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Abstract
This study aims to examine the influence of quality of work life, organizational commitment, and intellectual intelligence on employee performance at the East Medan Pratama Tax Service Office. A quantitative approach was employed using a survey method through the distribution of questionnaires to employees. The population consisted of 92 employees, with a sample of 90 respondents selected using a saturated sampling technique. Data were analyzed using validity and reliability tests, classical assumption tests, multiple linear regression analysis, t-tests, F-tests, and the coefficient of determination. The results indicate that organizational commitment and intellectual intelligence have a positive and significant partial effect on employee performance, whereas quality of work life does not show a significant partial effect. However, simultaneously, quality of work life, organizational commitment, and intellectual intelligence collectively have a positive and significant effect on employee performance. These findings suggest that enhancing organizational commitment and intellectual intelligence can contribute to improving employee performance within the organization.
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Introduction
Human resources are the most critical asset in an organization, as they function both as planners and implementers of various organizational activities (Biron et al., 2024). Unlike other resources such as capital, machinery, and materials, which are inherently passive, human resources possess cognitive abilities, emotions, and diverse backgrounds that influence organizational behavior. Therefore, the success of an organization is largely determined by the quality of its human resources (Arifin et al., 2022). Employee performance is a key factor in achieving organizational objectives, as it reflects both the quality and quantity of work accomplished in accordance with assigned responsibilities (Nayak & Sahoo, 2015).
In the current global context, the nature of work has undergone a significant transformation due to rapid digitalization, organizational change, and the increasing demand for flexible work arrangements in the post-COVID-19 era. Organizations are required to continuously enhance employee performance while also addressing employee well-being, engagement, and cognitive capabilities in dealing with increasingly complex tasks (Salas‐Vallina et al., 2021). Moreover, the growing demand for transparent and accountable public services compels government institutions to optimize employee performance to deliver high-quality services to the public.
The East Medan Pratama Tax Service Office is a government institution responsible for conducting tax education, service delivery, supervision, and law enforcement in the field of taxation. To effectively perform these duties, the organization requires employees who are disciplined, responsible, and capable of achieving high performance so that organizational targets can be met optimally. However, existing conditions indicate that employee performance has not yet reached its full potential. This is reflected in instances where work outcomes do not meet established targets, limited employee skills and competencies, ineffective communication among colleagues, and an imbalance between work and personal life.
One factor that may influence employee performance is the quality of work-life (Thakur & Sharma, 2019). A high quality of work life can create a safe and supportive work environment, enhance employee motivation, and ultimately improve performance. Previous research by Pio (2022) found that the quality of work life has a significant effect on employee performance.
In addition, organizational commitment plays a crucial role in enhancing employee performance. Organizational commitment reflects the level of employee loyalty and attachment to the organization, which encourages individuals to contribute optimally toward achieving organizational goals. Hendri (2019) found that organizational commitment has a significant effect on employee performance. Chigeda et al. (2022) explained that ongoing commitment in an organization is influenced by emotional intelligence, work-life balance support, and work stress.
Another factor that may affect employee performance is intellectual intelligence. Intellectual intelligence is associated with an individual’s ability to think logically, process information, and solve problems effectively in the workplace. Lona et al. (2020) demonstrated that intellectual intelligence has a positive and significant effect on employee performance.
Despite the growing body of research on the effects of quality of work life, organizational commitment, and intellectual intelligence on employee performance, several research gaps remain (Chigeda et al., 2022). First, prior findings are inconsistent, particularly regarding the effect of quality of work life on employee performance, which is not always found to be significant across different organizational contexts. Second, many studies examine these variables in isolation, with limited research investigating their combined effects within a single empirical model, especially in the public sector. Third, studies that integrate aspects of employee well-being, organizational attachment, and cognitive capability in response to contemporary workplace demands remain relatively scarce, particularly in the context of taxation institutions in Indonesia.
Based on these considerations, this study aims to analyze the influence of quality of work life, organizational commitment, and intellectual intelligence on employee performance at the East Medan Pratama Tax Service Office. This study is expected to contribute theoretically to the development of human resource management literature and provide practical insights for organizations in formulating comprehensive strategies to enhance employee performance in the era of global transformation.
Literature Review
Employee Performance
Employee performance refers to the outcomes achieved by individuals in carrying out tasks and responsibilities assigned by the organization. Anwar Agustina et al. (2024) define performance as the quality and quantity of work achieved by employees in accordance with their responsibilities. Similarly, Romero et al. (2015) emphasize that performance is the result of a work process measured against predetermined standards, while Aguilera et al. (2024) view performance as the work outcomes achieved by individuals or groups in efforts to accomplish organizational goals. Thus, employee performance can be understood as the level of achievement of work outcomes based on established standards.
Performance evaluation is conducted systematically to assess employees’ contributions to the organization and to support decision-making in human resource development. According to Dewa (2023), employee performance is influenced by factors such as effectiveness and efficiency, clarity of authority and responsibility, work discipline, and initiative. Ahmed et al. (2022) further highlight that performance is also affected by ability, willingness, work energy, technology, intelligence, goal clarity, and job security. In measuring performance, Gunasekaran et al. (2004)  identifies key indicators including productivity, work quality, timeliness, process speed, resource utilization, and cost efficiency.
Quality of Work Life and Employee Performance
Quality of work life (QWL) refers to the extent to which the work environment supports employees’ well-being, satisfaction, and opportunities for growth. Srinivasaiah et al. (2023) define QWL as a human resource management approach aimed at creating working conditions that enhance employee performance. Likewise, Leitão et al. (2019) state that QWL reflects organizational efforts to ensure employee satisfaction and comfort at work.
QWL encompasses several dimensions, including opportunities for personal development, participation in decision-making, a supportive work environment, harmonious interpersonal relationships, fair compensation, and adequate facilities (Bashir et al., 2026). A positive quality of work life is expected to increase motivation and engagement, which in turn contributes to improved employee performance. In the context of this study, QWL is considered a key variable influencing how employees perform their duties within the East Medan Primary Tax Service Office.
