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INTRODUCTION

In the era of globalization and increasingly fierce competition, human
resources are the main factor in determining the success of an organization,
including in the government sector (Mokobombang & Natsir, 2024). The
Regional Office of the Directorate General of Taxes (DGT) of North Sumatra I is
one of the agencies that has a strategic role in managing tax administration in
its region. Therefore, the performance of employees within the DGT greatly
determines the effectiveness in achieving organizational goals, especially in
increasing tax compliance and optimizing state revenue.

Employee performance is influenced by various factors, including
competence, work attitude, and career development. Competence includes the
skills, knowledge, and abilities of individuals in carrying out their duties and
responsibilities. Employees who have good competence are expected to work
more effectively and efficiently, so that they can make maximum contributions
to the organization (Nurillah & Muid, 2014).

In addition to competence, work attitude also plays an important role in
determining employee performance. Work attitude reflects the motivation,
dedication, and commitment of employees in carrying out their duties (Subagio,
2015). Employees with a positive work attitude tend to be more disciplined,
responsible, and have a high work spirit, which affects productivity increase.

Career development is another factor that is no less important in
improving employee performance. A good career development program will
encourage employees to continuously improve their capacity and skills
(Parerung et al., 2014). This can be done through training, further education,
and job promotion opportunities that can motivate employees to work better
and achieve organizational targets.

In the context of the North Sumatra DGT Regional Office I, competence,
work attitude, and career development are aspects that need to be considered in
an effort to improve employee performance. Considering that the duties and
responsibilities carried out are quite complex, employees are required to have
good technical skills, a professional attitude, and opportunities to continue to
develop in their careers.

Problems that often arise in government organizations are the lack of
attention to improving employee competence, the lack of career development
programs, and the lack of encouragement to improve positive work attitudes. If
these factors are not considered, it can have an impact on low productivity and
a decrease in the quality of public services.

Based on this phenomenon, this study aims to analyze the impact of
competence, work attitude, and career development on employee performance
at the DGT North Sumatra Regional Office I. By understanding the extent of the
influence of these three factors, it is hoped that it can provide the right
recommendations in an effort to improve employee performance.

Through this research, it is hoped that the main factor that is most
dominant in influencing employee performance can be found. If competence is
the most significant factor, then organizations need to improve training and
education programs. If work attitudes become a more influential aspect, then
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there needs to be a strategy to increase employee motivation and work
discipline. If career development is the main factor, then organizations need to
pay attention to promotion opportunities and clearer career paths for
employees.

The results of this study are also expected to be the basis for the
management of the North Sumatra DGT Regional Office I in designing more
effective human resource management policies. Thus, organizations can create
a more conducive work environment, improve employee welfare, and
encourage continuous performance improvement.

In addition, this research can also contribute to academic studies in the
field of human resource management, especially in the context of government
agencies. The findings of this study can be a reference for other organizations
that have similar characteristics in improving the performance of their
employees.

Ultimately, optimal employee performance will contribute to the
achievement of overall organizational goals. In the context of the DGT,
improving employee performance will have an impact on increasing tax
compliance, better service to the community, and increasing more optimal state
revenue.

By considering these various aspects, this research is relevant to be
conducted to identify factors that can increase the effectiveness and efficiency of
employee performance. Thus, the North Sumatra DGT Regional Office I can
continue to develop into a professional, competent, and highly competitive
institution.

In conclusion, this study seeks to answer the question of the extent to
which competence, work attitude, and career development can affect employee
performance in the DGT North Sumatra Regional Office I. By understanding
the relationship between these variables, it is hoped that the most effective
strategies can be found in improving employee performance in this
organizational environment.

THEORETICAL REVIEW

Literature review is a theoretical basis that is a reference in this study.
Research on the impact of competence, work attitude, and career development
on employee performance has been widely studied in various literatures in the
field of human resource management. This review aims to explain the main
concepts that are the research variables, namely competence, work attitude,
career development, and employee performance, as well as the relationships
between these variables based on the theory and results of previous research.

