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Abstract
This study aims to analyze the influence of work meaning, work-life balance, and work experience on employee performance at the Pratama Tax Service Office in West Medan, both partially and simultaneously. This study used a quantitative approach with a survey method. The population in this study was all 117 employees of the Pratama Tax Service Office in West Medan, with a sample size of 54 respondents. Data collection was conducted through questionnaires, while data analysis used multiple linear regression analysis with the help of SPSS. The results show that partially, work meaning, work-life balance, and work experience have a positive and significant effect on employee performance. Simultaneously, these three variables also have a positive and significant effect on employee performance. These findings indicate that the greater the employee's perceived work meaning, the better their work-life balance, and the greater their work experience, the higher their performance. Therefore, improving employee performance can be done by strengthening the meaning of work, maintaining work-life balance, and improving employee work experience.
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Introduction

Human resources (HR) is a crucial factor in the success of an organization or institution. HR exists not only as implementers of organizational activities but also as strategic assets that determine the achievement of organizational goals. Therefore, the potential of each employee needs to be continuously developed to enable them to make an optimal contribution to the organization (Ruzhnikov & Dundin, 2025). In the context of public and business organizations, the success of achieving organizational goals is greatly influenced by the quality of employee performance (Baloch et al., 2022).
Employee performance is the work results achieved by an individual or group of people within an organization in accordance with their assigned duties, authority, and responsibilities (Dehotman, 2023). Performance can be seen from the level of achievement of programs, activities, or policies in realizing the organization's goals, vision, and mission. Therefore, performance is a crucial indicator in assessing the effectiveness and success of an organization, particularly in public sector organizations focused on public service.
The West Medan Pratama Tax Service Office (KPP) is a work unit under the Directorate General of Taxes, Ministry of Finance of the Republic of Indonesia, whose primary task is to collect state revenue through the tax sector within its jurisdiction. In carrying out these duties, the West Medan Pratama Tax Office (KPP Pratama) is required to continuously improve employee performance to support the achievement of tax revenue targets and the realization of good governance. Therefore, improving employee performance is a crucial aspect in supporting the effective implementation of organizational tasks and functions.
Another factor influencing employee performance is work experience. Work experience reflects an individual's mastery of knowledge and skills acquired through years of service and various tasks performed. Employees with more work experience are generally better able to complete tasks effectively and efficiently. Research conducted by Nurmega (2022) shows that work experience influences employee performance at the Makassar Regional Tax and Development Supervisory Agency (BPPMDDTT).
Based on this description, this study aims to analyze the influence of work meaning, work-life balance, and work experience on employee performance at the West Medan Pratama Tax Service Office. However, based on field observations, some employees still experience difficulties balancing their personal and work lives. This situation can impact the effectiveness of employees in carrying out their duties and responsibilities. Therefore, an understanding of the various factors that can influence employee performance is necessary, including meaningful work, work-life balance, and work experience (Badaruddin et al., 2024).
Meaningful work refers to an individual's understanding of the value and purpose of their work, as well as the extent to which that work provides meaning to their life. Employees who view their work as meaningful tend to have higher motivation and commitment to their work. Research conducted by Adawiyah (2023) shows that meaningful work influences employee performance at the Soppeng Regency Education and Culture Office.
Furthermore, work-life balance is also a significant factor influencing employee performance. Work-life balance is a condition in which an individual is able to balance the demands of work with personal life, including family and social activities. This balance can help employees manage work stress and increase job satisfaction, thus positively impacting performance. Research by Maharani and Arnu (2024) shows that work-life balance influences employee performance at the West Java Provincial Department of Industry and Trade.