Organizational Commitment and Employee Performance
Organizational commitment describes the degree of employees’ attachment, loyalty, and involvement in their organization. Wu et al. (2012) define organizational commitment as the willingness of employees to remain part of the organization. Meanwhile, Vanhala et al. (2016) explain that organizational commitment reflects employees’ trust in organizational goals and their desire to maintain membership.
According to Mercurio (2015), organizational commitment consists of three main dimensions: affective commitment (emotional attachment), continuance commitment (perceived cost of leaving), and normative commitment (sense of obligation). Employees with high organizational commitment tend to exhibit stronger dedication, lower turnover intentions, and higher levels of performance. Therefore, organizational commitment is an important determinant of employee performance in achieving organizational objectives.
Intellectual Intelligence and Employee Performance
Intellectual intelligence refers to an individual’s ability to think logically, analyze information, and solve problems effectively. Beckmann and Guthke (2014) define intellectual intelligence as the capacity for reasoning, problem-solving, and understanding complex ideas. Furthermore, Colom (2020) identifies several dimensions of intellectual intelligence, including numerical ability, verbal ability, perceptual speed, inductive and deductive reasoning, spatial visualization, and memory.
Employees with higher intellectual intelligence are generally more capable of performing tasks efficiently, adapting to complex work demands, and making effective decisions (Bankins et al., 2024). As a result, intellectual intelligence is considered a crucial factor influencing employee performance, particularly in organizations that require analytical thinking and problem-solving skills, such as taxation institutions.
Conceptual Framework of the Study
Based on the above theoretical perspectives, employee performance is influenced by multiple factors, including quality of work life, organizational commitment, and intellectual intelligence. This study integrates these three variables into a single framework to examine their individual and simultaneous effects on employee performance at the East Medan Primary Tax Service Office. By doing so, this research provides a more comprehensive understanding of the determinants of employee performance, particularly within the public sector context.
Research Hypotheses
Based on the theoretical framework and conceptual model, the hypotheses of this study are formulated as follows:
H1: Quality of work life has a significant effect on employee performance at the East Medan Pratama Tax Service Office.
H2: Organizational commitment has a significant effect on employee performance at the East Medan Pratama Tax Service Office.
H3: Intellectual intelligence has a significant effect on employee performance at the East Medan Pratama Tax Service Office.
H4: Quality of work life, organizational commitment, and intellectual intelligence simultaneously have a significant effect on employee performance at the East Medan Pratama Tax Service Office.
Research Method
This study proposes a conceptual model that examines the relationships between quality of work life, organizational commitment, intellectual intelligence, and employee performance. In this model, quality of work life, organizational commitment, and intellectual intelligence are treated as independent variables, while employee performance is the dependent variable.
Quality of work life is expected to influence employee performance by creating a supportive and satisfying work environment that enhances employee well-being, motivation, and productivity. A higher quality of work life enables employees to perform their tasks more effectively and contributes to improved organizational outcomes.
Organizational commitment is assumed to have a direct positive relationship with employee performance. Employees who demonstrate strong commitment to their organization tend to show higher levels of loyalty, responsibility, and engagement, which ultimately leads to better performance.
Intellectual intelligence is also hypothesized to positively affect employee performance. Employees with higher levels of intellectual intelligence are more capable of understanding complex tasks, solving problems efficiently, and making informed decisions, thereby enhancing their work effectiveness. Furthermore, this study assumes that these three variables not only influence employee performance individually but also collectively. The simultaneous interaction of quality of work life, organizational commitment, and intellectual intelligence is expected to provide a more comprehensive explanation of employee performance within the organizational context.
This study was conducted at the East Medan Pratama Tax Service Office, located at Jalan Suka Mulia No. 17A, 4th Floor, AUR Village, Medan Maimun District, Medan City, North Sumatra, Indonesia (Postal Code 20151). The object of this study includes quality of work life, organizational commitment, and intellectual intelligence as independent variables, and employee performance as the dependent variable. The study was carried out over three months, from July to September 2025.
The population of this study consisted of all employees working at the East Medan Pratama Tax Service Office, totaling 92 individuals. Given that the population size was relatively small (fewer than 100 individuals), a saturated sampling technique was employed, in which all members of the population were included as the sample. However, the head of the office and the researcher were excluded as respondents. Therefore, the final sample consisted of 90 employees who participated as respondents in this study.
Data Analysis Techniques
Validity Test
The validity test was conducted to determine the extent to which the research instrument accurately measures the intended variables. Validity was assessed by comparing the calculated correlation coefficient (r-value) with the critical r-table value at a 5% significance level. Questionnaire items were considered valid if the calculated r-value exceeded the r-table value; otherwise, they were deemed invalid.
Reliability Test
The reliability test was performed to assess the consistency of the research instrument. Reliability was evaluated using Cronbach’s Alpha. The instrument was considered reliable if the Cronbach’s Alpha coefficient exceeded 0.60, indicating consistent measurement results.
Classical Assumption Tests
Prior to conducting regression analysis, classical assumption tests were performed to ensure that the regression model met the required statistical assumptions. These tests included normality, multicollinearity, and heteroscedasticity tests. The normality test was conducted to determine whether the data in the regression model were normally distributed. This was assessed using the Kolmogorov–Smirnov test, as well as by examining the distribution patterns in histogram graphs and normal probability plots (Rai et al., 2021). The data were considered normally distributed if the significance value exceeded 0.05 and the data points followed the diagonal line in the probability plot.
The multicollinearity test was used to examine whether there was a high correlation among the independent variables in the regression model. This test was conducted by analyzing the tolerance and Variance Inflation Factor (VIF) values. The regression model was considered free from multicollinearity if the tolerance value was greater than 0.10 and the VIF value was less than 10.
The heteroscedasticity test was conducted to determine whether there was an unequal variance of residuals across observations in the regression model. This was assessed by examining the scatterplot of predicted values of the dependent variable (ZPRED) against the residuals (ZRESID) (Arango & Akiki, 2026). If the data points were randomly distributed above and below zero and did not form a specific pattern, the model was considered free from heteroscedasticity.
Hypothesis Testing
Multiple Linear Regression Analysis
Multiple linear regression analysis was employed to examine the influence of quality of work life, organizational commitment, and intellectual intelligence on employee performance. The regression model used in this study is formulated as follows:

Where:
= Employee Performance
= Quality of Work Life
= Organizational Commitment
= Intellectual Intelligence
= Constant
= Regression coefficients
= Error term

t-Test (Partial Test)
The t-test was used to examine the partial effect of each independent variable on the dependent variable. The test was conducted by comparing the calculated t-value (t-statistic) with the critical t-value (t-table) at a 5% significance level. If the calculated t-value exceeds the critical t-value, the corresponding independent variable is considered to have a significant effect on the dependent variable.
F-Test (Simultaneous Test)
The F-test was conducted to determine whether the independent variables jointly have a significant effect on the dependent variable. This test was performed by comparing the calculated F-value (F-statistic) with the critical F-value (F-table) at a 5% significance level. If the calculated F-value exceeds the critical F-value, the independent variables are considered to have a significant simultaneous effect on the dependent variable.
Coefficient of Determination (R²)
The coefficient of determination (R²) was used to assess the extent to which the independent variables explain the variation in the dependent variable. The value of R² ranges from 0 to 1. A value closer to 1 indicates that the independent variables have a greater explanatory power in accounting for the variation in the dependent variable within the research model.
Results


Table 1. Descriptive Statistics of Employee Performance
	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
	31,1
36,7
30,0
40,0
22,2
41,1
41,1
45,6
32,2
30,0
	68,9
63,3
70,0
60,0
63,3
58,9
57,8
54,4
56,7
65,6
	0
0
0
0
14,4
0
1,1
0
11,1
4,4
	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



Based on Table 1, it can be concluded that the majority of respondents provided positive evaluations of employee performance. Most respondents indicated agreement or strong agreement that they were able to complete their work with satisfactory quality, produce good work outcomes, meet performance targets, and complete tasks in a timely manner. In addition, respondents reported that they were capable of collaborating effectively with colleagues, generating new ideas, and engaging in discussions on innovation with supervisors and other employees.
Furthermore, most respondents stated that they were able to perform their duties in accordance with established procedures and demonstrated responsibility in completing assigned tasks. However, a small proportion of respondents expressed some disagreement regarding their ability to take initiative, adhere strictly to procedures, and maintain full responsibility in task completion. These findings indicate that employee performance at the East Medan Pratama Tax Service Office can be categorized as good.



Table 2. Descriptive Statistics of Quality of Work Life
	Variables
	Instrument
	Frequency (Percentage)

	
	
	5
	4
	3
	2
	1
	Total

	Quality of work life
(X1)
	0. KKK1
0. KKK2
0. KKK3
0. KKK4
0. KKK5
0. KKK6
0. KKK7
0. KKK8
0. KKK9
0. KKK10
	21,1
40,0
28,9
38,9
24,4
30,0
22,2
32,2
25,6
16,7
	74,4
57,8
66,7
61,1
60,0
63,6
72,2
66,7
63,3
70,0
	4,4
2,2
4,4
0
14,4
6,7
3,3
1,1
8,9
13,3
	0
0
0
0
1,1
0
2,2
0
2,2
0
	0
0
0
0
0
0
0
0
0
0
	100
100
100
100
100
100
100
100
100
100



Based on Table 2, it can be concluded that the majority of respondents provided positive evaluations of their competencies and capabilities in performing their work. Most respondents indicated agreement or strong agreement that they possess academic qualifications relevant to their job, have a field of study that supports their work, and demonstrate a good understanding of their assigned tasks. In addition, respondents reported that they are able to utilize work-related technologies, possess appropriate theoretical knowledge and practical skills, and uphold values of honesty and responsibility in carrying out their duties.
Furthermore, most respondents stated that they apply creativity and innovation in their daily work activities. However, a small proportion of respondents expressed some disagreement regarding their understanding of job tasks, the alignment of their skills with job requirements, and the use of creativity in their work. These findings indicate that the competencies and capabilities of employees at the East Medan Pratama Tax Service Office are generally good and supportive of effective job performance.
Table 3. Descriptive Statistics of Organizational Commitment
	Variables
	Instrument
	Frequency (Percentage)