Competence

Competence is a combination of knowledge, skills, and attitudes that a
person needs to carry out tasks effectively and efficiently (Spencer & Spencer,
2008). According to (Sumual, 2015), competencies include aspects of technical
competence, social competence, and conceptual competence. High competence
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allows employees to complete work with quality results and according to
organizational standards.

In the context of public organizations such as the North Sumatra DGT
Regional Office I, employee competence is very important in handling
administrative tasks, understanding tax regulations, and providing optimal
service to the community. Research conducted by (Ataunur & Ariyanto, 2016)
shows that there is a positive and significant relationship between employee
competence and organizational performance. Therefore, improving competence
through training and education is a strategic step in improving employee
performance.

Work Attitude

Work attitude is defined as an evaluation or assessment of an individual
towards his or her work, which is reflected in feelings of liking or disliking the
task carried out (Judge & Robbins, 2013). A positive work attitude includes
loyalty, responsibility, discipline, and motivation in getting work done
(Luthans et al., 2006). Employees who have a good work attitude tend to have a
high commitment to their tasks and organization, so that it has a direct impact
on the performance produced.

Several studies show that work attitudes have a significant influence on
productivity. For example, research conducted by (Satato et al., 2022) In the
government sector, it shows that employees with a positive work attitude show
better performance in completing tasks and providing services to the
community. Therefore, organizations need to build a conducive work culture to
encourage a positive work attitude among employees.

Career Development

Career development is a process in which organizations provide
opportunities for employees to improve their abilities and reach higher career
heights (Supardi, 2016). Career development programs include training, career
guidance, job rotation, and promotion. Good career development can increase
employee motivation, job satisfaction, and loyalty, which ultimately has a
positive impact on performance.

According to (Vendriana, 2017), clear career development provides a
sense of security and encourages employees to work better because of the
promising future prospects. Study conducted by (Nur et al, 2022) In the
government environment, it shows that structured career development has a
significant effect on improving employee performance. By providing
opportunities for growth, employees feel valued and motivated to make
maximum contributions to the organization.

Employee Performance

Employee performance is defined as the work results achieved by a
person in accordance with the responsibilities given (Anwar Prabu, 2017).
Employee performance can be measured through several indicators such as
work quality, work quantity, punctuality, effectiveness, and efficiency. Optimal
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performance is essential for organizations because it has an impact on the
achievement of goals and operational success.

In the public sector, employee performance is measured based on the
ability to provide effective and accountable services to the community.
Research by (Wahyuni, 2015) found that the performance of employees in the
government environment is greatly influenced by competence, work attitude,
and career development. Therefore, organizations need to pay attention to these
factors in an effort to improve employee performance in a sustainable manner.

METHODOLOGY

This study uses a qualitative approach to analyze the impact of
competence, work attitude, and career development on employee performance
at the DGT North Sumatra Regional Office 1. Qualitative approach was chosen
because it allows researchers to deeply understand the phenomena that occur,
reveal employee perspectives, and explore the relationships between variables
through direct experience and views from the research subjects.

Research Design

The research design used is a case study because the focus of this
research is in a specific environment, namely the North Sumatra DGT Regional
Office I. Case studies allow researchers to observe in detail phenomena related
to competence, work attitudes, career development, and their impact on
employee performance (Assyakurrohim et al., 2023).

Location and Time of Research

This research was conducted at the North Sumatra DGT Regional Office
I. Location selection was based on the strategic role of the agency in managing
tax administration and the relevance of the research topic to employee
performance development. The research was carried out for 3 months to allow
for in-depth and comprehensive data collection.

