


The Effect of Work Engagement, Remuneration, and Emotional Intelligence on Employee Performance at the Medan Belawan Primary Tax Service Office


Abstract
This study examines the influence of work engagement, remuneration, and emotional intelligence on employee performance at the Medan Belawan Primary Tax Office. While previous studies have explored these variables, limited research has investigated their combined effects within public sector organizations, particularly in non-Western contexts. A quantitative approach was employed using a survey of 87 employees, and the data were analyzed using multiple linear regression. The results indicate that work engagement does not have a significant effect on employee performance, whereas remuneration and emotional intelligence have positive and significant effects. Simultaneously, all variables significantly explain employee performance. These findings highlight the importance of both organizational factors (remuneration) and individual capabilities (emotional intelligence) in enhancing performance within the public sector. Practically, the results suggest that organizations should prioritize fair compensation systems and emotional intelligence development programs to improve employee performance.
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Introduction
Human resources are a crucial element in an organization because they are the primary driver in carrying out various organizational activities. Unlike material resources, human resources possess potential in the form of abilities, knowledge, skills, and attitudes that can determine an organization's success in achieving its goals. Therefore, the presence of qualified employees is a key factor in improving organizational performance.
Organizations with highly productive employees will be able to drive overall organizational performance improvements (Ikechukwu et al., 2019; Kour et al., 2019). To achieve this, organizations need to prioritize employees by providing work facilities, a comfortable work environment, and guaranteed job security. Performance essentially reflects the results of employees in carrying out their duties and responsibilities in accordance with established standards, both in terms of quality and quantity (Rambulangi et al., 2024).
The Medan Belawan Pratama Tax Service Office is a vertical agency under the Directorate General of Taxes tasked with carrying out tax service activities, including counseling, services, supervision, and law enforcement for taxpayers. In carrying out these duties, employee performance is a crucial factor in supporting the creation of effective and optimal tax services.
However, based on the phenomena occurring at the Medan Belawan Pratama Tax Service Office, several issues related to employee performance were still identified, such as a lack of discipline in attendance, decreased work morale characterized by a tendency to procrastinate, and some employees leaving work before the end of the working day. Furthermore, reduced remuneration is also suspected of affecting employee motivation, leading to decreased employee performance.
One factor that can influence employee performance is work engagement (Hendrik et al., 2021). Work engagement reflects an individual's level of emotional and intellectual involvement in their work, thus encouraging employees to deliver their best performance (Extremera et al., 2018). Research by Hendrik et al., (2021) shows that work engagement influences employee performance.
In addition to work engagement, remuneration is also a factor that can influence employee performance. Remuneration is a reward provided by an organization to employees for their contributions (Onyekwelu et al., 2020; Gudda et al., 2021). Providing fair and appropriate remuneration can increase employee motivation and encourage improved performance. This aligns with research by Martono et al. (2018), which shows that remuneration influences employee performance.
Another factor that influences employee performance is emotional intelligence. Emotional intelligence relates to an individual's ability to recognize and manage their own and others' emotions, thus fostering good working relationships and effectively coping with work pressure (Extremera et al., 2018; Chung et al., 2023; Sharma et al., 2024). Research by Prentice et al. (2020) indicates that emotional intelligence influences employee performance. Based on this description, work engagement, remuneration, and emotional intelligence are factors that can influence employee performance. Therefore, this study aims to analyze the influence of work engagement, remuneration, and emotional intelligence on employee performance at the Medan Belawan Pratama Tax Service Office.
This study contributes to the international literature in several important ways. First, it provides empirical evidence on the combined influence of work engagement, remuneration, and emotional intelligence on employee performance within a public sector organization in a non-Western context. While prior studies have predominantly examined these variables independently and within private sector settings, this study offers a more integrated perspective that captures the interaction between organizational, psychological, and individual factors.
Second, this study addresses inconsistencies in previous findings, particularly regarding the role of work engagement in influencing employee performance. By situating the analysis within a structured public sector environment, this study provides new insights into how contextual factors such as organizational stability and formal systems may shape the effectiveness of engagement.
Third, this research extends the application of established theoretical frameworks, such as the Job Demands–Resources (JD-R) theory and motivation theory, by incorporating emotional intelligence as an individual capability that complements organizational resources. This integrative approach contributes to a more comprehensive understanding of employee performance beyond traditional single-variable models.