	
	
	5
	4
	3
	2
	1
	Total

	Organizational commitment (X2)
	0. KO1
0. KO2
0. KO3
0. KO4
0. KO5
0. KO6
0. KO7
0. KO8
0. KO9
0. KO10
	31,1
35,6
37,8
21,1
28,9
23,3
28,9
18,9
28,9
44,4
	65,6
63,3
56,7
71,1
64,4
53,3
64,4
71,1
62,2
54,4
	3,3
1,1
5,6
7,8
6,7
22,2
6,7
10,0
7,8
1,1
	0
0
0
0
0
1,1
0
0
1,1
0
	0
0
0
0
0
0
0
0
0
0
	100
100
100
100
100
100
100
100
100
100



Based on Table 3, it can be concluded that the majority of respondents provided positive evaluations of organizational commitment. Most respondents indicated agreement or strong agreement that they intend to spend the remainder of their careers at the East Medan Pratama Tax Service Office, feel a sense of responsibility toward the organization, and have a strong desire to remain within the institution. Respondents also expressed the view that changing jobs could be detrimental to themselves and may even be considered ethically inappropriate.
In addition, most respondents reported a strong emotional attachment to the organization, as reflected in their perception that organizational problems are part of their responsibility, their experience of a familial work atmosphere, and their sense of shared experiences both positive and challenging within the workplace. However, a small proportion of respondents expressed some disagreement regarding certain aspects of organizational attachment. These findings indicate that the level of organizational commitment among employees at the East Medan Pratama Tax Service Office can be categorized as good.
Table 4. Descriptive Statistics of Intellectual Intelligence
	Variables
	Instrument
	Frequency (Percentage)

	
	
	5
	4
	3
	2
	1
	Total

	Intellectual intelligence (X3)
	1. KI1
1. KI2
1. KI3
1. KI4
1. KI5
1. KI6
1. KI7
1. KI8
1. KI9
1. KI10
	32,2
38,9
36,7
43,3
32,2
26,7
37,8
30,0
26,7
36,7
	63,3
61,1
62,2
56,7
58,9
61,1
62,2
57,8
65,6
63,3
	2,2
0
1,1
0
8,9
12,2
0
11,1
7,8
0
	2,2
0
0
0
0
0
0
1,1
0
0
	0
0
0
0
0
0
0
0
0
0
	100
100
100
100
100
100
100
100
100
100



Based on Table 4, it can be concluded that the majority of respondents provided positive evaluations of their intellectual intelligence in performing their work. Most respondents indicated agreement or strong agreement that they are able to think analytically and critically in decision-making, respond to problems quickly and accurately, and demonstrate strong abilities in reading, writing, speaking, and expressing ideas effectively.
In addition, respondents reported a high level of curiosity regarding the problems they encounter, the ability to communicate in a systematic manner, and the capacity to consider the consequences of their decisions. They also indicated that they are able to anticipate organizational strategies appropriately and assess potential opportunities and threats faced by the organization. However, a small proportion of respondents expressed some disagreement regarding certain aspects of communication ability and engagement in non-formal interests. Overall, these findings indicate that the intellectual intelligence of employees at the East Medan Pratama Tax Service Office can be categorized as good.
Data Quality Test
Table 5. Variable Validity Test
	Variables
	Instrument
	r-count
	r-table
	Information

	Quality of work life (X1)
	1. KKK1
1. KKK2
1. KKK3
1. KKK4
1. KKK5
1. KKK6
1. KKK7
1. KKK8
1. KKK9
1. KKK10
	0.227
0.414
0.442
0.582
0.626
0.502
0.555
0.413
0.671
0.421
	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

	Organizational commitment (X2)
	1. KO1
1. KO2
1. KO3
1. KO4
1. KO5
1. KO6
1. KO7
1. KO8
1. KO9
1. KO10
	0.497
0.471
0.698
0.774
0.608
0.728
0.724
0.730
0.692
0.567
	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

	Intellectual intelligence (X3)
	1. KI1
1. KI2
1. KI3
1. KI4
1. KI5
1. KI6
1. KI7
1. KI8
1. KI9
1. KI10
	0.251
0.408
0.709
0.829
0.562
0.717
0.816
0.614
0.773
0.493
	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
1. KP2
1. KP3
1. KP4
1. KP5
1. KP6
1. KP7
1. KP8
1. KP9
1. KP10
	0.332
0.466
0.748
0.764
0.603
0.800
0.803
0.725
0.542
0.647
	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 validity test, it can be concluded that all questionnaire items used to measure each research variable are valid. The results of the validity test for each variable are presented as follows.