Literature Review
Employee Performance

Employee performance is a crucial factor in determining an organization's success in achieving its stated goals. Performance reflects the work results achieved by individuals or groups in carrying out the tasks and responsibilities assigned by the organization. According to Rambulangi, Tampi, and Tulusan (2024), employee performance is the work results achieved by an individual, both in quality and quantity, in accordance with the responsibilities assigned to them. In line with this opinion, Sutaguna et al. (2023) states that employee performance is an employee's ability to carry out specific tasks or jobs according to their expertise. Meanwhile, Leitão et al. (2019) explains that performance is the result of employee work, which can be seen in terms of quality, quantity, timeliness, and the ability to work together to achieve organizational goals.
Employee performance is not only influenced by individual abilities but also by various factors originating from within the individual and from the organizational environment. Hasan et al. (2023) mentions several factors that can influence employee performance, including abilities and expertise, knowledge, job design, personality, work motivation, leadership, organizational culture, job satisfaction, work environment, loyalty, commitment, and work discipline. Furthermore, Muzaki et al. (2023) states that performance is also influenced by personal factors, leadership factors, work team factors, organizational systems, and the situation or conditions of the work environment.
Within an organization, employee performance needs to be evaluated periodically through a performance appraisal process. Performance appraisals aim to determine the level of employee achievement and serve as a basis for managerial decision-making. Homauni et al. (2021) states that performance appraisal is a systematic process of evaluating employee work performance based on their assigned tasks. Osman et al. (2024) adds that performance appraisal is part of a system aimed at evaluating employee work results against established standards, thus enabling them to improve future employee performance.
In general, indicators used to measure employee performance include work quality, work quantity, ability to work collaboratively, and responsibility in carrying out work (Vuong & Nguyen, 2022). These indicators demonstrate the extent to which employees are able to complete work effectively and efficiently in accordance with the standards set by the organization.

Meaning of Work

The meaning of work is a psychological aspect that influences an individual's attitude and behavior at work. The meaning of work relates to how an individual views their work as valuable and purposeful in life. Sarmah et al. (2024) states that the meaning of work is an individual's appreciation of their work as something that has value and can bring happiness in life.  Akgunduz et al. (2018) also explain that the meaning of work is an individual's perception of work as positive and giving it significant meaning in their life.
Michaelson (2021) states that the meaning of work refers to the extent to which an individual views their work as meaningful, purposeful, and contributing to themselves and others. The meaning of work can develop through various factors, at the individual, interpersonal, and organizational levels. At the individual level, the meaning of work relates to an individual's understanding of their strengths and weaknesses and the desire to make a positive contribution. At the interpersonal level, the meaning of work can be formed through mutually respectful working relationships and opportunities for collaboration. Meanwhile, at the organizational level, the meaning of work is influenced by organizational values, ethical leadership, and the opportunity for employees to contribute optimally to their work.
According to Scott (2022), the meaning of work can be measured through several aspects: positive meaning, meaning-making through work, and greater good motivation. Positive meaning relates to an individual's perception that the work they do has significance for them. Meaning-making through work indicates that work can help individuals find broader meaning in life. Meanwhile, greater good motivation relates to an individual's desire to make a positive contribution to others or society through their work.

Work-Life Balance

Work-life balance is a condition in which an individual is able to balance the demands of work and personal life so that both can run harmoniously. Bhende et al. (2020) state that work-life balance is a condition when a person is able to manage their time and roles in a balanced way between work and personal life. Saraswati and Lie (2020) also explain that work-life balance is a balance between work and personal life that aims to achieve individual well-being.
The balance between work and personal life is becoming increasingly important in the modern workplace due to the increasing demands and work pressures faced by individuals. Individuals who are able to achieve work-life balance tend to have higher levels of job satisfaction, lower stress levels, and better performance.
According to Stoilova et al. (2020), work-life balance is influenced by several factors, including individual factors, organizational factors, and social environmental factors. Individual factors include personality, psychological well-being, and emotional intelligence. Organizational factors include job flexibility, organizational policies regarding work-life balance, support from superiors and coworkers, and levels of work stress. Meanwhile, social environmental factors relate to family support, family responsibilities, and the individual's social circumstances.
Several indicators that can be used to measure work-life balance include the balance between work and personal life, the balance between work and family roles, and the individual's level of satisfaction with both work and personal life (Lee & Sirgy, 2018). This balance reflects the extent to which an individual can manage work demands without sacrificing their personal life.
Work Experience

