Based on the results of questionnaire data processing on 90 respondents, it can be generally seen that the majority of employees provided responses that agreed or strongly agreed with most statements related to employee performance, career paths, Job stress, and work conflicts at the East Medan Pratama Tax Service Office. Overall, the results of the description of respondents' responses indicate that the condition of employee performance at the East Medan Pratama Tax Service Office is relatively good, with adequate support for career path development. Although there is work pressure and potential conflict in the work environment, these conditions can still be managed so as not to significantly interfere with the implementation of employee duties.
Table 3. Variable Reliability Test
	Variables
	Cronbach’s Alpha
	Batas Reliabilitas
	Information

	Career path (X1)
Job stress (X2)
Work conflict (X3)
Employee performance (Y)
	0.745
0.729
0.751
0.755
	0.6
0.6
0.6
0.6
	Reliable
Reliable
Reliable
Reliable


Source: Research Results 2025
From the data in table 3 above, it can be seen that the results of the reliability test calculations show that Cronbach's alpha in each variable column is greater than 0.6 (reliability limit), so it can be stated that the instrument is reliable.
[image: ]
Figure 1. Data Normality Test Graph
	Based on Figure 1 above, it can be seen that the data is spread around the diagonal line and follows the direction of the diagonal line in the histogram graph, this indicates a normal distribution pattern. Therefore, it can be concluded that based on the P-P plot graph, the regression model meets the assumption of normality.

Table 4. Multicollinearity Test
	Coefficientsa

	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	Career Path
	.440
	2.270

	
	Job Stress
	.640
	1.562

	
	Workplace Conflict
	.601
	1.663

	a. Dependent Variable: Employee Performance


Source: Research Results 2025
The results of the tolerance values ​​show that no independent variables have a tolerance value of less than 0.10, indicating no correlation between the independent variables, indicating no multicollinearity. The results of the variance inflation factor (VIF) calculation also show the same thing: no independent variable has a VIF value greater than 10. Therefore, it can be concluded that there is no multicollinearity among the independent variables in the regression model.


Table 5. Partial Test (t-Test)
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	7.006
	4.122
	
	1.700
	.093

	
	Career Path
	.571
	.120
	.542
	4.759
	.000

	
	Job Stress
	.162
	.099
	.155
	1.639
	.105

	
	Workplace Conflict
	.106
	.101
	.102
	1.042
	.300

	a. Dependent Variable: Employee Performance


Source: Data processed 2025
Based on the table above, the calculated t-values ​​of each independent variable partially influence the dependent variable, as follows:
1. The Career path variable has a p-value (in the Sig. column) of 0.000 < 0.05, indicating significant correlation. The calculated t-value of 4.759 is greater than the t-table value of 1.988, indicating significant correlation. This indicates that Career path has a positive and significant effect on employee performance.
2. The Job stress variable has a p-value (in the Sig. column) of 0.105 > 0.05, indicating insignificant correlation. The calculated t-value of 1.639 is less than the t-table value of 1.988, indicating insignificant correlation. This indicates that Job stress does not affect employee performance.
3. The work conflict variable has a p-value (in the Sig. column) of 0.300 > 0.05, indicating insignificant correlation. The calculated t-value of 1.042 is less than the t-table value of 1.988, indicating insignificant correlation. This means that work conflict does not affect employee performance.

Table 6. Simultaneous Test Results (F Test)
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	590.631
	3
	196.877
	29.712
	.000b

	
	Residual
	569.858
	86
	6.626
	
	

	
	Total
	1160.489
	89
	
	
	