Table 6. Variable Reliability Test
	Variables
	Cronbach's Alpha
	Reliability Limits
	Information

	Quality of work life (X1)
Organizational commitment (X2)
Intellectual intelligence (X3)
Employee performance (Y)
	0.712
0.760
0.746
0.747
	0.6
0.6
0.6
0.6
	Reliable
Reliable
Reliable
Reliable


Source: Research Results 2025
Based on the data presented in Table 6, the results of the reliability test indicate that the Cronbach’s alpha values for each variable exceed 0.60, which is the minimum threshold for reliability. Therefore, it can be concluded that the research instrument is reliable.
Classical Assumption Test
Normality Test	
Uji Normalitas  
[image: ]
Figure 1. Data Normality Test Graph

Based on Figure 1, the data points are distributed around the diagonal line and follow its direction in the histogram and P–P plot, indicating a normal distribution pattern. Therefore, it can be concluded that, based on the P–P plot, the regression model satisfies the normality assumption.
Multicollinearity Test
Table 7. Multicollinearity Test
	Coefficientsa

	Model
	Collinearity Statistics

	
	Tolerance
	VIF

	1
	Quality of Work Life
	.601
	1.665

	
	Organizational Commitment
	.534
	1.874

	
	Intellectual Intelligence
	.621
	1.610

	a. Dependent Variable: Employee Performance


Source: Research Results 2025
Based on the tolerance values, none of the independent variables have a tolerance value below 0.10, indicating that there is no significant correlation among the independent variables and, therefore, no multicollinearity issue. Furthermore, the Variance Inflation Factor (VIF) values confirm this finding, as none of the independent variables have a VIF value exceeding 10. Thus, it can be concluded that there is no multicollinearity among the independent variables in the regression model.

Heteroscedasticity Test
[image: ]
Figure 2. Heteroscedasticity Test





Table 8. Partial Test (t-Test)
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	6.663
	4.008
	
	1.663
	.104

	
	Quality of Work Life
	.069
	.109
	.070
	.636
	.528

	
	Organizational Commitment
	.359
	.100
	.418
	3.594
	.001

	
	Intellectual Intelligence
	.436
	.099
	.475
	4.405
	.000

	a. Dependent Variable: Employee Performance


Source: Data processed 2025
Based on the table above, the t-test results indicate the partial effects of each independent variable on the dependent variable as follows:
1. The quality of work life variable has a p-value (Sig.) of 0.528, which is greater than 0.05, indicating that the effect is not statistically significant. In addition, the calculated t-value (0.636) is lower than the critical t-value (1.988), further confirming that the effect is not significant. Therefore, quality of work life does not have a significant effect on employee performance. 
2. The organizational commitment variable has a p-value (Sig.) of 0.000, which is less than 0.05, indicating a statistically significant effect. Moreover, the calculated t-value (3.594) exceeds the critical t-value (1.988), confirming the significance of the result. Thus, organizational commitment has a positive and significant effect on employee performance. 
3. The intellectual intelligence variable has a p-value (Sig.) of 0.021, which is less than 0.05, indicating a statistically significant effect. The calculated t-value (4.405) is also greater than the critical t-value (1.988), confirming the result. Therefore, intellectual intelligence has a positive and significant effect on employee performance.
Hypothesis Testing with the F Test
Table 9. Simultaneous Test Results (F Test)
	ANOVAa

	Model
	Sum of Squares
	df
	Mean Square
	F
	Sig.

	1
	Regression
	304.540
	3
	101.513
	32.574
	.000b

	
	Residual
	127.771
	41
	3.116
	
	

	
	Total
	432.311
	44
	
	
	

	a. Dependent Variable: Employee Performance

	b. Predictors: (Constant), Intellectual Intelligence, Quality of Work Life, Organizational Commitment


Source: Data processed 2025

Based on the F-test (ANOVA or simultaneous test), the calculated F-value is 32.574 at a significance level of α = 0.05. The corresponding p-value is 0.000, which is substantially lower than 0.05, indicating that the regression model is statistically significant and can be used to predict employee performance.
This result demonstrates that quality of work life (X₁), organizational commitment (X₂), and intellectual intelligence (X₃), as independent variables, simultaneously have a significant effect on employee performance (Y). Furthermore, since the calculated F-value (32.574) exceeds the critical F-value (2.71), it can be concluded that these variables collectively have a positive and significant influence on employee performance.
In other words, improvements in quality of work life, organizational commitment, and intellectual intelligence, when implemented together within the organization, are associated with an increase in employee performance. Conversely, the absence or weak implementation of these factors may lead to a decline in employee performance.

Analysis of the Coefficient of Determination (R2)
Table 10. Results of the Determination Coefficient Analysis
	Model Summary

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

	1
	.839a
	.704
	.683
	1.765

	a. Predictors: (Constant), Intellectual Intelligence, Quality of Work Life, Organizational Commitment


	Source: Data processed 2025
The results presented in the table indicate that the adjusted coefficient of determination (Adjusted R²) is 0.704. This means that 70.4% of the variance in the dependent variable (employee performance) is explained by the independent variables, namely quality of work life, organizational commitment, and intellectual intelligence. The remaining 29.6% is explained by other variables not included in this study.

Regression Equation Results
To facilitate the interpretation and presentation of the regression analysis results, the model is expressed in the form of a regression equation. This equation consists of a constant and regression coefficients obtained from the data analysis conducted in the previous stage.
Table 11. Multiple Linear Regression Test
	Coefficientsa

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	t
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	6.663
	4.008
	
	1.663
	.104

	
	Quality of Work Life
	.069
	.109
	.070
	.636
	.528

	
	Organizational Commitment
	.359
	.100
	.418
	3.594
	.001

	
	Intellectual Intelligence
	.436
	.099
	.475
	4.405
	.000

	a. Dependent Variable: Employee Performance


Source: Data processed 2025
The estimated regression equation obtained from the data analysis is as follows:

In this regression model, the constant value of 6.663 indicates that when all independent variables are assumed to be zero, employee performance is predicted to be 6.663 units.
The regression coefficient for quality of work life () is 0.069, indicating that quality of work life has a positive effect on employee performance. This means that, holding other variables constant, a one-unit increase in quality of work life is associated with an increase of 0.069 units in employee performance.
The regression coefficient for organizational commitment () is 0.359, indicating a positive relationship between organizational commitment and employee performance. This implies that, ceteris paribus, a one-unit increase in organizational commitment will increase employee performance by 0.359 units. The regression coefficient for intellectual intelligence () is 0.436, which also shows a positive effect on employee performance. This suggests that, all else being equal, a one-unit increase in intellectual intelligence will lead to an increase of 0.436 units in employee performance.

