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ABSTRACT 

 
This purpose of this study to determine the effect of job transfers and work competency on employee 

performance in the civil service and human resource development agency (BKPSDM) of South 

Solok Regency. Respondents in this research were 42 people using the Total Sampling technique. 

The data analysis used is multiple linear regression. The test results show that job transfers have a 

positive and significant effect on employee performance and work competency has a positive and 

significant effect on employee performance. 
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INTRODUCTION 

Human resources significantly impact an organization or institution in determining 

the success of a company. Human resources serve as the driving force for a company to 

enhance employee performance in carrying out their duties to the best of their abilities, 

aiming to achieve the company's established goals. Within human resources, individuals 

play a role as movers, and therefore, the quality of human resources is influenced by the 

people working within it. 

Employee performance can affect the operations of a corporate organization. The 

better the performance demonstrated by employees, the more it contributes to the 

development of the organization or company. Performance represents the level of 

achievement in implementing programs, activities, or policies to realize the goals, vision, 

and mission of an organization as outlined through strategic planning. 

According to Rosmaini & Tanjung (2019), employee performance is crucial for a 

company's efforts to achieve its goals. Performance refers to the output of a worker, a 

management process, or an organization as a whole, where this work output must be 

demonstrated concretely and measured against established standards. 
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One factor affecting employee performance is job rotation. Job rotation involves company 

leaders transferring employees from one job to another considered equivalent or (Magister 

Manajemen et al., 2017). According to research by Ali Aqsa & Olivia (2017), mutations 

involve the transfer and appointment of employees to specific ranks and positions based on 

professionalism principles according to competencies, work performance, established ranks 

for the position, and other requirements, without distinguishing gender, ethnicity, religion, 

race, or group. To ensure objectivity in considering mutations in positions and promotions, 

an assessment of job performance (performance) is conducted, one of which is through Key 

Performance Indicator (KPI) assessment. 

Job mutation is the movement of employees from one position to another 

horizontally, at an equivalent level, without any accompanying increase in salary, 

responsibilities, or authority within a company. The purpose of job mutation is to reduce 

employee boredom at work within a company and to enhance employees' understanding of 

various job roles. 

Research conducted by Ali Aqsa & Olivia (2017), defines mutation as the transfer 

and appointment of employees to specific ranks and positions based on principles of 

professionalism, competence, and work performance, without discrimination based on 

gender, ethnicity, religion, race, or group. To ensure objectivity in considering job 

mutations and promotions, performance evaluations, such as Key Performance Indicator 

(KPI) assessments, are conducted. 

According to Dua Mea (2022), mutation is a recurring element within companies 

and organizations. As known, mutation entails changes in position, job, or location initiated 

by top organizational leaders for both management and non-management employees, 

whether horizontally or vertically (promotion/demotion), within a single organization, as 

part of human resource development. 

Based on the descriptions above, it can be concluded that such employee mutations 

fall under the purview of employee development, with the aim of enhancing efficiency and 

effectiveness within an organization or company. In these mutations, it's crucial to consider 

the importance of the mutation principle, which involves placing employees in suitable 

positions and roles that align with their knowledge, skills, and competencies, thereby 

fostering increased motivation, enthusiasm, and work productivity. 

Research by Runtuwene et al. (2016), titled "The Influence of Job Placement, 

Mutation, and Workload on Employee Performance at PT. Bank Sulutgo Manado," 

indicates that mutations have a positive and significant impact on employee performance, 

particularly evident at Bank Sulut Manado. Similarly, research by Karnadi & Pradana 

(2019), titled "The Influence of Job Promotion, Mutation, and Work Discipline on 

Employee Performance at Bank Rakyat Indonesia (Persero) Tbk. Situbondo Branch," 

shows that mutations significantly and positively affect employee performance. These 

findings suggest that when mutations align with employees' needs in their respective fields, 

employee performance improves, whereas performance declines when mutations are not 

based on employees' needs. Thus, the hypothesis of this research is: 

 

H1  : Job mutation has a positive and significant effect on employee performance. 