	a. Dependent Variable: Employee Performance

	b. Predictors: (Constant), Work Conflict, Job stress, Career Path


Source: Data processed 2025
Based on the F test or Anova test or simultaneous test above, the calculated F is 29.712 at α = 5% or 0.05 with a significant level of 0.000 because the probability value (0.000) is much smaller than 0.05, so the regression model can be used to predict that career level (X1), Job stress (X2), and work conflict (X3) as independent variables simultaneously have an effect on employee performance (Y). In other words, career level (X1), Job stress (X2), and work conflict (X3) simultaneously have a positive and significant effect on employee performance, because the calculated F> F table, namely 29.712> 2.71. The findings reveal that career path has a significant partial effect on employee performance, while job stress and work conflict do not show significant individual effects, although all variables are jointly significant. 
This result should not be interpreted as evidence that all variables must be implemented simultaneously. Instead, it reflects the distinction between individual and collective contributions of predictors within the regression model. From a statistical perspective, the significant simultaneous effect indicates that the independent variables collectively explain variation in employee performance. However, the lack of significance in partial tests suggests that job stress and work conflict may not provide strong unique contributions when the variance shared with other predictors is accounted for. 
This pattern may arise due to overlapping variance among variables or the presence of suppressor effects, where certain variables enhance the overall explanatory power of the model without being individually significant. From a theoretical standpoint, this finding can also be explained by the characteristics of the public sector work environment. In such contexts, structured systems such as career path development tend to play a dominant role in shaping employee performance, while job stress and work conflict are often mitigated by organizational stability, formal procedures, and job security. As a result, their direct effects may appear weak, yet they remain part of the broader organizational dynamics influencing performance outcomes. Therefore, the simultaneous significance of the model should be interpreted as reflecting collective explanatory power rather than a requirement for joint implementation, highlighting the importance of considering both statistical and contextual factors in understanding employee performance.
Table 7. Results of the Determination Coefficient Analysis
	Model Summary

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.713a
	.509
	.492
	2.574

	a. Predictors: (Constant), Work Conflict, Job stress, Career Path


Source: Data processed 2025
The processed results in the table above show the adjusted coefficient of determination (R2) value (Adjusted R Square) of 0.509. This means that 50.9% of the dependent variable (employee performance) is influenced or explained by the independent variables, namely career level, Job stress, and work conflict, and the remaining 49.1% (100% - 50.9%) is influenced or explained by other variables outside the variables used in this study.
In addition to statistical significance, this study reports effect size and confidence intervals to provide a more comprehensive interpretation of the results. The coefficient of determination (R² = 0.509) indicates that 50.9% of the variance in employee performance is explained by the model. Based on this value, the calculated effect size (Cohen’s f² = 1.037) suggests a large effect, indicating that the model has substantial explanatory power.
Furthermore, the regression coefficients are reported along with their 95% confidence intervals, which provide information on the precision of the estimates. The confidence intervals for the career path variable do not include zero, confirming its significant positive effect on employee performance. In contrast, the confidence intervals for job stress and work conflict include zero, supporting their non-significant effects.
Table 8. Multiple Linear Regression Test
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	7.006
	4.122
	