Work experience is a crucial factor that can enhance an individual's abilities and skills in performing their work. Work experience reflects the level of knowledge and skills acquired through a person's work experience. Murcahyanto et al. (2022) states that work experience is the capital a person possesses, acquired while performing work tasks based on the responsibilities assigned to them.
Kabicher-Fuchs and Rinderle-Ma (2012) explain that work experience can be measured by the length of time a person has worked in a particular field. The longer a person works, the greater the opportunity to acquire knowledge, skills, and abilities to solve various work problems. Gabrielsson and Politis (2012) also state that work experience can help individuals develop their potential through the various experiences gained during their work.
Work experience is influenced by several factors, such as an individual's background, technical abilities, talents and interests, needs and attitudes, and analytical skills in completing work (Wang et al., 2020). Employees with greater work experience are generally more capable of completing tasks effectively and efficiently and have higher levels of self-confidence in their work. Work experience indicators can be seen from several aspects, including length of service, level of knowledge and skills possessed, mastery of the job and work equipment, and the ability to complete work independently (Santoso et al., 2025). Therefore, the more work experience an employee has, the greater their ability to improve performance.
Research Hypothesis
Based on theory, the following research hypotheses are as follows:
H1: The meaning of work has a positive and significant effect on employee performance at the West Medan Pratama Tax Service Office.
H2: Work-life balance has a positive and significant effect on employee performance at the West Medan Pratama Tax Service Office.
H3: Work experience has a positive and significant effect on employee performance at the West Medan Pratama Tax Service Office.
H4: The meaning of work, work-life balance, and work experience simultaneously have a positive and significant effect on employee performance at the West Medan Pratama Tax Service Office.
Research Method
This research was conducted at the West Medan Pratama Tax Service Office (KPP), located at Jalan Asrama No. 7A, Sei Sikambing C II, Medan Helvetia District, Medan City, North Sumatra Province. The research objectives included the meaning of work, work-life balance, and work experience as independent variables, with employee performance as the dependent variable. This research was conducted between July and September 2025.
This study used a quantitative approach with an associative analysis method to determine the influence between research variables. The population in this study was all 117 employees of the West Medan Pratama Tax Service Office. From this population, a sample of 54 respondents was selected as research subjects. Research data was collected using a questionnaire structured based on the indicators of each research variable.
Data analysis in this study was conducted using the Statistical Package for the Social Sciences (SPSS) version 24 software. The analysis used included descriptive and inferential analysis. Descriptive analysis was used to provide an overview of the characteristics of the research data, as seen from the average value, standard deviation, minimum value, and maximum value (Ghozali, 2018).
Prior to further analysis, data quality testing was conducted, including validity and reliability tests. Validity testing was used to determine the extent to which the research instrument was able to measure the variables being studied. An instrument was declared valid if the correlation between item scores and the total score was greater than the table's r value. Furthermore, a reliability test was used to determine the level of consistency of the research instrument. An instrument was declared reliable if the Cronbach's alpha value was greater than 0.60 (Ghozali, 2018).
Furthermore, this study also tested classical assumptions, including normality, multicollinearity, heteroscedasticity, and autocorrelation tests. The normality test aimed to determine whether the data in the regression model were normally distributed using the Kolmogorov-Smirnov test. Data were considered normally distributed if the significance value was greater than 0.05. The multicollinearity test was conducted to determine whether there was a correlation between the independent variables in the regression model by examining the Tolerance and Variance Inflation Factor (VIF) values. A regression model is declared free from multicollinearity if the Tolerance value is greater than 0.10 and the VIF value is less than 10. The heteroscedasticity test aims to determine whether there is unequal variance in the residuals in the regression model. This test is performed by examining the distribution pattern of points on a scatterplot graph. A regression model is declared free from heteroscedasticity if the points are randomly distributed and do not form a specific pattern. Furthermore, an autocorrelation test is performed using the Durbin-Watson value to determine whether there is a correlation between the residuals over the observation period.
Hypothesis testing in this study was conducted using multiple linear regression analysis to determine the effect of work meaning, work-life balance, and work experience on employee performance. The regression equation used in this study is:


where Y is employee performance, X1 is the meaning of work, X2 is work-life balance, and X3 is work experience.

