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Abstract 
This study investigates the impact of analysis workload and communication on employee performance, 

focusing on Examination, Collection, Intelligence, and Investigation departments. Using a sample of 42 

individuals, data was analyzed through descriptive and inferential statistics, including validity and 

reliability tests, classical assumption tests, multiple linear regression, t-tests, F-tests, and coefficient of 

determination. Findings indicate that while workload does not significantly affect performance, 

communication does. The combined effect of workload and communication significantly influences 

performance, explaining 69.1% o pf its variability. 
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INTRODUCTION 

Managing human resources is crucial in today's era of globalization, as the effectiveness of organizations 

largely depends on the quality of human resources within them. Achieving the goals of an organization or 

institution is inseparable from the human resources it possesses, as they are responsible for organizing and 

managing other resources to realize the institution's objectives. Therefore, organizations are required to have 

competent human resources with high performance levels to carry out the tasks assigned by the institution. 

Supporting employee performance requires individuals who possess the competency to handle their workload 

effectively and communicate well (Hashemi & Dehghanian, 2017), (Kareem, 2019), (Kareem & Hussein, 

2019) 

The Directorate General of Taxation is one of the directorates under the Indonesian Ministry of Finance 

tasked with implementing tax policies and technical standards, playing a crucial role in the country's 

economic and providing public services. In the context of the Directorate General of Taxation Riau, 

employees are considered valuable assets that need to be trained, developed, and retained. Despite the 

frequent discussion of the importance of human resource management within organizations, structured and 

focused handling of this issue, both by organizations and individual employees, is often lacking. The 

success of the Directorate General of Taxation Riau can be observed through the performance of its 

employees, as the performance, whether good or bad, significantly impacts the overall success of the 

institution in achieving its goals and vision. 
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Performance appraisal within the Directorate General of Taxation (DGT) is based on Government 

Regulation No. 46 of 2011 regarding the assessment of Civil Servants' Work Performance. It involves a 

systematic evaluation process conducted by assessing officers, covering work targets with a weight of 60% 

and work behavior with a weight of 40%. Work targets include quantity, quality, timeliness, and cost, while 

work behavior encompasses service orientation, integrity, commitment, discipline, cooperation, and 

leadership. Government Regulation Number 46 of 2011 concerning Evaluation of Civil Servant Work 

Performance (PNS Performance ratings for DGT Riau employees are categorized as excellent (81-100%), 

good (71-80%), sufficient (61-70%), less sufficient (51-60%), and poor (below 50%) (Sugma, 2022). 

 

Government Regulation Number 46 of 2011 concerning Evaluation of Civil Servant Work Performance, Based 

on the employee performance assessment at the Directorate General of Taxation Riau, particularly in the areas 

of Examination, Collection, Intelligence, and Investigation, it is evident that performance fluctuates from year 

to year. Although the decline in 2020 was not significant at 11.8%, it indicates a decrease in performance in 

these departments. This decline may be attributed to several factors, including: 

1. Quantity: Employees show a lack of initiative in executing tasks. For instance, when a mistake occurs, 

employees tend to seek help from others rather than resolving it independently, leading to slow and 

inefficient problem-solving. 

2. Quality: Employees exhibit a lack of attention to detail, resulting in persistent errors in tax collection targets. 

3. Discipline: Some employees frequently arrive late to work, causing disruptions. 

4. Attitude: Employees' assistance and customer service are perceived as unfriendly and rushed. 

Furthermore, workload contributes to performance decline. Employees, especially in examination, collection, 

intelligence, and investigation departments, face challenges such as: 

1. Time constraints: Employees must balance office work with field tasks, often exceeding standard working 

hours. 

2. Job conditions: The disparity between job demands and abilities leads to significant consequences, 

particularly in intelligence and investigation tasks where quick adaptation and crucial results are required. 