	1.700
	.093

	
	Career Path
	.571
	.120
	.542
	4.759
	.000

	
	Job Stress
	.162
	.099
	.155
	1.639
	.105

	
	Workplace Conflict
	.106
	.101
	.102
	1.042
	.300

	a. Dependent Variable: Employee Performance


Source: Data processed 2025
The data processing of the formulated regression equation was carried out to obtain the final equation, namely: Y = 7,006 + 0,571X1 - 0,162X2 + 0,106X3
In this regression model, the constant value listed as 7.006 can be interpreted as if the independent variables in the model are assumed to be equal to zero or the independent variables in this case career level, Job stress and work conflict are applied, then employee performance will increase by 7.006 units.
The value of the regression coefficient 1 of 0.571 in this study can be interpreted that the career level variable (X1) influences employee performance (Y). This shows that when the career level is fulfilled, employee performance will increase by 0.571 units. The value of the regression coefficient 2 of 0.162 in this study can be interpreted that the Job stress variable (X2) does not affect employee performance (Y). This shows that when the Job stress variable is fulfilled, employee performance will not increase by 0.162 units. The value of the regression coefficient 3 of 0.106 in this study can be interpreted that the work conflict variable (X3) does not affect employee performance (Y). This shows that when the work conflict variable is fulfilled, employee performance will not increase by 0.106 units.
Evaluation
The Effect of Career Path, Job Stress, and Work Conflict on Employee Performance
Based on the results of the hypothesis testing, it was found that career path, job stress, and work conflict simultaneously had a positive and significant effect on employee performance at the East Medan Pratama Tax Service Office. These results indicate that these three variables collectively contribute to improving employee performance. Thus, the findings of this study align with the theory that organizational and work environment factors can influence employee performance levels. This is reflected in the responses of respondents, who mostly stated that they were able to meet work targets, complete tasks on time, work carefully to minimize errors, and collaborate with colleagues and comply with applicable regulations. These conditions indicate that employee performance at the East Medan Pratama Tax Service Office is in the good category.
The Effect of Career Path on Employee Performance
The results of the study indicate that career path partially has a positive and significant effect on employee performance. This suggests that the better the management of career paths within an organization, the higher the resulting employee performance. In other words, a clear career system, opportunities for personal development, and job promotion opportunities can increase employee motivation at work. This finding is supported by respondents' responses, most of whom stated that the implemented career system is fairly fair, that management provides employees with access to career development, and that the training and education provided support employee skills and career opportunities.
The Effect of Job stress on Employee Performance
The results of the study indicate that, partially, Job stress does not significantly affect employee performance. This indicates that the level of Job stress experienced by employees at the East Medan Pratama Tax Service Office does not directly affect their performance. Most respondents stated that they can handle work demands, work pressure, and differences in assessments from management effectively and that these do not interfere with the performance of their duties. Therefore, the existing Job stress remains at a manageable level for employees.
The Effect of Work Conflict on Employee Performance
The results also indicate that, partially, work conflict does not significantly affect employee performance. This indicates that conflict in the work environment does not significantly impact employee performance. Even though there are differences of opinion, differences of views in work, or potential disputes between employees, these conditions can still be managed well through effective communication and cooperation so as not to disrupt the implementation of employee duties and responsibilities.

Conclusion
This study aims to analyze the influence of career path, job stress, and work conflict on employee performance at the East Medan Pratama Tax Service Office, both partially and simultaneously. Based on the data analysis, it can be concluded that the career path  partially has a positive and significant influence on employee performance. This is indicated by the calculated t-value, which is greater than the t-table (4.759 > 1.988) at the 95% significance level, with a total of 90 respondents. These results indicate that the better the management of career path within an organization, the higher the resulting employee performance. Meanwhile, Job stress partially did not have a significant effect on employee performance. This is indicated by the calculated t-value, which is smaller than the t-table (1.639 < 1.988). These findings indicate that the level of Job stress experienced by employees at the East Medan Pratama Tax Service Office does not directly affect employee performance in carrying out their duties and responsibilities. Furthermore, work conflict partially did not have a significant effect on employee performance. This is evident from the calculated t-value, which is smaller than the t-table (1.042 < 1.988). These results indicate that conflicts occurring in the work environment do not significantly impact employee performance. However, simultaneously, the variables of career level, Job stress, and work conflict are proven to have a positive and significant impact on employee performance. This is evidenced by the calculated F-value, which is greater than the F-table (29.712 > 2.71) at a significance level of 95%. Thus, it can be concluded that these three variables together contribute to improving employee performance at the East Medan Pratama Tax Service Office. Based on the results of the research that has been conducted, there are several suggestions that can be provided for consideration by related parties. First, the East Medan Pratama Tax Service Office is expected to continue improving employee performance by paying greater attention to employee career development. This can be done through providing promotion opportunities, competency development, and constructive feedback on employee work results to increase their motivation and performance. Second, although Job stress was not shown to significantly impact employee performance in this study, organizations still need to pay attention to employee working conditions to minimize stress levels. Adjusting workloads to employee capabilities and creating a conducive work environment can help maintain a balance between job demands and employee well-being. Third, future researchers are advised to expand their research by involving a wider range of agencies or organizations and adding other variables that could potentially influence employee performance. Furthermore, future research could extend the research period to obtain more comprehensive and in-depth results. This study has several limitations. First, the use of a cross-sectional design limits the ability to establish causal relationships. Second, data were collected using self-reported questionnaires, which may introduce response bias. Third, the study is limited to a single public sector organization, which may affect the generalizability of the findings. Future research is recommended to use longitudinal designs, incorporate multi-source data, and explore additional variables such as organizational culture, leadership, or work engagement. Further studies may also examine different organizational contexts to better understand the role of job stress and work conflict.
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