Discussion
This study aims to examine the influence of quality of work life, organizational commitment, and intellectual intelligence on employee performance at the East Medan Pratama Tax Service Office, both partially and simultaneously. Based on the results of hypothesis testing, all proposed hypotheses are addressed, providing a clearer understanding of the relationships between the variables.
In relation to the first objective and hypothesis (H1), which examines the effect of quality of work life on employee performance, the findings indicate that quality of work life does not have a significant partial effect on employee performance. This suggests that improvements in employees’ work-life conditions alone may not directly translate into higher performance outcomes. This finding is consistent with previous studies (Aras et al., 2025), which argue that quality of work life often influences performance indirectly through mediating variables such as motivation, well-being, or organizational commitment. In the context of this study, it is possible that structural and job-related demands in the public sector require additional supporting factors—such as skills alignment, technological competence, and innovation—before improvements in work-life quality can significantly impact performance.
Regarding the second objective and hypothesis (H2), which focuses on the effect of organizational commitment on employee performance, the results show a positive and significant relationship. This indicates that employees who demonstrate higher levels of commitment tend to perform better in their roles. This finding supports prior research (Nabhan & Munajat, 2023), which highlights that organizational commitment enhances motivation, loyalty, and engagement, leading to improved performance outcomes. In this study, employees who exhibit strong emotional attachment and a sense of responsibility toward the organization are more likely to complete tasks effectively and contribute to organizational goals.
Furthermore, in relation to the third objective and hypothesis (H3), the findings confirm that intellectual intelligence has a positive and significant effect on employee performance. This result suggests that cognitive abilities, such as analytical thinking, problem-solving, and decision-making, play a crucial role in determining employee effectiveness. This is in line with previous empirical findings (Bahri et al., 2021), which emphasize that intellectual intelligence contributes directly to performance by enabling employees to handle complex tasks and adapt to organizational demands.
Finally, addressing the fourth objective and hypothesis (H4), the results demonstrate that quality of work life, organizational commitment, and intellectual intelligence simultaneously have a positive and significant effect on employee performance. This finding indicates that employee performance is best understood as the result of multiple interacting factors rather than a single determinant. The simultaneous significance suggests that while quality of work life may not independently influence performance, it still plays an important supporting role when combined with strong organizational commitment and intellectual intelligence. The findings highlight the importance of adopting an integrated approach to human resource management. Organizational commitment and intellectual intelligence emerge as primary drivers of employee performance, while quality of work life functions as a complementary factor that enhances the effectiveness of other variables. This integrated perspective provides a more comprehensive understanding of employee performance, particularly within public sector organizations.

Conclusion and Recommendations
This study aimed to examine the influence of quality of work life, organizational commitment, and intellectual intelligence on employee performance at the East Medan Pratama Tax Service Office, both partially and simultaneously. The findings indicate that, partially, organizational commitment and intellectual intelligence have positive and significant effects on employee performance. This suggests that higher levels of employee attachment and loyalty to the organization, as well as stronger intellectual capabilities, are associated with improved performance. In contrast, quality of work life does not have a significant partial effect on employee performance, indicating that it does not directly determine performance outcomes in the context of this study.
However, when examined simultaneously, quality of work life, organizational commitment, and intellectual intelligence collectively have a positive and significant effect on employee performance. This finding confirms that employee performance is shaped by the interaction of multiple factors, including organizational, psychological, and cognitive dimensions. Therefore, efforts to enhance employee performance will be more effective when these factors are managed in an integrated manner.
From a theoretical perspective, this study contributes to the human resource management literature by demonstrating that employee performance is influenced by the interplay of psychological factors (organizational commitment), cognitive factors (intellectual intelligence), and work environment factors (quality of work life). Furthermore, the findings help address inconsistencies in prior research regarding the effect of quality of work life by suggesting that its influence may be indirect or context-dependent.
From a practical perspective, the findings provide important implications for management at the East Medan Pratama Tax Service Office. The organization is encouraged to prioritize strengthening organizational commitment by fostering a supportive work culture, improving internal communication, and recognizing employee contributions. In addition, enhancing employees’ intellectual intelligence should be emphasized through continuous training, education, and competency development, particularly in analytical thinking, problem-solving, and technological skills.
Although quality of work life was not found to have a significant direct effect, it should not be neglected. The organization should continue to improve the work environment, support work–life balance, and provide opportunities for employee participation in decision-making processes, as these factors may indirectly enhance motivation and engagement.
This study has several limitations. First, it was conducted within a single public sector institution, which may limit the generalizability of the findings. Second, the use of self-reported questionnaire data may introduce response bias. Third, the study considered only three independent variables, while other potentially relevant factors such as leadership, work motivation, organizational culture, and job satisfaction were not included.
Therefore, future research is recommended to expand the scope of the study across different organizational contexts, employ more diverse methodological approaches such as mixed methods, and incorporate additional variables to provide a more comprehensive understanding of the determinants of employee performance.
COMPETING INTERESTS DISCLAIMER:
Authors have declared that they have no known competing financial interests OR non-financial interests OR personal relationships that could have appeared to influence the work reported in this paper.