Standard work procedures also influence workload, with uneven distribution affecting employees' performance 

negatively. Communication gaps exacerbate performance issues. Misunderstandings between office and field 

employees, particularly regarding data errors and billing procedures, hinder effective communication. Lack of 

openness in communication between subordinates and superiors, driven by fear, leads to ineffective 

information dissemination. To address these issues, the study titled "Analysis of Workload and 

Communication on Employee Performance " aims to explore solutions for enhancing employee performance. 

 

LITERATURE REVIEW 

Performance  

Performance in a company is the measure of whether or not the company's predetermined goals have been 

achieved. Often, leaders or managers fail to pay attention until circumstances worsen or everything becomes 

chaotic. Too often, leaders are unaware of how poor performance has declined, leading the company to face 

serious crises. Deep-seated negative impressions of the company result from ignoring warning signs of 

declining performance (Lestari & Setya, 2019), (McKeon, 2016). 

Performance in organizational contexts is a multifaceted construct that encompasses the outcomes of work-

related activities, as well as the behaviors exhibited by individuals in fulfilling their roles. (Sutrisni & 

Sarwoko, 2021) emphasize that performance is fundamentally the result of the work done and contributions 

made by individuals, highlighting the importance of understanding how individuals are expected to function 

according to their assigned tasks. This perspective aligns with the notion that every expectation regarding 

behavior signifies a role within the organization, which is crucial for effective performance. 
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(Iddekinge et al., 2017) argue that performance is significantly influenced by both motivation and cognitive 

ability. They assert that individuals must possess a certain level of willingness and capability to perform 

effectively. However, mere motivation and ability are insufficient; a clear understanding of the tasks at 

hand and the methods to accomplish them is essential for optimal performance. This assertion is supported 

by their meta-analysis, which found that cognitive ability and motivation are approximately equally 

important predictors of job performance, suggesting that a balance between these factors is critical for 

achieving desired outcomes 

 

Employee Performance  

The role of civil servants is critical in the governance of Indonesia, as they are tasked with implementing 

government policies and providing public services. The State Civil Apparatus (ASN) is designed to ensure 

that civil servants operate within a framework that promotes professionalism and neutrality, as stipulated 

in Law Number 5 of 2014 concerning State Civil Apparatuses (Hadiyantina, 2020). This law establishes 

the principles of meritocracy and professionalism, aiming to enhance the effectiveness of civil servants in 

their duties (Kristiawan, 2023). According to Law Number 43 of 1999 concerning Amendments to Law 

Number 8 of 1974 regarding the Basic Principles of Civil Servants, a civil servant is defined as any 

Indonesian citizen who meets the specified requirements, appointed by an authorized official, entrusted 

with duties in a government position, or assigned other state duties, and remunerated according to applicable 

laws and regulations. 

Performance definition as per (Mangkunegara , 2017) is the quality and quantity of work achieved by an 

employee in carrying out their responsibilities. Bernardin and Russel, as cited in Hasibuan (2017:379), 

argue that employee performance depends on abilities, effort, and work opportunities, which are evaluated 

based on output. Performance, according to them, refers to an individual's work results, a management 

process, or an organization as a whole, where work results should be tangible and measurable. 

Performance Indicators According to Edwin Flippo, as cited in (Sunyoto, 2015), employee performance 

indicators include: 

1. Work quality: Relates to timeliness, skill, and personality in job execution. 

2. Work quantity: Involves additional tasks assigned by superiors, employee work achievements, and 

target achievement. 

3. Reliability: Pertains to attendance, compliance, leave entitlement, and punctuality. 

4. Attitude: Reflects the responsibility of employees towards colleagues and superiors, as well as their 

level of cooperation in completing tasks. 

Performance Assessment Procedure Based on Government Regulation Number 46 of 2011 concerning the 

Performance Appraisal of Civil Servants, employee performance assessment involves evaluating two 

elements: 

1. Employee Work Objectives (SKP): These are work plans prepared based on the institution's annual 

work plan and the targets to be achieved for each job performed by a civil servant. The assessment 

of performance using SKP covers several aspects, including quantity, quality, timeliness, and cost, 

according to the characteristics and nature of the activities in each institution. 