Finally, the study offers practical implications for public sector management by highlighting the relative importance of remuneration and emotional intelligence in improving employee performance, thereby informing more effective human resource strategies in similar institutional contexts.
Literature Review
Employee Performance
Employee performance is a critical determinant of organizational effectiveness, reflecting the extent to which employees achieve work objectives in accordance with organizational standards. It encompasses both qualitative and quantitative outcomes derived from task execution and responsibility fulfillment (Shah & Kazmi, 2020; Rambulangi et al., 2024).
Rather than being a standalone outcome, employee performance is shaped by a combination of individual and organizational factors, including ability, motivation, leadership, and work environment (Faturrahman & Yuniawan, 2023). Recent studies further emphasize that performance in public sector organizations is influenced by structural systems, accountability mechanisms, and institutional stability, which differentiate it from private sector contexts.
Empirically, previous research has shown that both intrinsic and extrinsic factors contribute to performance variation. For example, motivational drivers, organizational support, and individual competencies interact to influence how employees translate effort into outcomes. In this study, employee performance is conceptualized as a multidimensional construct measured through indicators such as work quality, quantity, efficiency, discipline, and initiative (Maryani et al., 2021).
Work Engagement
Work engagement is a positive psychological state characterized by vigor, dedication, and absorption in work, reflecting an employee’s active involvement and commitment to their role (Turner, 2019). While early studies conceptualized engagement primarily as an attitudinal construct, more recent research integrates cognitive, emotional, and behavioral dimensions to explain its influence on performance outcomes.
From a theoretical perspective, the Job Demands–Resources (JD-R) theory provides a robust framework for understanding work engagement. The theory posits that job resources, such as organizational support, career development opportunities, and leadership, enhance engagement, which in turn improves employee performance (Bakker & Demerouti, 2017). Empirical findings generally support a positive relationship between work engagement and performance; however, some studies report inconsistent results, particularly in highly structured environments such as the public sector.
This inconsistency suggests that the impact of work engagement may depend on contextual factors, such as organizational systems and job security, which can moderate its influence on performance. Therefore, further investigation is needed to clarify the role of work engagement in public sector settings.
Remuneration
Remuneration refers to the financial and non-financial rewards provided by an organization in return for employee contributions. It is widely recognized as a key extrinsic motivator that influences employee behavior and performance (Onnis, 2019).
From the perspective of motivation theory, remuneration functions as an incentive mechanism that reinforces desired performance outcomes. Empirical studies consistently demonstrate that fair and competitive compensation systems can enhance job satisfaction, motivation, and organizational commitment, ultimately leading to improved performance (Ullah et al., 2024).
However, the effectiveness of remuneration is not solely determined by its amount but also by perceptions of fairness and transparency. In public sector organizations, remuneration systems are often standardized and regulated, which may influence how employees perceive and respond to rewards. In this study, remuneration is operationalized through salary, incentives, allowances, and benefits (Adhijoyo & Prasetya, 2025), reflecting both direct and indirect forms of compensation.
Emotional Intelligence
Emotional intelligence refers to an individual’s ability to perceive, understand, regulate, and manage emotions in oneself and others. It plays a crucial role in shaping interpersonal relationships, decision-making, and adaptive behavior in the workplace (Salameh-Ayanian et al., 2025).
Theoretically, emotional intelligence enhances employee performance by enabling individuals to manage stress, resolve conflicts, and maintain effective communication. Employees with higher emotional intelligence are better equipped to navigate workplace challenges, which contributes to improved job outcomes. Empirical research supports this view, showing that emotional intelligence is positively associated with job performance, particularly in roles requiring interpersonal interaction and emotional regulation.
Furthermore, emotional intelligence may act as a buffering factor against negative workplace conditions, such as stress and conflict, thereby indirectly supporting performance. In this study, emotional intelligence is measured through dimensions including self-awareness, self-regulation, motivation, empathy, and social skills.
Based on the above discussion, this study integrates work engagement, remuneration, and emotional intelligence as complementary determinants of employee performance. While prior research has largely examined these variables in isolation, their combined effects remain underexplored, particularly in public sector contexts. This study adopts a multidimensional perspective in which performance is influenced by the interaction between organizational factors (remuneration), psychological engagement (work engagement), and individual capabilities (emotional intelligence). Such an integrative approach provides a more comprehensive understanding of employee performance and helps address inconsistencies found in previous studies.