[bookmark: _Hlk218868534]
[bookmark: _Hlk221624953]Disclaimer (Artificial intelligence)

Author(s) hereby declare that NO generative AI technologies such as Large Language Models (ChatGPT, COPILOT, etc.) and text-to-image generators have been used during the writing or editing of this manuscript. 




References

Aguilera, R. V., De Massis, A., Fini, R., & Vismara, S. (2024). Organizational goals, outcomes, and the assessment of performance: Reconceptualizing success in management studies. Journal of Management Studies, 61(1), 1–36. https://doi.org/10.1111/joms.12994
Agustina, R., Yusuf, M., Sutiyan, O. S. J., Ardianto, R., & Norvadewi, N. (2024). Employee performance mediated quality of work life relationship satisfaction on the job and organizational commitment. Jurnal Darma Agung, 30(2), 589–605. http://dx.doi.org/10.46930/ojsuda.v30i2.2278
Arango, L., & Akiki, R. K. (2026). Regression. In Translational plastic surgery (pp. 135–138). Academic Press. https://doi.org/10.1016/B978-0-323-91168-9.00081-8
Aras, Y., Avcı, K., & Goktas, M. (2025). The mediating role of job satisfaction in the impact of quality of work life on organizational commitment and job performance. Journal of Health Organization and Management, Advance online publication, 1–17. https://doi.org/10.1108/JHOM-04-2025-0190
Arifin, S., Darmawan, D., Hartanto, C. F. B., & Rahman, A. (2022). Human resources based on total quality management. Journal of Social Science Studies, 2(1), 17–20. https://jos3journals.id/index.php/jos3/article/view/19
Bankins, S., Ocampo, A. C., Marrone, M., Restubog, S. L. D., & Woo, S. E. (2024). A multilevel review of artificial intelligence in organizations: Implications for organizational behavior research and practice. Journal of Organizational Behavior, 45(2), 159–182. https://doi.org/10.1002/job.2735
Bashir, B., Manzoor, Z., & Gani, A. (2026). Job satisfaction: A mediator of the quality of work life and organizational commitment nexus. Journal of Management Development, 45(2), 249–277. https://doi.org/10.1108/JMD-03-2024-0103
Beckmann, J. F., & Guthke, J. (2014). Complex problem solving, intelligence, and learning ability. In Complex problem solving (pp. 177–200). Psychology Press. https://doi.org/10.4324/9781315806723
Biron, M., Boon, C., Farndale, E., & Bamberger, P. A. (2024). Human resource strategy: Formulation, implementation, and impact. Routledge. https://doi.org/10.4324/9781003402176
Chigeda, F., Ndofirepi, T. M., & Steyn, R. (2022). Continuance in organizational commitment: The role of emotional intelligence, work‐life balance support, and work‐related stress. Global Business and Organizational Excellence, 42(1), 22–38. https://doi.org/10.1002/joe.22172
Colom, R. (2020). Intellectual abilities. In Handbook of clinical neurology (Vol. 173, pp. 109–120). Elsevier. https://doi.org/10.1016/B978-0-444-64150-2.00012-5
Dewa, A. (2023). The influence of work ability, work discipline and work environment on employee performance. Economic and Business Horizon, 2(3), 1–10. https://doi.org/10.54518/ebh.2.3.2023.171
Gunasekaran, A., Patel, C., & McGaughey, R. E. (2004). A framework for supply chain performance measurement. International Journal of Production Economics, 87(3), 333–347. https://doi.org/10.1016/j.ijpe.2003.08.003
Hendri, M. I. (2019). The mediation effect of job satisfaction and organizational commitment on the organizational learning effect of employee performance. International Journal of Productivity and Performance Management, 68(7), 1208–1234. https://doi.org/10.1108/IJPPM-05-2018-0174
Leitão, J., Pereira, D., & Gonçalves, Â. (2019). Quality of work life and organizational performance: Workers’ feelings of contributing, or not, to the organization’s productivity. International Journal of Environmental Research and Public Health, 16(20), 3803. https://doi.org/10.3390/ijerph16203803
Lona, W. A., Fanggidae, R. E., Nursiani, N. P., & Maak, C. (2020). The influence of emotional intelligence, intellectual intelligence, and spiritual intelligence on employee performance. In Proceedings of the 5th International Conference on Tourism, Economics, Accounting, Management and Social Science (TEAMS 2020) (pp. 538–545). Atlantis Press. https://doi.org/10.2991/aebmr.k.201212.076
Mercurio, Z. A. (2015). Affective commitment as a core essence of organizational commitment: An integrative literature review. Human Resource Development Review, 14(4), 389–414. https://doi.org/10.1177/1534484315603612
Nabhan, F., & Munajat, M. (2023). The role of work engagement and organizational commitment in improving job performance. Cogent Business & Management, 10(2), 2235819. https://doi.org/10.1080/23311975.2023.2235819
Nayak, T., & Sahoo, C. K. (2015). Quality of work life and organizational performance: The mediating role of employee commitment. Journal of Health Management, 17(3), 263–273. https://doi.org/10.1177/0972063415589236
Pio, R. J. (2022). The mediation effect of quality of worklife and job satisfaction in the relationship between spiritual leadership to employee performance. International Journal of Law and Management, 64(1), 1–17. https://doi.org/10.1108/IJLMA-07-2018-0138
Rai, A., Ahmad, Z., Hasan, M. J., & Kim, J. M. (2021). A novel pipeline leak detection technique based on acoustic emission features and two-sample Kolmogorov–Smirnov test. Sensors, 21(24), 8247. https://doi.org/10.3390/s21248247
Romero, H. L., Dijkman, R. M., Grefen, P. W., & van Weele, A. J. (2015). Factors that determine the extent of business process standardization and the subsequent effect on business performance. Business & Information Systems Engineering, 57(4), 261–270. https://doi.org/10.1007/s12599-015-0386-0
Salas‐Vallina, A., Alegre, J., & López‐Cabrales, Á. (2021). The challenge of increasing employees' well‐being and performance: How human resource management practices and engaging leadership work together toward reaching this goal. Human Resource Management, 60(3), 333–347. https://doi.org/10.1002/hrm.22021
Srinivasaiah, R., Devappa Renuka, S., & Nanjundeswaraswamy, T. S. (2023). Quality management practices and quality of work life–A conceptual model development. International Journal of Quality & Reliability Management, 40(2), 391–418. https://doi.org/10.1108/IJQRM-06-2021-0189
Thakur, R., & Sharma, D. (2019). A study of impact of quality of work life on work performance. Management and Labour Studies, 44(3), 326–344. https://doi.org/10.1177/0258042X19851912
Vanhala, M., Heilmann, P., & Salminen, H. (2016). Organizational trust dimensions as antecedents of organizational commitment. Knowledge and Process Management, 23(1), 46–61. https://doi.org/10.1002/kpm.1497
Wu, C. C., Lee, W. C., & Lin, R. S. (2012). Are employees more committed and willing to accept critical assignments during a crisis? A study of organizational commitment, professional commitment and willingness to care during the SARS outbreak in Taiwan. The International Journal of Human Resource Management, 23(13), 2698–2711. https://doi.org/10.1080/09585192.2011.637056 
Yadav, A., Pandita, D., & Singh, S. (2022). Work-life integration, job contentment, employee engagement and its impact on organizational effectiveness: A systematic literature review. Industrial and Commercial Training, 54(3), 509–527. https://doi.org/10.1108/ICT-12-2021-0083