2. Employee Work Behavior: Performance assessment also involves evaluating behavioral indicators 

such as service orientation, integrity, commitment, discipline, cooperation, and leadership. These 

indicators are defined in detail in the provisions of Government Regulation No. 46 of 2011. 

Workload 

Workload refers to a set or quantity of activities that must be completed by an organizational unit or job 

holder within a specific period. According to Regulation No. 12/2008, workload is the amount of work that 

a position or organizational unit must shoulder, calculated by multiplying the work volume by the time 

norm. Wang et al. introduce a model for evaluating workload that incorporates various dimensions, 

including cognitive and physical demands, thereby providing a more comprehensive understanding of how 
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workload impacts performance (Wang et al., 2017). This multidimensional approach is echoed by other 

researchers who argue that workload should be viewed as a function of both the demands placed on 

individuals and their capacity to meet these demands (Young et al., 2014),  (Hidayat et al., 2022). 

(Munandar, 2011) defines workload as the condition of work with a description of tasks that must be 

completed within a specific time limit. Workload can be further categorized into excessive or insufficient 

quantitative workload, resulting from either too many or too few tasks assigned to workers to be completed 

within a certain time frame, and excessive or insufficient qualitative workload, where individuals feel 

unable to perform a task, or the task does not utilize the skills and/or potential of the workforce. 

According to Hart and Staveland, as cited in (Tarwaka, 2011), workload arises from the interaction between 

the demands of work tasks in the work environment, the skills, and the perceptions of the workers. 

Workload is sometimes operationally defined by factors such as task demands or efforts made to perform 

work. 

From the explanations above, it can be concluded that workload is a process undertaken by an individual 

to complete a quantity of activities or tasks of a job or job group systematically, utilizing skills under normal 

conditions within a specific period. 

Workload Indicators 

According to Tarwaka (2011:131), work measurement can be conducted through subjective mental 

workload measurement, one of which is using the Subjective Workload Assessment Technique (SWAT). 

In SWAT method, human performance consists of three dimensions of workload measurement linked to 

performance: 

1. Time pressure, individuals' perception of the amount of work targets given to complete their tasks, such 

as designing, printing, and finishing. This includes the perception of work outcomes that must be 

completed within a specific time frame. 

2. Job conditions, encompassing individuals' views on their work conditions, such as making quick 

decisions during product work and machine breakdowns in production, as well as handling unexpected 

events like doing extra work beyond the specified time. 

3. Work standards, the impression individuals have about their work, such as feelings about the workload 

that must be completed within a specific time frame. 

According to Munandar (2011:381-384), workload is classified into intrinsic factors in the job as follows: 

1. Physical demands: Certain working conditions can result in optimal work performance but may also 

impact employees' mental health. Physical conditions affect a person's physical and psychological 

condition. Therefore, employees' health should be maintained while working, ensuring adequate rest 

and support from comfortable and adequate workplace facilities. 

2. Task demands: Shift work/night shifts often cause fatigue due to excessive workload. Both excessive 

and insufficient workloads can affect employee performance. 

 

Communication  

Communication is vital for human life, as stated by (Hermawan, 2012). Human daily activities involve 

communication, and in any situation, humans are always engaged in communication. Through 

communication, individuals can fulfill their needs and achieve their life goals, as it is a fundamental human 

necessity. Therefore, as social beings, humans seek to interact with others, understand their surroundings, 

and even discover what happens within themselves. Communication is the process of conveying 

information (messages, ideas, thoughts) from one party to another to influence each other. 

Communication Indicators According to  (Suranto, 2013), communication indicators include: 
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1. Understanding: It is the ability to accurately understand messages as intended by the communicator. In 

this regard, the recipient is considered effective if they can understand accurately, while the 

communicator is considered effective if they successfully convey the message accurately. 

2. Openness: Openness to downward communication shows the flow of messages from superiors to their 

subordinates. Downward communication openness is one of the factors in the organizational 

communication climate, where organization members should relatively easily obtain information 

directly related to their current tasks, affecting their ability to coordinate their work with others or other 

parts, and broadly related to the organization, its leaders, and plans. 