Research Hypothesis
Based on the theory and conceptual framework, the following are the research hypotheses:
H1: Work engagement influences employee performance at the Medan Belawan Primary Tax Service Office.
H2: Remuneration influences employee performance at the Medan Belawan Primary Tax Service Office.
H3: Emotional intelligence influences employee performance at the Medan Belawan Primary Tax Service Office.
H4: Work engagement, remuneration, and emotional intelligence simultaneously influence employee performance at the Medan Belawan Primary Tax Service Office.

Research Methods
This study was carried out at the Medan Belawan Primary Tax Service Office, situated at Jalan KL. Yos Sudarso No. 27 KM 8, RW.2, Tanjung Mulia Village, Medan Deli District, Medan City, North Sumatra Province, postal code 20241. The site was selected due to its status as an operational unit under the Directorate General of Taxes, which plays a pivotal role in delivering tax services to the public. Additionally, the organisational characteristics of this office were considered particularly relevant to the variables under investigation, making it a suitable setting for the research.
The objects of this study included work engagement, remuneration, and emotional intelligence as independent variables, and employee performance as the dependent variable. These three independent variables were analyzed to determine their impact on employee performance at the Medan Belawan Primary Tax Service Office.
This research process was conducted over three months, from July to September 2025. During this period, a series of research activities were conducted, including data collection, data processing, data analysis, and the preparation of a research report. The population in this study was all 89 employees of the Medan Belawan Primary Tax Service Office. A saturated sampling technique was used to determine the sample, with all members of the population being used as samples. Therefore, the sample size for this study was 87 individuals (the Office Head and Researchers were not included in the sample).
Research variables are anything that is the object of observation in a study and has varying values. In this study, two types of variables were used: independent variables and dependent variables. An independent variable is a variable that influences or causes changes in another variable. In this study, the independent variables consist of work engagement (X₁), remuneration (X₂), and emotional intelligence (X₃). These three variables are assumed to influence employee performance. Meanwhile, the dependent variable is a variable that is influenced by or results from the independent variable. The dependent variable in this study is employee performance (Y), which describes the results of employees in carrying out their duties and responsibilities within the organization.

Data Analysis Techniques
Data analysis techniques in this study were conducted using the Statistical Package for the Social Sciences (SPSS). Data analysis was conducted through several testing stages, namely validity testing, reliability testing, classical assumption testing, and hypothesis testing, which included multiple linear regression analysis, t-tests, F-tests, and coefficients of determination.
Validity Testing
Validity testing is used to determine the extent to which a research instrument is able to measure what it is supposed to measure. According to Azwar (2015), validity is a test that aims to determine whether a measuring instrument is capable of producing accurate data in accordance with its measurement objectives. Therefore, validity testing is used to ensure that the research instrument, in the form of a questionnaire, is truly capable of measuring the variables being studied accurately.
Validity testing is conducted by comparing the calculated r value with the table r value at a significance level of 0.05 with degrees of freedom (df) = n - 2, where n is the number of research samples. If the calculated r value is greater than the table r value and is positive, then the questions or indicators in the questionnaire are declared valid and can be used in research.
Reliability Testing
Reliability testing aims to determine the consistency or stability of a research instrument in measuring a variable. According to Azwar (2016), reliability indicates the extent to which a measuring instrument can produce relatively consistent measurement results when repeated measurements are taken on the same subjects.
In this study, reliability testing was conducted using the Cronbach's Alpha method using the SPSS program. A research variable or construct is considered reliable if its Cronbach's Alpha value is greater than 0.60, indicating a good level of consistency in the research instrument.
Classical Assumption Test
Before conducting the regression analysis, the research model was first tested using the classical assumption test to ensure that the regression model used did not experience data bias. The classical assumption tests used in this study included the normality test, multicollinearity test, and heteroscedasticity test.
The normality test aims to determine whether the data in the regression model is normally distributed. According to Ghozali (2021), a good regression model is one with a normal or near-normal data distribution. The normality test in this study was conducted using a Normal Probability Plot (P-P Plot). Data is considered normally distributed if the points on the graph are spread around the diagonal line and follow the direction of the diagonal line.
The multicollinearity test aims to determine whether there is a high correlation between the independent variables in the regression model. According to Ghozali (2021), a good regression model should not show a strong relationship between the independent variables. The multicollinearity test can be seen through the Tolerance and Variance Inflation Factor (VIF) values. If the tolerance value is greater than 0.10 and the VIF value is less than 10, it can be concluded that the regression model does not experience multicollinearity.
The heteroscedasticity test is conducted to determine whether there is inequality in the variance of the residuals from one observation to another. A good regression model is one that does not experience heteroscedasticity or has homoscedasticity. The heteroscedasticity test is performed by examining the scatterplot graph. If the points on the graph are randomly distributed above and below zero on the Y-axis and do not form a specific pattern, it can be concluded that heteroscedasticity does not occur in the regression model.
Hypothesis Testing
Multiple Linear Regression Analysis
Multiple linear regression analysis is used to determine the effect of independent variables on the dependent variable. According to Sugiyono (2019), regression analysis is used to determine how the dependent variable changes when the independent variable changes.
In this study, multiple linear regression analysis was used to analyze the effect of work engagement (X₁), remuneration (X₂), and emotional intelligence (X₃) on employee performance (Y). The regression equation model used in this study is as follows:

Information:
Y = Employee Performance
X₁ = Work Engagement
X₂ = Remuneration
X₃ = Emotional Intelligence
a = Constant
b₁, b₂, b₃ = Regression coefficients of each independent variable
e = Error
t-Test (Partial Test)
The t-test is used to determine the partial effect of each independent variable on the dependent variable. According to Sugiyono (2019), the t-test aims to determine whether each independent variable has a significant effect on the dependent variable.
The hypotheses in the t-test are as follows:
H₀: β₁, β₂, β₃ = 0, meaning that work engagement, remuneration, and emotional intelligence have no partial effect on employee performance.
H₁: β₁, β₂, β₃ ≠ 0, meaning that work engagement, remuneration, and emotional intelligence have a partial effect on employee performance.
Decision-making is done by comparing the calculated t-value with the t-table at the 5% significance level. If the calculated t-value is greater than the t-table, H₀ is rejected, and H₁ is accepted, meaning that the independent variables have a significant effect on the dependent variable. Conversely, if the calculated t-value is less than the table t-value, then H₀ is accepted, and H₁ is rejected.
F Test (Simultaneous Test)
The F test is used to determine whether the independent variables simultaneously or jointly influence the dependent variable. According to Sugiyono (2019), the F test is used to test the overall significance of the influence of independent variables on the dependent variable.
The hypotheses used in the F test are as follows:
H₀: β₁, β₂, β₃ = 0, which means that work engagement, remuneration, and emotional intelligence simultaneously have no effect on employee performance.
H₁: β₁, β₂, β₃ ≠ 0, which means that work engagement, remuneration, and emotional intelligence simultaneously influence employee performance.
The decision-making criteria are based on comparing the calculated F value with the table F value at a 5% significance level. If the calculated F value is greater than the F table, then H₀ is rejected, and H₁ is accepted, meaning the independent variables simultaneously have a significant effect on the dependent variable.
Coefficient of Determination (R²)
The coefficient of determination (R²) is used to determine the extent to which the independent variables explain the dependent variable. The coefficient of determination ranges from 0 to 1. The higher the R² value, the greater the independent variable's ability to explain the variation in the dependent variable in the research model.
The coefficient of determination can also be used to determine the level of fit of the regression model used in the research. A high R² value indicates that the research model has a good ability to explain the relationship between the independent and dependent variables.
Results
Table 1. Variable Validity Test
	Variables
	Instrument
	r-count
	r-table
	Information

	Work engagement (X1)
	1. KK1
1. KK2
1. KK3
1. KK4
1. KK5
1. KK6
1. KK7
1. KK8
1. KK9
1. KK10
	0.693
0.686
0.682
0.728
0.404
0.479
0.570
0.704
0.716
0.762
	0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid

	Remuneration (X2)
	1. R1
1. R2
1. R3
1. R4
1. R5
1. R6
1. R7
1. R8
1. R9
1. R10
	0.527
0.583
0.545
0.726
0.661
0.638
0.675
0.213
0.344
0.638
	0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid

	Emotional intelligence (X3)
	1. KE1
1. KE2
1. KE3
1. KE4
1. KE5
1. KE6
1. KE7
1. KE8
1. KE9
1. KE10
	0.601
0.636
0.575
0.640
0.621
0.666
0.662
0.687
0.655
0.577
	0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid

	Employee Performance (Y)
	1. KP1
1. KP2
1. KP3
1. KP4
1. KP5
1. KP6
1. KP7
1. KP8
1. KP9
1. KP10
	0.550
0.592
0.518
0.543
0.614
0.579
0.624
0.378
0.476
0.741
	0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
0.2108
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid


Source: Research Results 2025

Instrument validity testing can be seen in the Corrected Item-Total Correlation column. If the correlation value obtained is greater than the critical value (r-count > r-table), the instrument is considered valid. Based on the validity test, it can be concluded that all questions measuring each research variable are valid.

Table 2. Variable Reliability Test
	Variabel
	Cronbach’s Alpha
	Reliability Limits
	Information

	Work engagement (X1)
Remuneration (X2)
Emotional intelligence (X3)
Employee performance (Y)
	0.759
0.735
0.756
0.736
	0.6
0.6
0.6
0.6
	Reliable
Reliable
Reliable
Reliable


Source: Research Results 2025

From the data in Table 2, 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.

Classical Assumption Test
Normality Test
[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, which 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.
Multicollinearity Test
Table 3. Multicollinearity Test
	Coefficientsa

	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	Work Engagement
	.496
	2.015

	
	Remuneration
	.742
	1.348

	
	Emotional Intelligence
	.529
	1.890

	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.
Heteroscedasticity Test
The heteroscedasticity assumption test concludes that the regression model does not exhibit heteroscedasticity. In other words, there is equality in the variance of the residuals from one observation to the next. The results of the heteroscedasticity test can be seen in Figure 2 below:
[image: ]
Figure 2. Heteroscedasticity Test
Hypothesis Testing

To test the hypothesis regarding the influence of work engagement, remuneration, and emotional intelligence on employee performance simultaneously and partially, we used simultaneous F-tests and partial t-tests.
Hypothesis Testing with the t-Test
Hypothesis testing using the t-test is conducted to examine the partial effect of each independent variable on the dependent variable based on the regression results. In this study, the level of significance is set at α = 0.05.
The statistical significance of each independent variable can be assessed using the p-value (Sig.) or by comparing the calculated t-value with the critical t-table value. An independent variable is considered to have a significant partial effect on the dependent variable if the p-value is less than 0.05 (p < 0.05), or if the calculated t-value exceeds the critical t-table value.
The t-table value is determined using a two-tailed test with a significance level of 5% and degrees of freedom calculated as df = n − k − 1. In this study, df = 87 − 4 − 1 = 82, resulting in a critical t-value of 1.989. If these criteria are met, the alternative hypothesis (Ha) is accepted and the null hypothesis (H₀) is rejected, indicating a significant relationship between the independent and dependent variables, presented in table 4, as follows:
Table 4. Partial Test (t-Test)
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	16.374
	3.552
	