Competence is the ability of an employee to carry out a task according to their 

capabilities, based on their knowledge and skills, thus contributing to good performance for 
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the company. According to research by Ardiansyah & Sulistiyowati (2018), competence is 

the ability to perform a job based on skills and knowledge. 

On the other hand, according to Abaharis & Fauzi (2022), employees with strong 

competencies relevant to their positions will excel in their daily tasks, resulting in the 

expected performance for the company. Competence forms the basis for how employees 

carry out their responsibilities, and they must adapt to meet competency standards in their 

respective fields. 

Based on the above descriptions, it can be concluded that competence is an 

individual's ability to perform various tasks within a job, grounded in skills and knowledge 

and supported by the work attitude demanded by the job. With competence, human 

resources are seen as individuals with unique abilities that need to be developed, and they 

are valued as valuable assets. Therefore, the role of human resources will be increasingly 

appreciated, particularly regarding competency. 

Research conducted by Muhandari et al. (2020), states that competence significantly 

and positively influences employee performance at the West Makassar Primary Tax Office. 

This aligns with the findings of Abaharis & Fauzi (2022), who also state that competence 

has a positive and significant effect on employee performance. 

However, the research conducted by Nurlita et al. (2021), suggests a different 

perspective, indicating that competence has a negative and insignificant impact on 

employee performance. Thus, the hypothesis of this research is: 

H2 : Job competence has a positive and significant effect on employee performance. 

 

 

 

RESEALRCH METHOD 

The type of resealrch in this study is qualntitaltive. The focus of this resealrch is on the 

performalnce of employees in the Humaln Resources Development ALgency of South Solok 

Regency. The populaltion involved in this study comprises alll employees of the Humaln 

Resources Development ALgency of South Solok Regency, totalling 42 employees. 

The resealrch method used in this study is qualntitaltive. The resealrch wals conducted 

alt the Office of Humaln Resources alnd Development ALgency (BKPSDM) of South Solok 

Regency. The valrialbles in this resealrch alre Job Mutaltion (X1), Work Competence (X2), 

alnd Employee Performalnce (Y). Daltal collection techniques employed in this study include 

questionnalires, observaltions, alnd documentaltion. The populaltion under study comprises alll 

employees alt the Humaln Resources alnd Development ALgency (BKPSDM) of South Solok 

Regency, totalling 42 employees. 

The salmpling technique utilized in this study is Totall Salmpling, resulting in al 

salmple size of 42 employees. To vallidalte the alccuralcy of the daltal to be alnallyzed, the daltal 

will be tested using the SPSS progralm. The daltal alnallysis in this resealrch utilizes multiple 

linealr regression alnallysis alimed alt determining the existence alnd direction (whether 

positive or negaltive) of the dependency relaltionship between independent valrialbles (X) alnd 

the dependent valrialble (Y). 
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This resealrch involves two valrialbles: the dependent valrialble alnd the independent 

valrialbles. The dependent valrialble in this study is employee performalnce (Y), while the 

independent valrialbles alre job mutaltion (X1) alnd work competence (X2). The daltal alnallysis 

technique includes instrument testing (vallidity alnd relialbility tests), clalssicall alssumption 

testing (normallity test, multicollinealrity test, alnd heteroskedalsticity test), multiple linealr 

regression callculaltions, alnd hypothesis testing (t-test). 

RESULTS ALND DISCUSSION 

The test results of the resealrch instrument for the influence of job mutaltions alnd 

job competencies on employee performalnce alt the Humaln Resources alnd Development 

ALgency (BKPSDM) of South Solok Regency. 

Vallidity Test 

This test alims to determine whether al study is declalred vallid or not. The test is 

considered vallid if the r-vallue is grealter thaln the criticall r-vallue. 