3. Enjoyment: This refers to whether the communication process, besides successfully conveying 

information, also occurs in a pleasant atmosphere for both parties. The purpose of communication is 

not just message transactions but also to interact pleasantly to foster humane relationships. 

4. Influence on Attitude: If a recipient's attitude changes after receiving a message according to its 

meaning. Influencing others' attitudes is part of daily life in offices. In various situations, we try to 

influence others' attitudes and strive for them to have a positive attitude as desired. 

 

METHOD 

The study was conducted at the Directorate General of Taxation Riau, focusing on employees in Inspection, 

Collection, Intelligence, and Investigation. Data were collected through interviews, observations, and 

surveys (Sugiyono, 2012:137). Data analysis involved multiple linear regression using SPSS to determine 

the relationship between variables. Ghozali (2011:97) mentions that the coefficient of determination was 

used to measure how well the model explains the variation in the dependent variable. Classic assumption 

tests, including normality, heteroskedasticity, multicollinearity, linearity, and autocorrelation tests, were 

performed. 

 

RESULT AND DISCUSSION 

Result 

The research results and discussion describe findings in the field which are presented in table form which 

are grouped into groups consisting of respondent characteristics. The table was compiled based on the 

frequency of answers from 42 respondents for the author to conduct research. The following is a 

presentation of the findings from the field research that the author carried out: 

Validity Test 

Validity Test of Variable Y 

In Table 1 shows the correlation value for all performance variable statements (Y) which are declared valid. 

This shows that all questions used to measure all variables have been understood along with the correlation 

value compared with r table or r count ≥ r table, so it is known that all of the 50 items above are declared 

valid. 

Table 1. The Validity Test Results of Employee Performance (Y). 

Statement 

Item 

 

Computed r Value 

 

N-2 Table r Value 

 

Description 

y1 0,634 40 0,304 Valid 

y2 0,751 40 0,304 Valid 

y3 0,566 40 0,304 Valid 

y4 0,634 40 0,304 Valid 

y5 0,711 40 0,304 Valid 
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y6 0,751 40 0,304 Valid 

y7 0,677 40 0,304 Valid 

y8 0,634 40 0,304 Valid 

y9 0,634 40 0,304 Valid 

y10 0,677 40 0,304 Valid 

y11 0,751 40 0,304 Valid 

y12 0,677 40 0,304 Valid 

y13 0,566 40 0,304 Valid 

y14 0,751 40 0,304 Valid 

y15 0,796 40 0,304 Valid 

y16 0,677 40 0,304 Valid 

y17 0,566 40 0,304 Valid 

y18 0,634 40 0,304 Valid 

y19 0,677 40 0,304 Valid 

y20 0,751 40 0,304 Valid 

y21 0,537 40 0,304 Valid 

y22 0,534 40 0,304 Valid 

y23 0,379 40 0,304 Valid 

y24 0,393 40 0,304 Valid 

y25 0,534 40 0,304 Valid 

y26 0,559 40 0,304 Valid 

y27 0,372 40 0,304 Valid 

y28 0,534 40 0,304 Valid 

y29 0,379 40 0,304 Valid 

y30 0,677 40 0,304 Valid 

y31 0,634 40 0,304 Valid 

y32 0,711 40 0,304 Valid 

y33 0,751 40 0,304 Valid 

y34 0,677 40 0,304 Valid 

Source:SPSS Data Processing 

 

 

Validity Test of Variable X1 Workload 

In table 2 shows the correlation value for all workload variable statements (X1) which is declared valid. 

This shows that all questions used to measure all variables have been understood along with the correlation 

value compared with r table or r count ≥ r table, so it is known that all of the 15 items above are declared 

valid. 

Table 2. The Validity Test Results of Workload (X1). 