Next, hypothesis testing was conducted using partial tests (t-tests) and simultaneous tests (F-tests). The t-test was used to determine the partial effect of each independent variable on the dependent variable. An independent variable is considered significant if the significance value is less than 0.05. Meanwhile, the F-test was used to determine the simultaneous effect of independent variables on the dependent variable. The regression model was considered significant if the significance value was less than 0.05.
Furthermore, this study used the coefficient of determination (R²) to determine the extent to which the independent variables explain the dependent variable. The coefficient of determination ranges from 0 to 1, with values ​​closer to 1 indicating a greater ability of the independent variable to explain variation in the dependent variable.
Results
Descriptive Statistics
Table 1. Descriptive Statistics
	Variables
	Instrument
	Frequency (Percentage)

	
	
	5
	4
	3
	2
	1
	Total

	Employee Performance (Y)
	0. KP1
0. KP2
0. KP3
0. KP4
0. KP5
0. KP6
0. KP7
0. KP8
0. KP9
0. KP10
	27,8
44,4
24,1
44,4
24,1
40,7
40,7
55,6
18,5
25,9
	72,2
55,6
74,1
51,9
66,7
59,3
59,3
42,6
57,4
74,1
	0
0
1,9
3,7
9,3
0
0
1,9
24,1
0
	0
0
0
0
0
0
0
0
0
0
	0
0
0
0
0
0
0
0
0
0
	100
100
100
100
100
100
100
100
100
100

	Meaning of work (X1)
	0. MK1
0. MK2
0. MK3
0. MK4
0. MK5
0. MK6
0. MK7
0. MK8
0. MK9
0. MK10
	22,2
29,6
40,7
37,0
20,4
25,9
37,0
29,6
37,0
29,6

	72,2
68,5
51,9
51,9
63,0
68,5
61,1
64,8
55,6
55,6
	3,7
1,9
7,4
11,1
16,7
5,6
1,9
5,6
7,4
13,0
	1,9
0
0
0
0
0
0
0
0
1,9
	0
0
0
0
0
0
0
0
0
0
	100
100
100
100
100
100
100
100
100
100

	Work life balance (X2)
	0. WLB1
0. WLB2
0. WLB3
0. WLB4
0. WLB5
0. WLB6
0. WLB7
0. WLB8
0. WLB9
0. WLB10
	31,5
33,3
27,8
31,5
46,3
35,2
27,8
13,0
18,5
35,2
	55,6
59,3
66,7
57,4
53,7
53,7
61,1
72,2
64,8
64,8
	11,1
5,6
5,6
9,3
0
11,1
11,1
13,0
14,8
0
	1,9
1,9
0
1,9
0
0
0
1,9
1,9
0
	0
0
0
0
0
0
0
0
0
0
	100
100
100
100
100
100
100
100
100
100

	Work experience (X3)
	1. PK1
1. PK2
1. PK3
1. PK4
1. PK5
1. PK6
1. PK7
1. PK8
1. PK9
1. PK10
	25,9
37,0
29,6
25,9
25,9
29,6
33,3
20,4
11,1
22,2
	70,4
63,0
50,0
63,0
70,4
70,4
63,0
63,0
48,1
66,7
	3,7
0
18,5
11,1
3,7
0
3,7
16,7
40,7
11,1
	0
0
1,9
0
0
0
0
0
0
0
	0
0
0
0
0
0
0
0
0
0
	100
100
100
100
100
100
100
100
100
100


Source: Research Results 2025

Based on the descriptive analysis of respondents' responses, the majority of employees at the West Medan Pratama Tax Service Office agreed or strongly agreed with statements on the variables of employee performance, meaning of work, work-life balance, and work experience. Regarding employee performance, the majority of respondents stated that they were able to achieve work targets, complete work according to quality standards, collaborate with colleagues, and complete tasks effectively and on time. This indicates that employee performance is considered good. Regarding the meaning of work, most respondents considered that the work they carry out has an important meaning, contributes to society, and provides opportunities for development. Regarding the work-life balance variable, respondents stated that they are able to maintain a balance between work and personal life and remain motivated at work. Meanwhile, regarding the work experience variable, respondents stated that work experience helps improve skills, reduces work errors, and increases professionalism in carrying out tasks. Overall, the descriptive results indicate that the meaning of work, work-life balance, and work experience are perceived positively by employees and have the potential to support improved employee performance at the West Medan Pratama Tax Service Office.