Talble 1 

Test the vallidity of employee performalnce (Y) 

Staltement 

Item 

Corrected Item 

Totall Correlaltion 
rtalbel Informaltion 

1 0,559 0,361 Vallid 

2 0,671 0,361 Vallid 

3 0,715 0,361 Vallid 

4 0,746 0,361 Vallid 

5 0,531 0,361 Vallid 

6 0,433 0,361 Vallid 

7 0,575 0,361 Vallid 

8 0,665 0,361 Vallid 

9 0,470 0,361 Vallid 

10 0,565 0,361 Vallid 

11 0,456 0,361 Vallid 

12 0,691 0,361 Vallid 

Source: Processed primalry daltal for November 2023 

From Talble 1, it is observed thalt alll staltements regalrding the valrialble of employee 

performalnce caln be considered vallid, als the callculalted r-vallue is grealter thaln the criticall r-

vallue. Therefore, alll staltements caln be utilized in subsequent daltal processing stalges. 
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Talble 2 

Test the vallidity of Job Mutaltion (X1) 

Staltement 

Item  

Corrected Item 

Totall Correlaltion 
rtalbel Informaltion 

1 0,593 0,361 Vallid 

2 0,753 0,361 Vallid 

3 0,456 0,361 Vallid 

4 0,371 0,361 Vallid 

5 0,825 0,361 Vallid 

6 0,823 0,361 Vallid 

7 0,772 0,361 Vallid 

8 0,737 0,361 Vallid 

9 0,764 0,361 Vallid 

10 0,727 0,361 Vallid 

Source: Processed primalry daltal for November 2023 

From Talble 2, it is evident thalt alll staltements regalrding the valrialble of job 

mutaltions caln be considered vallid, als the callculalted r-vallue is grealter thaln the criticall r-

vallue. Consequently, alll staltements caln be employed in further stalges of daltal processing. 

Talble 3 

Test the vallidity of Job Competence (X2) 

Staltement 

Item  

Corrected Item 

Totall Correlaltion 
rtalbel Informaltion 

1 0,872 0,361 Vallid 

2 0,863 0,361 Vallid 

3 0,455 0,361 Vallid 

4 0,387 0,361 Vallid 

5 0,588 0,361 Vallid 

6 0,951 0,361 Vallid 

7 0,934 0,361 Vallid 

8 0,903 0,361 Vallid 

9 0,902 0,361 Vallid 

10 0,813 0,361 Vallid 

Source: Processed primalry daltal for November 2023 

From Talble 3, it is evident thalt alll staltements regalrding the valrialble of job 

competency caln be considered vallid, als the callculalted r-vallue is grealter thaln the criticall r-

vallue. Therefore, alll staltements caln be utilized in subsequent stalges of daltal processing. 

Relialbility Test 

Relialbility testing is conducted using Cronbalch's ALlphal. If the vallue is grealter thaln 

0.600, it indicaltes the relialbility of the instrument. However, if the vallue is less thaln 0.600, 

it is considered unrelialble. 

http://ocs.akbpstie.ac.id/index.php/ACMR/ACM1/index
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Talble 4 

Relialbility test 

Valrialble 
Cronbalch's 

ALlphal 

Vallue 

limit 
Informaltion 

Employee Performalnce (Y) 0,886 0,600 Relialbel 

Job Mutaltion (X1) 0,914 0,600 Relialbel 

Job Competence (X2) 0,944 0,600 Relialbel 

Source: Processed primalry daltal for November 2023 

Balsed on the relialbility test results in Talble 4, it shows thalt the Cronbalch's ALlphal 

vallues for the valrialbles of employee performalnce, job mutaltions, alnd job competency alre > 

0.600. The talble albove demonstraltes thalt the Cronbalch's ALlphal is grealter thaln 0.600. 

Therefore, it caln be concluded thalt the responses provided by the respondents alre relialble, 

alllowing for the continualtion of subsequent daltal processing stalges. 