Statement 

Item 
Computed r Value 

 

N-2 Table r Value 

 

Description 

x1.1 0,683 40 0,304 Valid 

x1.2 0,682 40 0,304 Valid 

x1.3 0,755 40 0,304 Valid 

x1.4 0,686 40 0,304 Valid 

x1.5 0,439 40 0,304 Valid 

x1.6 0,635 40 0,304 Valid 
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x1.7 0,628 40 0,304 Valid 

Source: SPSS Data Processing 

 

Validity Test of Variable X2 Comunication 

 

In Table 3, shows the correlation value for all communication variable statements (X2) which is declared 

valid. This shows that all questions used to measure all variables have been understood along with the 

correlation value compared with r table or r count ≥ r table, so it is known that all of the 20 items above are 

declared valid. 

 

Table 3. The Validity Test Results of Comunication (X2). 

Statement 

Item 
Computed r Value 

 

N-2 Table r Value 

 

Description 

x2.1 0,764 40 0,304 Valid 

x2.2 0,373 40 0,304 Valid 

x2.3 0,342 40 0,304 Valid 

x2.4 0,444 40 0,304 Valid 

x2.5 0,373 40 0,304 Valid 

x2.6 0,579 40 0,304 Valid 

x2.7 0,528 40 0,304 Valid 

x2.8 0,373 40 0,304 Valid 

x2.9 0,731 40 0,304 Valid 

x2.10 0,444 40 0,304 Valid 

x2.11 0,732 40 0,304 Valid 

x2.12 0,764 40 0,304 Valid 

x2.13 0,594 40 0,304 Valid 

x2.14 0,644 40 0,304 Valid 

x2.15 0,723 40 0,304 Valid 

x2.16 0,672 40 0,304 Valid 

x2.17 0,693 40 0,304 Valid 

x2.18 0,737 40 0,304 Valid 

x2.19 0,725 40 0,304 Valid 

x2.20 0,501 40 0,304 Valid 

Source:SPSS Data Processing 

 

Reliability Test 

From the results of the reliability test of all the questions above, it is said to be reliable and successful, 

because the variables measured produce Cronbach's Alpha values of 0.919 (X1), 0.925 (X2), and 0.963 (Y), 

so all the items from the statements contained in each variable it is stated that the whole is reliable, because 

the reliability coefficient value is more than 0.7. 

Table 4. Reliability Test Results. 

No. Variable Cronbach's Alpha Description 

1 Workload (X1) 0,919 Reliabel 

2 Comunication (X2) 0,925 Reliabel 

3 Employee Performance (Y) 0,963 Reliabel 
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Source:SPSS Data Processing 

 

Classical Assumption Test  

Normality Test 

The results of the normality test show that the significant value (Sig) of workload (X1) and communication 

(X2) is greater. 

Table 5. Normality Test Results. 

 Unstandardized Residual 

N  42 

Normal Parametersa,b
 

Mean 0E-7 

Std. Deviation 10,86227586 
 Absolute 0,135 

Most Extreme Differences Positive 0,135 
 Negative -0,080 

Kolmogorov-Smirnov Z  0,876 

Asymp. Sig. (2-tailed)  0,427 

Source:SPSS Data Processing 

 

Multicollinearity Test 

Based on table 6, it is known that the Tolerance value for the compensation and work motivation variables 

is greater than 0.10 or 0.138 > 0.10 and the VIF value for the work discipline and work motivation variables 

is smaller than 10.00 or 7.273 < 10.00. This shows that there is no multicollinearity in the research data. 

 

 

 

 

 

Table 6. Multicollinearity Test 

Model 
Collinearity Statistics 

Tolerance VIF 

Workload 0,138 7,273 

Comunication 0,138 7,273 

Source:SPSS Data Processing 

 

Multiple Linear Regression Test 

Data processing in this study utilized SPSS, resulting in the output of the multiple linear regression 

equation: 
Table 7. Results of Multiple Linear Regression Analysis 

 

Model 

Unstandardized Coefficients 

B Std. Error 

1 (Constant) 72,141 18,386 

Workload -1,694 0,715 

Comunication 2,924 0,589 

Source : SPSS Data Processing 
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Y = 72,141 + (-1,694)X1 + 2,924X2 

1. The constant is determined to be 27.141; meaning that if the independent variables (workload and 

communication) have a value of 0, then the performance will be 27.141. 