Research Subject
The research subjects consisted of employees in various divisions at the
DGT North Sumatra I Regional Office, including administrative staff, field
employees, and management. The researcher used purposive sampling to select
informants who have experience and in-depth understanding related to
competencies, work attitudes, career development, and employee performance.
The criteria for selecting an informant include:
a. Employees with a minimum service period of 3 years.
b. Employees who have participated in career development or training
programs.
c. Employees at the staff level to managerial.
It is estimated that there are 8-12 informants who are interviewed in
depth to get a rich variety of perspectives.
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Data Collection Techniques
Data collection is carried out through several methods to increase the
validity and reliability of the findings (Data, 2015)that is:

In-depth Interview
The interviews were conducted in a semi-structured manner to provide
flexibility in exploring the informant's answers freely while still focusing on the
main topic. Interview questions include:
a. Competence: Knowledge, skills, and experience of employees in carrying
out their duties.
b. Work Attitude: Employee motivation, dedication, and commitment to
the organization.
c. Career Development: Training opportunities, promotions, and their
impact on performance.
d. Employee Performance: Employee perception of work achievement,
effectiveness, and productivity.

Participant Observation

Researchers conduct direct observation of work activities in the office
environment to understand how competencies, work attitudes, and career
development are applied in daily life. Observation includes interactions
between employees, work procedures, and organizational dynamics.

Documentation

Secondary data collection through official documents such as employee
performance reports, career development policies, and training evaluation
results. Documentation helps strengthen the data from interviews and
observations.

Data Analysis Techniques
Data analysis is carried out qualitatively descriptive through the
following stages (Miles & Huberman, 1992):

Data Reduction

Sort and simplify data from interviews, observations, and documentation
to find key themes related to competencies, work attitudes, career development,
and employee performance.

Categorization and Coding
The data obtained is categorized based on the main theme and assigned
a specific code to facilitate analysis. For example:
a. K1: Technical competence
b. SK2: Work attitude and motivation
c. PK3: Career development program
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Data Presentation

The data is compiled in the form of a descriptive narrative that explains
the relationships between variables and patterns that emerge from the research
results.

Drawing conclusions

Conclusions are drawn based on the interpretation of the collected data.
The researcher ensures that the conclusions are objective, reflect the informant's
experience, and are relevant to the purpose of the research.

RESULTS
The Effect of Competence on Employee Performance at the DGT North Sumatra
Regional Office 1

Based on the results of interviews and observations, competence has a
significant influence on employee performance at the North Sumatra DGT
Regional Office I. Informants stated that employees who have technical skills,
in-depth knowledge of tax regulations, and good communication skills tend to
complete their work more effectively and accurately.

Some employees revealed that regular training organized by the DGT,
such as training on the latest tax regulations and improving administrative
skills, helps them improve their technical and conceptual competencies. High
competence has an impact on the speed of task completion and accuracy in
providing services to taxpayers.

Table 1. The Effect of Competence on Employee Performance

Competency Aspects Research Findings

Technical Competencies Increase accuracy in completing
tasks.

Social Competence Improve  communication  with
taxpayers.

Conceptual Competencies Assist in  systematic problem
solving.

Training and Development Support the improvement of
professional skills.

The Effect of Work Attitude on Employee Performance at the North Sumatra
DGT Regional Office I

The results of the interview showed that work attitude had a direct effect
on employee performance. Employees with positive attitudes, such as high
dedication, responsibility, and commitment to tasks, tend to work more
disciplined and produce more quality output.

Informants at the managerial level emphasized the importance of
building a conducive work culture to maintain employee motivation.
Employees who have high intrinsic motivation show greater initiative in
completing tasks without strict supervision. On the other hand, employees with
a negative work attitude have difficulty meeting performance targets.
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Table 2. The Effect of Work Attitude on Employee Performance

Aspects of Work Attitude Research Findings

Motivation Increase initiative in completing
tasks.

Work Discipline Ensuring punctuality in completion.

Commitment Maintain the quality of service to
the community.

Loyalty Increase engagement with the
organization.

The Effect of Career Development on Employee Performance at the DGT North
Sumatra Regional Office I

Based on the results of documentation and interviews, career
development at the North Sumatra DGT Regional Office I has a significant
impact on employee performance. Employees who have the opportunity to
develop through training, promotion, and job rotation programs show better
performance than employees who do not get similar opportunities.

Most informants feel that a transparent career development system
motivates them to work harder. However, some employees stated that the
limited promotion opportunities are a challenge in maintaining long-term
motivation.

Table 3. The Effect of Career Development on Employee Performance

Career Development Aspects Research Findings

Ongoing Training Improve technical and
professional capabilities.