Data Quality Test
Table 2. Variable Validity Test
	Variables
	Instrument
	r-count
	r-table
	Information

	Meaning of work (X1)
	1. MK1
1. MK2
1. MK3
1. MK4
1. MK5
1. MK6
1. MK7
1. MK8
1. MK9
1. MK10
	0.535
0.289
0.520
0.543
0.605
0.646
0.643
0.617
0.772
0.659
	0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid

	Work life balance (X2)
	1. WLB1
1. WLB2
1. WLB3
1. WLB4
1. WLB5
1. WLB6
1. WLB7
1. WLB8
1. WLB9
1. WLB10
	0.391
0.405
0.526
0.794
0.699
0.598
0.577
0.489
0.647
0.366
	0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid

	Work experience (X3)
	1. PK1
1. PK2
1. PK3
1. PK4
1. PK5
1. PK6
1. PK7
1. PK8
1. PK9
1. PK10
	0.489
0.440
0.418
0.438
0.340
0.354
0.444
0.436
0.269
0.324
	0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
	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
	0.342
0.417
0.517
0.528
0.620
0.784
0.784
0.621
0.421
0.698
	0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
0.2681
	Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid
Valid


Source: Research Results 2025

Reliability
Table 3. Variable Reliability Test
	Variables
	Cronbach’s Alpha
	Reliability Limits
	Information

	Meaning of work (X1)
Work life balance (X2)
Work experience (X3)
Employee performance (Y)
	0.744
0.729
0.629
0.739
	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.

Multicollinearity Test

Table 4. Multicollinearity Test
	Coefficientsa

	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	Meaning of Work
	.885
	1.129

	
	Work Life Balance
	.926
	1.080

	
	Work experience
	.937
	1.067

	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 and 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

[image: ]
Figure 2. Heteroscedasticity Test



Hypothesis Testing with the t-Test
Table 5. Partial Test (t-Test)
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	4.140
	6.847
	
	.605
	.548

	
	Meaning of Work
	.212
	.100
	.241
	2.130
	.038

	
	Work Life Balance
	.376
	.095
	.437
	3.949
	.000

	
	Work experience
	.340
	.143
	.261
	2.373
	.022

	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 meaning of the work variable has a p-value (in the Sig. column) of 0.038 < 0.05, indicating significance. The calculated t-value of 2.130 is greater than the t-table value of 2.009, indicating significance. This indicates that the meaning of work has a positive and significant effect on employee performance.
2. The work-life balance variable has a p-value (in the Sig. column) of 0.000 < 0.05, indicating significance. The calculated t-value of 3.949 is greater than the t-table value of 2.009, indicating significance. This indicates that work-life balance has a positive and significant effect on employee performance.
3. The work experience variable has a p-value (in the Sig. column) of 0.022 < 0.05, indicating significance. The calculated t-value of 2.373 is greater than the t-table value of 2.009, indicating significant significance. This means that work experience has a positive and significant influence on employee performance.

Pengujian Hipotesis dengan Uji F
	
Table 6. Simultaneous Test Results (F Test)
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	199.434
	3
	66.478
	12.716
	.000b

	
	Residual
	261.400
	50
	5.228
	
	

	
	Total
	460.833
	53
	
	
	

	a. Dependent Variable: Employee Performance

	b. Predictors: (Constant), Work Experience, Work Life Balance, Meaning of Work


Source: Data processed 2025

Based on the F test or Anova test or simultaneous test above, the calculated F is 12.716 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 the meaning of work (X1), work life balance (X2), and work experience (X3) as independent variables simultaneously have an effect on employee performance (Y). In other words, the meaning of work (X1), work life balance (X2), and work experience (X3) simultaneously have a positive and significant effect on employee performance, because the calculated F> F table, namely 12.716> 2.79. This means that if the meaning of work (X1), work life balance (X2), and work experience (X3) are jointly implemented in the organization, it will have an impact on increasing employee performance (Y), conversely, if the meaning of work (X1), work life balance (X2), and work experience (X3) are not jointly implemented, it will have an impact on decreasing employee performance (Y).

Analysis of the Coefficient of Determination (R2)	
Table 7. Results of Determination Coefficient Analysis
	Model Summary

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

	1
	.658a
	.433
	.399
	2.286

	a. Predictors: (Constant), Work Experience, Work Life Balance, Meaning of Work


	Source: Data processed 2025

The processed results in the table above show the adjusted coefficient of determination (R2) value (Adjusted R Square) of 0.433. This means that 43.3% of the dependent variable (employee performance) is influenced or explained by the independent variables, namely the meaning of work, work-life balance, and work experience, and the remaining 56.7% (100% - 43.3%) is influenced or explained by other variables outside the variables used in this study.
Regression Equation Results	
Table 8. Multiple Linear Regression Test
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	4.140
	6.847
	