	4.611
	.000

	
	Work Engagement
	-.029
	.094
	-.037
	-.308
	.759

	
	Remuneration
	.181
	.081
	.216
	2.227
	.029

	
	Emotional Intelligence
	.480
	.100
	.551
	4.798
	.000

	a. Dependent Variable: Employee Performance


Source: Data processed 2025
Based on the table above, it is known that the calculated t value of each independent variable partially influences the dependent variable, namely:
1. The work engagement variable has a significance value (Sig.) of 0.759 > 0.05, indicating that it is not statistically significant. In addition, the calculated t-value (0.308) is lower than the critical t-value (1.989), further confirming the non-significant result. Therefore, work engagement does not have a significant effect on employee performance. 
2. The remuneration variable has a significance value (Sig.) of 0.029 < 0.05, indicating that it is statistically significant. Furthermore, the calculated t-value (2.227) exceeds the critical t-value (1.989), supporting the significance of the result. Thus, remuneration has a positive and significant effect on employee performance. 
3. The emotional intelligence variable has a significance value (Sig.) of 0.000 < 0.05, indicating that it is statistically significant. In addition, the calculated t-value (4.798) is greater than the critical t-value (1.989), confirming the significance of the result. Therefore, emotional intelligence has a positive and significant effect on employee performance
Hypothesis Testing with the F-Test
The F-test is used to determine whether the independent variables jointly have a significant effect on the dependent variable. This is indicated when the p-value (Sig.) is less than the predetermined significance level (α = 0.05), or when the calculated F-value exceeds the critical F-table value. The F-table value is determined based on the degrees of freedom, where df1 = k − 1 and df2 = n − k. In this study, df1 = 4 − 1 = 3 and df2 = 87 − 4 = 83, resulting in an F-table value of 2.71. The results of the F-test using SPSS can be seen in the table below:
Table 5. Simultaneous Test Results (F Test)
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	312.183
	3
	104.061
	20.066
	.000b

	
	Residual
	430.437
	83
	5.186
	
	

	
	Total
	742.621
	86
	
	
	

	a. Dependent Variable: Employee Performance

	b. Predictors: (Constant), Emotional Intelligence, Remuneration, Work Engagement


Source: Data processed 2025
[bookmark: _GoBack]Based on the results of the F test (also referred to as the ANOVA or simultaneous test), the calculated F value was 20.066 at a significance level of α = 5% (0.05), with a corresponding p-value of 0.000. Since the probability value (0.000) is substantially lower than 0.05, the regression model is statistically significant and can be reliably used to predict that work engagement (X₁), remuneration (X₂), and emotional intelligence (X₃) jointly influence employee performance (Y).
In other words, work engagement, remuneration, and emotional intelligence simultaneously exert a positive and significant effect on employee performance. This conclusion is further supported by the comparison of the calculated F value with the critical F value from the F-table, where Fₓₐₗ꜀ = 20.066 exceeds Fₜₐᵦₗₑ = 2.71. The findings indicate that the joint implementation of work engagement, appropriate remuneration, and emotional intelligence within an organisation can lead to enhanced employee performance. Conversely, the absence of simultaneous application of these factors may result in a decline in employee performance.
Coefficient of Determination (R2) Analysis
Using SPSS, the coefficient of determination (R2) is found in the Model Summary table and is written as R-squared. For multiple linear regression, it is recommended to use the adjusted R-squared, as it adjusts for the number of independent variables used in the study. A good R-square value is considered to be above 0.5, as R-square values ​​range from 0 to 1. The results of the coefficient of determination analysis in this study can be seen below:
Table 6. Results of Determination Coefficient Analysis
	Model Summary

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

	1
	.648a
	.420
	.399
	2.277

	a. Predictors: (Constant), Emotional Intelligence, Remuneration, Work Engagement


Source: Data processed 2025
The processed results in the table above show the adjusted coefficient of determination (R2) value (Adjusted R Square) of 0.420. This means that 42.0% of the dependent variable (employee performance) is influenced or explained by the independent variables, namely work engagement, remuneration, and emotional intelligence, and the remaining 52.0% (100% - 42.0%) is influenced or explained by other variables outside the variables used in this study.
Regression Equation Results
To facilitate reading and interpreting the results of the regression analysis, an equation is used. This equation, or model, contains constants and regression coefficients obtained from previously processed data.
Table 7. Multiple Linear Regression Test
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	16.374
	3.552
	
	4.611
	.000

	
	Work Engagement
	-.029
	.094
	-.037
	-.308
	.759

	
	Remuneration
	.181
	.081
	.216
	2.227
	.029

	
	Emotional Intelligence
	.480
	.100
	.551
	4.798
	.000

	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 = 16,374 - 0,029X1 + 0,181X2 + 0,480X3
In this regression model, the constant term of 16.374 indicates that, when the independent variables are set to zero, employee performance increases by 16.374 units. In this case, the independent variables are work engagement, remuneration, and emotional intelligence. The regression coefficient 1 of 0.029 in this study indicates that the work engagement variable (X1) does not affect employee performance (Y). This indicates that when work engagement is met, employee performance will decrease by 0.029 units. The regression coefficient 2 of 0.181 in this study indicates that the remuneration variable (X2) influences employee performance (Y). This indicates that when the remuneration variable is met, employee performance will increase by 0.181 units. The regression coefficient 3 of 0.480 in this study indicates that the emotional intelligence variable (X3) influences employee performance (Y). This shows that when the emotional intelligence variable is fulfilled, employee performance will increase by 0.480 units.