Promotional Opportunities Motivate employees to improve
performance.

Position Rotation Enrich work experience and skills.

Performance Evaluation Provide constructive feedback.

The Influence of Competence, Work Attitude, and Career Development on
Employee Performance at the DGT North Sumatra Regional Office 1

The results of the study show that competence, work attitude, and career
development simultaneously have a strong influence on employee
performance. These three variables complement each other in creating a
productive and efficient work environment.

Employees with high competence tend to have confidence in carrying
out their duties, while a good work attitude increases morale and discipline.
Career development is a supporting factor that encourages employees to
continue to develop and make maximum contributions.

1286



East Asian Journal of Multidisciplinary Research (EAJMR)
Vol. 4, No. 3, 2025 : 1279 - 1292

Table 4. The Relationship of Competence, Work Attitude, and Career
Development to Employee Performance

Variable Impact on Employee Performance

Competence Increase effectiveness and efficiency
in work.

Work Attitude Motivates and encourages
commitment to the organization.

Career Development Provide  professional growth
opportunities.

Combination of the Three Variables | Improving service quality and
productivity.

DISCUSSION
The Effect of Competence on Employee Performance at the DGT North Sumatra
Regional Office 1

The results of the study show that competence has a significant influence
on employee performance at the North Sumatra DGT Regional Office I. The
competencies in question include technical, social, and conceptual competencies.
Employees with a high level of competence are able to complete their work more
effectively, accurately, and in accordance with applicable procedures. This is in
line with the theory put forward by (Spencer & Spencer, 2008), which states that
competencies include basic individual characteristics that are directly related to
superior performance in the workplace.

From the results of the interviews, most of the informants stated that the
regular training organized by the DGT, such as training on the latest tax
regulations and the use of tax information systems, helped improve their skills
and understanding. These findings support the results of the study (Sumual,
2015) which concludes that improving competence through continuous training
has a direct impact on increasing work productivity.

In addition, employees who have interpersonal competence show better
communication skills in handling taxpayers. This social competence is important
in maintaining good relationships and creating quality services. This is in
accordance with the opinion (McClelland & Boyatzis, 1982), which emphasizes
that interpersonal competence plays an important role in creating a productive
and harmonious work environment.

The Effect of Work Attitude on Employee Performance at the North Sumatra
DGT Regional Office 1

Work attitude has a direct effect on employee performance. The attitude in
question includes motivation, discipline, commitment, and loyalty. Based on the
results of the interview, employees who have high motivation tend to show
greater initiative in completing tasks and complying with organizational rules.
These findings are consistent with the theory (Judge & Robbins, 2013) which
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states that a positive attitude towards work contributes to increased productivity
and the achievement of optimal results.

Some informants at the managerial level emphasized the importance of
creating a work culture that is conducive to maintaining a positive work attitude.
Employees with a good work attitude show a high commitment to completing
tasks on time and with quality. This is reinforced by research (Anwar Prabu,
2017) which found that organizational commitment significantly affects
employee performance because employees who feel valued tend to work more
diligently and responsibly.

However, the results of the study also revealed that employees with
negative work attitudes, such as lack of motivation due to limited promotions,
experienced a decrease in performance. These findings support the results of
Amri's (2020) research, which states that poor work attitudes can lead to low
productivity and job satisfaction in the bureaucratic environment.

The Effect of Career Development on Employee Performance at the DGT North
Sumatra Regional Office 1

The results of the study show that career development has an important
role in improving employee performance. The career development program at
the DGT North Sumatra Regional Office I includes ongoing training, promotion
opportunities, and job rotation. The majority of informants stated that the
opportunity to develop through training and promotion motivates them to work
better and improve their professional abilities.

These findings are in line with the theory of (Greenhaus et al., 2000) which
states that effective career development creates opportunities for employees to
develop new skills and improve performance. In addition, research (Supardi,
2016) It also proves that clear and transparent career development is able to
increase employee loyalty and create intrinsic motivation that leads to optimal
performance.