image1.png
Normal P-P Plot of Regression Standardized Residual

Expected Cum Prob

Dependent Variable: Employee Performance
10

0.8

067

0.4

0.0 T T T
00 02 04 06 08 10

Observed Cum Prob





image2.png
Regression Studentized Residual

Scatterplot

3

Dependent Variable: Employee Performance
[
o
o © o
° o
% o (<]
o o °
R Y ©
‘bo o °
o
o © % ° °
o
° o
R)
o
[
T T T T
-1 0 1 2

Regression Standardized Predicted Value






    The Influence of Quality of Work Life, Organizational Commitment, and  Intellectual Intelligence on Employee Performance at the East Medan  Primary Tax Service Office         Abstract   This study aims to examine the influence of quality of work life, organizational commitment,  and intellectual intelligence on employee performance at the East Medan Pratama Tax Service  Office. A quantitative approach was employed using a survey method thro ugh the distribution  of questionnaires to employees. The population consisted of 92 employees, with a sample of  90 respondents selected using a saturated sampling technique.   Data were analyzed using  validity and reliability tests, classical assump tion tests, multiple linear regression analysis, t - tests, F - tests, and the coefficient of determination. The results indicate that organizational  commitment and intellectual intelligence have a positive and significant partial effect on  employee performanc e, whereas quality of work life does not show a significant partial effect.  However, simultaneously, quality of work life, organizational commitment, and intellectual  intelligence collectively have a positive and significant effect on employee performance.   These  findings suggest that enhancing organizational commitment and intellectual intelligence can  contribute to improving employee performance within the organization.   Keywords:   quality of work life, organizational commitment, intellectual intelligence,  employee performance ,  human resources ,  tax service office     Introduction   Human resources are the most critical asset in an organization, as they function both as planners  and implementers of various organizational activities   (Biron et al., 2024) . Unlike other  resources such as capital, machinery, and materials, which are inherently passive, human  resources possess cognitive abilities, emotions, and diverse backgrounds that influence  organizational behavior. Therefore, the success of an organizati on is largely determined by the  quality of its human resources   (Arifin et al., 2022) . Employee performance is a key factor in  achieving organizational objectives, as it reflects both the quality and quantity of work  accomplished in accordance with assigned responsibilities   (Nayak & Sahoo, 2015) .   In the current global context, the nature of work has undergone  a  significant transformation  due to rapid digitalization, organizational change, and the increasing demand for flexible work  arrangements in the post - COVID - 19 era. Organizations are required to continuously enhance  employee performance while also addressing  employee well - being, engagement, and cognitive  capabilities in dealing with increasingly complex tasks   (Salas‐Vallina et al., 2021) . Moreover,  the growing demand for transparent and accounta ble public services compels government  institutions to optimize employee performance  to   deliver high - quality services to the public.   The East Medan Pratama Tax Service Office is a government institution responsible for  conducting tax education, service delivery, supervision, and law enforcement in the field of  taxation. To effectively perform these duties, the organization requires empl oyees who are  disciplined, responsible, and capable of achieving high performance so that organizational  targets can be met optimally. However, existing conditions indicate that employee performance  has not yet reached its full potential. This is reflected   in instances where work outcomes do not 

