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 This study aims to analyze the effect of human resource development, 
work stress, and job promotion on employee performance at PT. Bank 
Sumut Pusat Medan. The method used in this study is a quantitative 
approach with an associative design, which aims to determine the 
relationship between the independent variable and the dependent 
variable. The population in this study consisted of 400 employees, and 
the sample taken was 80 employees. Data were collected through 
questionnaires and analyzed using SPSS to test reliability and multiple 
linear regression. The results showed that human resource 
development had a negative effect on employee performance, while 
work stress and job promotion had a positive and significant effect on 
employee performance. These findings provide important insights for 
management in designing more effective human resource development 
strategies to improve employee performance. 
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INTRODUCTION 

Human resources (HR) are the most important asset in an organization, because employee 
performance greatly affects the success and competitiveness of the company. In the era of 
globalization and increasingly tight competition, organizations are required to continue to 
innovate and improve employee performance in order to survive and thrive. Therefore, 
human resource development is one of the main focuses in organizational management. 
HR development covers various aspects, including training, skills development, and 
improving employee competencies. However, although HR development is designed to 
improve performance, there are other factors that can affect the results, such as work stress 
and job promotions. Work stress can arise from high workloads, pressure from superiors, or 
an unsupportive work environment, which in turn can have a negative impact on employee 
performance. On the other hand, fair and transparent job promotions can motivate 
employees to work better and improve their performance. 
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This study aims to analyze the influence of human resource development, work stress, and 
job promotion on employee performance at PT. Bank Sumut Pusat Medan. By 
understanding the relationship between these variables, it is expected that management 
can formulate more effective strategies in improving employee performance and creating a 
more productive work environment. 
 

METHOD 
Types of research 
iIn istudy iThisi use itype iapproach iassociative iAnd iquantitative. Iapproach iassociative iis 
ia iapproachi Where iFor iknow ithat iexistence iconnection iinfluencei ori influencei 
betweeni second ivariable ithat is ivariable ifree i(in dependent ivariable)iAndi variablei 
boundi(depends ivariable).iThenidataiWhich icollectedi ini form iquantitative.I 
 
Population and Sample 
Population iis iregion igeneralizationi Which iconsists ofifrom,I objectior isubject iWhich 
ihave iquality iAnd icharacteristics icerta ini Which iset iby iresearcher iFori studiedi Andi 
Theniwith drawn iconclusion.i Population iin istudyi This iis iall over iemployeei Which 
ithere is ion iPT.i BankiCentral North SumatraiMedanias much asi400iperson iemployee 
iSampleiisi parti fromi amount iAnd icharacteristics ibyi population ithe.iOni study iThis 
iresearcher iuse isimplei randomi sampling,iThen iaccording toi(Sugiyono,i2018b)iSimple 
iRandom iSampling i is itaking imemberi sample ifromi populationi Which idonei in a way 
irandom iwithout inotice istrata iWhichi There isi in ipopulationi That .iAs fori 
Forideterminationi quantity/size isamplei ini study iThis iwith iuse iformulai slovin, iso 
iarrangedi calculationi sample ias ifollowingi: 

𝒏 =
𝑵

𝟏 + 𝑵(𝑴)𝟐
 

𝒏 =  
𝟒𝟎𝟎

𝟏 + 𝟒𝟎𝟎(𝟎. 𝟏)𝟐
= 𝟖𝟎 

Wherei: 
ni=isize isample 
Ni=isize ipopulation 
Mi=ipercent ileniency iabsen ceithoroughnessi Because ierror 
Retrieval isample iWhich iStill icanitolerated ior iwanted,I maximumi10%.i Based on 
icalculation islovinioniso, iamount isample iin istudy iThis iis ias much as i80 iperson 
iemployee iPT. iBankiNorth SumatraiCenteriMedan. 
 

RESULTS AND DISCUSSION 
Analysis of the Formation of Variable X1 
In the formation of variable X1, the author conducted interviews and distributed 
questionnaires to employees of the company at PT. BANK SUMUT PUSAT MEDAN. The 
researcher distributed questionnaires to 80 employees as follows. 
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Table 1. Analysis of the Formation of Variable X1 
No Question STS TS KS S SS 
1 Implementation of training in accordance with 

employee educational background 
     

2. I have high enthusiasm in training      
3. Trainers/instructors master the training material      
4. The trainer/instructor delivers the material well      
5. The training was carried out with good facilities      
6. Training materials according to employee needs      
7. Training materials are easy for employees to 

understand 
     

8. I am not burdened by training costs      
 

Table 2. Analysis of the Formation of Variable X2 
No Question STS TS KS S SS 
1 I was given a fairly high workload      
2. I often encounter difficulties in working      
3. I feel the work pressure is quite high      
4. I feel that the break time given by the company is 

limited. 
     

5. I feel the supervisor/leader gives direction      
6. The working climate in the office makes it less 

comfortable 
     

7. The facilities provided by the company are 
inadequate 

     

8. I feel that my freedom and authority in working is 
limited. 

     

9. I find it difficult to get work done when working with 
colleagues. 

     

10 I feel frustrated when there are differences of 
opinion with my superiors and coworkers. 

     

11 I have a role conflict in working with colleagues      
12 Often the work done is contrary to the employee's 

conscience. 
     

13 I feel the job description does not match the 
employee's position 

     

 
Table 3. Analysis of the Formation of Variable X3 

No Question STS TS KS S SS 
1 Higher ability compared to other employees is an 

absolute requirement for job promotion. 
     