	.605
	.548

	
	Meaning of Work
	.212
	.100
	.241
	2.130
	.038

	
	Work Life Balance
	.376
	.095
	.437
	3.949
	.000

	
	Work experience
	.340
	.143
	.261
	2.373
	.022

	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 = 4,140 + 0,212X1 + 0,376X2 + 0,340X3
In this regression model, the constant value of 4.140 indicates that if the independent variables in the model are assumed to be zero, or if the independent variables, in this case, work meaning, work-life balance, and work experience, are applied, employee performance will increase by 4.140 units.
The regression coefficient α1 of 0.212 in this study indicates that the work meaning variable (X1) influences employee performance (Y). This indicates that when work meaning is fulfilled, employee performance will increase by 0.212 units.
The regression coefficient α2 of 0.376 in this study indicates that the work-life balance variable (X2) influences employee performance (Y). This indicates that when work-life balance is fulfilled, employee performance will increase by 0.376 units. The regression coefficient α3 of 0.340 in this study indicates that the work experience variable (X3) influences employee performance (Y). This shows that when the work experience variable is fulfilled, employee performance will increase by 0.340 units.

Evaluation
The results of the study indicate that work meaning, work-life balance, and work experience simultaneously have a positive and significant effect on employee performance at the West Medan Pratama Tax Service Office. This indicates that these three variables collectively play a crucial role in improving employee performance. Employees who understand the meaning of their work, are able to manage work-life balance, and possess adequate work experience tend to be able to carry out their duties more effectively, achieve work targets, and complete work according to organizational standards.
Partially, work meaning has been shown to have a positive and significant effect on employee performance. This indicates that the greater the sense of meaning employees feel in their work, the better their performance. Employees who view their work as important, contributing to society, and part of their identity will have higher motivation and commitment in carrying out their duties. This encourages employees to work optimally and take responsibility for their assigned work.
Meanwhile, the results of the study indicate that work-life balance does not have a significant effect on employee performance. This indicates that work-life balance is not yet a primary factor influencing employee performance at the West Medan Pratama Tax Service Office. Employees strive to carry out their duties and responsibilities professionally despite facing various circumstances in their personal lives. In other words, the high job demands within the agency further encourage employees to remain focused on achieving work targets.
Furthermore, work experience has been shown to have a positive and significant impact on employee performance. This indicates that the more work experience an employee has, the better their ability to complete their work. Employees with more work experience tend to have the skills, knowledge, and abilities to address various work issues, thereby enhancing their professionalism and work effectiveness.
Overall, the results of this study indicate that the meaning of work and work experience are important factors influencing employee performance, while work-life balance has not shown a significant impact on employee performance at the West Medan Pratama Tax Service Office. These findings suggest that employee performance can be improved by strengthening the meaning of work and enhancing employee work experience through training, competency development, and ongoing work experience.

Conclusion

This study aims to analyze the influence of work meaning, work-life balance, and work experience on employee performance at the West Medan Pratama Tax Service Office, both partially and simultaneously. Based on the data analysis, it can be concluded that work meaning has a positive and significant influence on employee performance. This indicates that the greater the sense of meaning employees feel in their work, the better their performance. Furthermore, work-life balance has also been shown to have a positive and significant influence on employee performance. This indicates that a balance between work and personal life can support improved employee performance in carrying out their duties and responsibilities. Furthermore, work experience also has a positive and significant influence on employee performance. Employees with greater work experience tend to have better skills, knowledge, and abilities in completing their work. Overall, the results of this study indicate that work meaning, work-life balance, and work experience simultaneously have a positive and significant influence on employee performance at the West Medan Pratama Tax Service Office. Thus, these three factors play a crucial role in supporting improved employee performance within the organization. Based on the research findings, the West Medan Pratama Tax Service Office is expected to continue improving employee performance by focusing on factors influencing performance, particularly the meaning of work, work-life balance, and work experience. Organizations are also advised to provide feedback on employee performance and create a conducive work environment to enable employees to perform optimally. Furthermore, employee competency development needs to be implemented through various human resource development programs, such as training, seminars, and other capacity-building activities. Future researchers are expected to expand the research scope and include other variables that could potentially influence employee performance to achieve more comprehensive research results.
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