2. The regression coefficient of the workload variable is -1.694; indicating that if the workload 

decreases by one unit, the performance will decrease by -1.694 units, assuming the other 

independent variables remain constant. 

3. The regression coefficient of the communication variable is 2.924; indicating that if 

communication increases by one unit, the performance will increase by 2.924 units, assuming the 

other independent variables remain constant. 

 

t-test  

The t-test assesses the impact of independent and dependent variables individually. The t-value for 

workload (X1) is smaller than the critical t-value at a significance level of 0.023, indicating no 

significant effect. However, communication (X2) has a significant impact as its t-value exceeds the 

critical t-value at a significance level of 0.000. 

Table 8. t-Test Results  

Variabel t Test Sig 

(Constant) 3,924 0,000 

Workload -2,370 0,023 

Comunication 4,966 0,000 

Source: SPSS Data Processing 

 

Comparison with critical values: 

1. Workload: t-value (-2.370) > critical t-value (1.685) → no significant effect. 

2. Communication: t-value (4.966) > critical t-value (1.685) → significant effect. 

In summary, workload (X1) negatively affects performance (Y), while communication (X2) positively 

influences performance (Y). 

Simultaneous F-test  

The F-test compares the calculated F-value with the critical F-value. If the calculated F-value is greater 

than the critical F-value, the null hypothesis (H0) is rejected, and the alternative hypothesis (H1) is accepted, 

indicating a significant model. 

 

Table 9. F-Test Result 

Model F Sig. Keterangan 

Regression 30,609 0,000b Signifikan 

Source: SPSS Data Processing 

The critical F-value (α=5%; df2) = n-2 (42-2 = 40) = ± 3.230. 

Based on Table 5.24, the calculated F-value exceeds the critical F-value at a significance level of 0.000. 

This indicates that the calculated F-value is greater than the critical F-value, or the significance probability 

is less than 0.05. Therefore, H0 is rejected, and H1 is accepted. Since the calculated F-value is greater than 

the critical F-value (30.609 > 3.230), H1 is accepted. This implies that both workload (X1) and 

communication (X2) significantly influence performance (Y) simultaneously. 
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Coefficient of Determination  

The determination analysis is used to determine the percentage contribution of workload (X1) and 

communication (X2) together to the performance variable (Y).  

 

Table 10. Coefficient of Determination Result 

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

1 0,882a 0,778 0,691 11,13731 

Source: SPSS Data Processing 

The results of the determination analysis can be seen in the model summary output of the multiple linear 

regression analysis. Based on the processed SPSS data above, the Adjusted R Square value is 0.691 or 

69.1%. This indicates that the percentage contribution of the independent variables, namely workload (X1) 

and communication (X2), to the performance variable is 69.1%, with the remaining 30.9% attributed to 

other variables not included in this study. 

 

DISCUSSION  

Impact of Workload on Employee Performance at the Directorate General of Taxation Riau Field 

of Examination, Collection, Intelligence, and Investigation 

The research findings indicate that workload negatively affects the performance of employees at the 

Directorate General of Taxation Riau Field of Examination, Collection, Intelligence, and Investigation. 

Although the workload's aspects of time, job conditions, and job standards are generally satisfactory, some 

respondents express the need for improved task completion abilities, especially when tasks are sudden and 

have short deadlines. 

Regression analysis reveals that the regression coefficient value for workload is -1.694, indicating that a 

decrease in workload results in a corresponding decrease in performance. This coefficient signifies a direct 

relationship between workload and performance. The t-test results show that the calculated t-value for 

workload (-2.370) exceeds the critical t-value (1.685), indicating no significant influence of workload on 

performance. This suggests that workload negatively impacts the performance of employees at the 

Directorate General of Taxation Riau Field of Examination, Collection, Intelligence, and Investigation. 

Referring to the theory developed by Hart and Staveland in Tarwaka (2011:106), workload arises from the 

interaction between job demands and the work environment, employee skills, and perceptions. Workload 

occurs when employees cannot complete tasks according to their capacity due to excessive job demands. 