However, some employees stated that there were limited promotion
opportunities that led to a decrease in work morale. This is consistent with the
results of the study (Vendriana, 2017), which suggests that unclear career paths
can reduce employee motivation and negatively impact productivity. Therefore,
it is important for organizations to provide clarity in career development policies
to maintain employee morale and performance.

The Simultaneous Influence of Competence, Work Attitude, and Career
Development on Employee Performance at the DGT North Sumatra Regional
Office 1

The results of the study show that competence, work attitude, and career
development together have a strong influence on employee performance. These
three variables complement each other in creating a productive work
environment. Highly competent employees are able to work efficiently, a positive
work attitude encourages motivation and discipline, while career development
creates growth opportunities that encourage improved performance.

These findings are in line with the 3P Performance Theory (People,
Process, Product) model developed by (Ling et al., 2011). This model states that a
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combination of competencies, work attitudes, and career development is a key
factor in improving organizational performance. This research also supports the
results of the research (Sutrisno, 2009) which concludes that comprehensive
human resource management, including competency development, work
attitude, and career development, is able to increase organizational productivity
and efficiency.

Furthermore, this study proves that employee performance can be
improved through a holistic approach that combines various internal
(competencies and work attitudes) and external factors (career development).
Therefore, the North Sumatra DGT Regional Office I is advised to strengthen
training programs, motivate employees through performance appreciation, and
provide clear and open career paths.

CONCLUSIONS AND RECOMMENDATIONS

Based on the results of research and discussions that have been carried out
on "The Impact of Competence, Work Attitude, and Career Development on
Employee Performance at the DGT North Sumatra Regional Office I", it can be
concluded that these three variables have a significant influence on employee
performance, both individually and simultaneously. First, competence has an
important role in improving employee performance. Employees who have good
technical, social, and conceptual competence are able to complete tasks
efficiently, accurately, and in accordance with applicable regulations. The routine
training provided by the North Sumatra DGT Regional Office I has proven to
improve the ability of employees to understand tax regulations and complete
their work better. Second, work attitude has a direct effect on employee
performance. Employees with a positive work attitude —including discipline,
responsibility, commitment, and loyalty—tend to have high morale in
completing tasks and meeting organizational targets. A good work attitude
encourages employees to work more productively and maintain the quality of
service. Third, career development plays an important role in motivating
employees to improve their performance. Career development programs that
include ongoing training, promotion opportunities, and job rotations provide
opportunities for employees to develop new skills and expand their professional
experience. Employees who see clear career development opportunities tend to
be more motivated and perform better. Fourth, simultaneously, competence,
work attitude, and career development have a strong and complementary
influence in improving employee performance at the DGT North Sumatra
Regional Office I. The combination of these three factors creates a conducive
work environment, motivates employees to work better, and ensures that the
quality of service to the community is maintained. Thus, to improve employee
performance in a sustainable manner, the North Sumatra DGT Regional Office I
is advised to: Strengthen training and competency development programs
regularly so that employees always have the latest skills and knowledge.
Encourage a positive work culture by paying attention to employee welfare,
giving appreciation for achievements, and building a supportive work
environment. Develop a clear and transparent career policy to provide equal
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growth opportunities for all employees, so that motivation and loyalty to the
organization can be increased. This conclusion shows that a holistic approach to
human resource management, which includes competency development,
positive work attitudes, and sustainable career development policies, is a key
factor in improving employee performance in bureaucratic environments such as
the DGT North Sumatra Regional Office I.

FURTHER STUDY

Future research can explore the interaction effects between competence,
work attitude, and career development in different public sector institutions to
determine whether similar patterns exist across various bureaucratic
environments. A longitudinal study could assess the long-term impact of
continuous training and career development on employee motivation and
performance. Additionally, investigating the role of organizational culture and
leadership in shaping work attitudes may provide deeper insights into
sustaining high employee performance. Comparative studies between regional
and central tax offices could also highlight contextual differences in human
resource management strategies. Lastly, qualitative research focusing on
employee perceptions of career development opportunities may offer valuable
recommendations for improving talent retention and job satisfaction.
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