2. Employees must have broad and innovative ideas to 
get job promotions. 
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No Question STS TS KS S SS 
3. Good managerial skills and based on rational 

considerations are the requirements for job 
promotion. 

     

4. I agree that work performance is one of the 
considerations in promotion 

     

5. Loyalty to the company I work for is the main thing 
for job promotion. 

     

6. Employees who do their work responsibly deserve 
to get a job promotion. 

     

7. Employees must have honesty in working      
 

Table 4. Analysis of the Formation of Variable Y 
No Question STS TS KS S SS 
1 I finished my work well      
2. I work well with my co-workers      
3. I accept and do the work given by the leader      
4. I am able to do work beyond the targets given by my 

superiors. 
     

5. I am responsible for the work given by my superiors      
6. I always maintain the facilities provided by the 

company to make work easier. 
     

7. I am willing to do the work on my own initiative      
8. I am able to solve problems at work without waiting 

for orders from my superiors. 
     

 
Testing 
Reliability Test 

Table 5. Reliability Test Results 
Variables Reliability Value Cronbach's Alpha Information 

Human Resource 
Development 

0.705 0.60 Reliable 

Job Stress 0.660 0.60 Reliable 
Job Promotion 0.726 0.60 Reliable 
Employee performance 0.653 0.60 Reliable 

 
Based on table 5 above, it shows that the reliability value of the variables of human 
resource development, work stress, job promotion, and employee performance is greater 
than the Cronbach's Alpha value so that it can be concluded that each question item from 
the four variables is reliable. 
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Multiple Linear Regression Test 
 

Table 6. Multiple Linear Regression Test Results 

Model 
Unstandardized Coefficients Standardized Coefficients 

B Std. Error Beta 
1 (Constant) 4.373 2,928  

Human Resource 
Development 

.083 .103 .101 

Work_Stress .275 .057 .403 
Job_Promotion .382 .106 .432 

a. dependent variable: Employee_Performance 
 
Based on table 6, the multiple linear regression equation can be compiled as follows: 
Employee Performance = 4.373 + 0.083 human resource development + 0.275 work stress 

+ 0.382 job promotion + 0.05 error 
The regression equation above has the following meaning: 

1. The constant value of 4.373 is positive, indicating that the average predicted value 
of employee performance will still increase by 4.373 even though the variables of 
human resource development, work stress, and job promotion are zero. 

2. The human resource development coefficient of 0.083 shows that for every one unit 
increase in the human resource development variable, the employee performance 
variable will increase by 0.083. 

3. The work stress coefficient of 0.275 indicates that for every one unit increase in the 
work stress variable, the employee performance variable will increase by 0.275. 

4. The job promotion coefficient of 0.382 shows that for every one unit increase in the 
job promotion variable, the employee performance variable will increase by 0.382. 

 
Partial Test (t-Test) 

Table 7. Partial Test Results (t-Test) 
Coefficientsa 

Model 

Unstandardized 
Coefficients 

Standardize
d 

Coefficients 
T Sig. B Std. Error Beta 

1 (Constant) 4.373 2,928  1,493 .139 
Human Resource Development .083 .103 .101 .798 .427 
Work_Stress .275 .057 .403 4.795 .000 
Job_Promotion .382 .106 .432 3,610 .001 

a. dependent variable: Employee_Performance 
Source: SPSS processed results (2023) 
 
Based on the results of the partial test (t-test) in table IV.14 above, it can be interpreted as 
follows: 
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1. The human resource development variable has a coefficient of 0.083 with a positive 
value with a calculated t (0.798) smaller than the t table (1.66488) and a 
significance (0.427) greater than (0.05), so that H0 is accepted and H1 is rejected, 
which means that human resource development has a negative and insignificant 
effect on employee performance. 

2. The work stress variable has a coefficient of 0.275 with a positive value with a 
calculated t (4.795) greater than the t table (1.66488) and a significance (0.000) 
smaller than (0.05), so that H0 is rejected and H1 is accepted, which means that 
work stress has a positive and significant effect on employee performance. 

3. The job promotion variable has a coefficient of 0.382 with a positive value with a 
calculated t (3.610) greater than the t table (1.66488) and a significance (0.001) 
smaller than (0.05), so that H0 is rejected and H1 is accepted, which means that job 
promotion has a positive and significant effect on employee performance. 
 

Simultaneous Test (F Test) 
Table 8. Simultaneous Test Results (F Test) 

ANOVA 

Model Sum of Squares Df 
Mean 

Square F Sig. 
1 Regression 307,390 3 102,463 31,643 .000b 

Residual 246,097 76 3.238   
Total 553,488 79    

Source: SPSS processed results (2023) 
 
Based on the results of the simultaneous test (F test), it was found that the F_count value of 
31.643 was greater than the F_table value of 3.97 and the significance value of 0.000 was 
smaller than 0.05, so it can be concluded that human resource development, work stress, 
and job promotion have a positive and significant effect on employee performance. 
 

CONCLUSION 
This study found that human resource development has a negative and significant effect on 
employee performance at PT. Bank Sumut Pusat Medan, which indicates the need for 
attention in its implementation so as not to increase employee burden. Meanwhile, work 
stress has a positive and significant effect, indicating that stress within certain limits can 
motivate employees to improve performance. Job promotion also has a positive and 
significant effect, where the right promotion can increase employee motivation and job 
satisfaction. Overall, these three factors contribute positively and significantly to employee 
performance, emphasizing the importance of the interaction between human resource 
development, work stress, and job promotion in improving employee performance. These 
findings provide insight for management to design more effective human resource 
development strategies and create a supportive work environment. 
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