DISCUSSION 

The results of this study indicate that work engagement, remuneration, and emotional intelligence simultaneously have a positive and significant effect on employee performance at the Medan Belawan Pratama Tax Service Office. This finding suggests that both organizational factors (such as remuneration) and individual psychological factors (such as emotional intelligence and work engagement) jointly contribute to improving employee performance. This result is consistent with prior studies emphasizing that employee performance is influenced by a combination of intrinsic and extrinsic factors.
However, the partial analysis reveals differing effects among the variables. Work engagement was found to have no significant effect on employee performance. This finding contrasts with previous studies, particularly those grounded in the Job Demands–Resources (JD-R) theory (Bakker & Demerouti, 2017), which argue that higher levels of work engagement lead to better performance outcomes. The inconsistency may be explained by contextual factors within the organization. As observed in this study, some employees still demonstrate limited initiative, lack of proactive contribution, and low organizational pride. This suggests that although employees may be engaged at a basic level, the intensity of engagement may not be sufficient to translate into measurable performance improvements. Therefore, work engagement in this context may not yet function as a dominant driver of performance.
In contrast, remuneration shows a positive and significant effect on employee performance, supporting previous research that highlights compensation as a key determinant of employee motivation and productivity. Studies have consistently found that fair and adequate remuneration enhances employee satisfaction and encourages higher levels of effort. This aligns with motivation theories which emphasize the role of extrinsic rewards in shaping employee behavior. In the context of this study, remuneration in the form of salaries, incentives, and performance-based allowances appears to provide a strong stimulus for improving employee performance.
Similarly, emotional intelligence was found to have a positive and significant influence on employee performance. This finding is consistent with prior research suggesting that emotional intelligence enhances employees’ ability to manage stress, build interpersonal relationships, and maintain effective communication in the workplace. Employees with high emotional intelligence are better equipped to regulate their emotions, respond constructively to feedback, and collaborate effectively with colleagues. These capabilities contribute directly to improved job performance, particularly in organizational environments that require teamwork and adaptability.
Overall, the findings indicate that while work engagement does not significantly influence performance in this context, remuneration and emotional intelligence play critical roles. This highlights the importance of balancing organizational policies (such as compensation systems) with the development of individual competencies (such as emotional intelligence). The results also suggest that improving employee performance requires not only enhancing engagement but also strengthening motivational and emotional aspects.



Conclusion

This study examines the influence of work engagement, remuneration, and emotional intelligence on employee performance at the Medan Belawan Primary Tax Service Office. The findings indicate that, partially, work engagement does not have a significant effect on employee performance, suggesting that employee involvement alone may not be sufficient to drive performance outcomes in this organizational context. In contrast, remuneration and emotional intelligence have positive and significant effects, highlighting the importance of both extrinsic rewards and individual emotional competencies in enhancing employee performance.
Simultaneously, all independent variables significantly explain employee performance, indicating that performance is shaped by the combined influence of organizational and individual factors. These findings reinforce the need for a balanced approach that integrates fair compensation systems with the development of employees’ emotional intelligence. From a practical perspective, organizations, particularly in the public sector are encouraged to strengthen remuneration systems and invest in emotional intelligence development through training, coaching, and capacity-building programs. Such efforts can enhance employees’ ability to manage workplace challenges and improve overall performance. This study has several limitations. First, the use of a relatively small sample and a single organizational context may limit the generalizability of the findings. Second, the reliance on self-reported data may introduce response bias. Therefore, future research is recommended to incorporate larger and more diverse samples, apply longitudinal designs, and include additional variables such as leadership style, organizational culture, job satisfaction, and motivation to provide a more comprehensive understanding of employee performance.
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