This could result from a shortage of time or insufficient staff in the organization, both of which affect 

employee performance. 

Impact of Communication on Employee Performance at the Directorate General of Taxation Riau 

Field of Examination, Collection, Intelligence, and Investigation 

The research findings indicate that communication significantly influences the performance of employees 

at the Directorate General of Taxation Riau Field of Examination, Collection, Intelligence, and 

Investigation. While aspects such as understanding, openness, enjoyment, and influence on attitude are 

generally satisfactory, some respondents note that certain employees are still slow in mastering assigned 

tasks, leading to delays in execution and completion of work. 

Regression analysis reveals that the regression coefficient value for communication is 2.924, signifying 

that an increase in communication results in a corresponding increase in performance. This coefficient 

indicates a positive relationship between communication and performance. The t-test results show that the 
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calculated t-value for communication (4.966) exceeds the critical t-value (1.685), indicating a significant 

influence of communication on performance among employees at the Directorate General of Taxation Riau 

Field of Examination, Collection, Intelligence, and Investigation. This finding aligns with previous research 

conducted by Yuliana Fransiska (2020), which also demonstrated the impact of communication on 

employee performance. 

Referring to the theory developed by Suprapto (2011:6), communication is described as an interactive 

process that holds meaning among individuals. Effective communication by leaders is essential as they 

provide instructions, guidance, motivation, supervision, and other interactions with colleagues to ensure 

that every employee can perform well. Failure in effective communication can negatively affect employee 

performance. 

 

The Influence of Workload and Communication on Employee Performance at the Directorate 

General of Taxation Riau Field of Examination, Collection, Intelligence, and Investigation 

The research findings indicate that workload and communication significantly influence the performance 

of employees at the Directorate General of Taxation Riau Field of Examination, Collection, Intelligence, 

and Investigation. Results show that targets related to quantity, quality, time, and cost, as well as work 

behavior encompassing service orientation, integrity, commitment, discipline, cooperation, and leadership, 

are generally satisfactory. The constant value (α) of 72.141 signifies that if workload and communication 

have an impact, performance will be valued at 72.141, with a positive coefficient indicating a weak but 

positive relationship between workload, communication, and performance. This implies that as workload 

and communication increase, performance also improves. 

Furthermore, the F-test results indicate that the calculated F-value exceeds the tabulated F-value (30.609 > 

3.230), confirming that there is a significant influence of Variables X1 (workload) and X2 (communication) 

simultaneously or together on Variable Y (performance) among employees at the Directorate General of 

Taxation Riau Field of Examination, Collection, Intelligence, and Investigation. Additionally, the 

coefficient of determination test reveals that workload and communication contribute to performance by 

69.1%, while the remaining 30.9% is influenced by other factors not included in this study. Moreover, the 

data analysis also reveals a significant influence of workload and communication on employee 

performance. Therefore, the better the workload and communication practices implemented by the 

management of the Directorate General of Taxation Riau Field of Examination, Collection, Intelligence, 

and Investigation, the higher the performance of the employees in the said directorate. 

CONCLUSION 

Workload and communication play crucial roles in influencing employee performance. A heavy workload 

negatively impacts employee productivity, as employees often struggle with sudden tasks and tight 

deadlines, despite otherwise satisfactory job conditions. Regression analysis confirms a negative 

relationship between workload and performance, highlighting the detrimental effects of excessive demands. 

On the other hand, effective communication significantly enhances employee performance. While overall 

satisfaction with communication is high, some employees still face difficulties mastering certain tasks, 

which can result in delays. Nonetheless, regression analysis indicates a positive relationship between 

communication and performance. Both factors—workload and communication—are critical in shaping 

employee outcomes. Targets related to work quantity, quality, time, and behavior are generally met, but 

improvements in managing workload and communication can further optimize performance. Implementing 

effective management strategies in these areas within the Directorate General of Taxation Riau can 

substantially enhance overall employee performance. 
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