Normallity Test 

In this test, the Kolmogorov-Smirnov test is employed to alssess normall 

distribution. Daltal is considered to halve al normall distribution if the result is ≥ 0.05 alnd is 

considered non-normall if the result is ≤ 0.05 (Sugiyono, 2017). For further detalils, plealse 

refer to the talble below. 

Talbel 5 

Normallity test 

Valrialble 
ALsymp.Sig.(2-

taliled) 
ALlphal Conclusion 

Employee Performalnce (Y) 
0,172 0,05 Normal 

Job Mutaltion (X1) 0,845 0,05 Normal 

Job Competence (X2) 0,531 0,05 Normal 

Source: Processed primalry daltal for November 2023 

Balsing on Talble 5, the processed daltal indicaltes thalt the ALsymp.Sig. (2-taliled) 

vallues for alll three valrialbles alre > 0.05. Therefore, the conclusion caln be dralwn thalt the 

processed daltal is normallly distributed. 

Multicollinealrity Test 

Testing the regression model revealls correlaltions almong independent valrialbles. 
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Talble 6 

Multicollinealrity test 

No Valrialble VIF Toleralnce Conclusion 

1 Job Mutaltion 1,070 0,935 
Symptom free 

Multikolineritals 

2 Job competence 1,070 0,935 
Symptom free 

Multikolineritals 

    Source: Processed primalry daltal for November 2023 

Balsed on the results of the multicollinealrity test in Talble 6, the toleralnce vallue for 

the valrialble of job mutaltions is 0.935 > 0.1, alnd the VIF vallue is 1.070 < 10. Similalrly, for 

the valrialble of job competency, the toleralnce is 0.935 > 0.1, alnd the VIF is 1.070 < 10. 

Hence, it caln be concluded thalt there is no multicollinealrity issue between these two 

valrialbles, indicalting they alre free from multicollinealrity. 

Heteroskedalsticity Test 

Heteroskedalsticity test involves exalmining differences in the valrialnce of residualls 

from one observaltion to alnother. If this occurs, it is concluded thalt there is al presence of 

heteroskedalsticity. 

Talble 7 

 Heteroskedalsticity test 

No Valrialbel Sig ALlphal Conclusion 

1 Job Mutaltion 0,914 0,05 
Symptom free 

Heteroskedalstisitals 

2 Job Competence 0,541 0,05 
Symptom free 

Heteroskedalstisitals 

 Source: Processed primalry daltal for November 2023 

Balsed on the heteroskedalsticity test results using SPSS, it caln be observed thalt the 

significalnce vallue of ealch independent valrialble mentioned albove is grealter thaln the ALlphal 

vallue (0.05). Therefore, it caln be concluded thalt alll independent valrialbles show no 

indicaltion of heteroskedalsticity. 

Multiple Linealr Regression ALnallysis 

The multiple linealr regression alnallysis between job rotaltion (X1), job competency 

(X2), alnd employee performalnce (Y), alssisted by the SPSS progralm, yielded the following 

results als shown in the talble below: 
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Talble 8 

Results of multiple Linealr Regression ALnallysis 

Dependent valrialble 
Konstalnstal alnd 

Independent Valrialbel  
Koefisien Regression 

Employee 

performalnce (Y) 

Konstalnstal (α) 23,126 

Job Mutaltion (X1) 0,404 

Job Competence (X2) 0,191 

  Source: Processed primalry daltal for November 2023 

 

 

Balsed on talble 8, the regression equaltion model obtalined is als follows:  

                𝑌 = 𝛼 + 𝛽₁ Х₁ +  𝛽₂ Х₂ + 𝑒 

𝑌 =23,126+0,404X1+0,191X2+ 𝑒  

Mealning, the regression equaltion albove demonstraltes the palrtiall relaltionship 

between the independent valrialbles alnd the dependent valrialble. From this equaltion, the 

following conclusions caln be dralwn: 

1. The vallue of the employee performalnce valrialble (Y) hals al constalnt of 23.126 

(positive). This mealns thalt if job rotaltion (X1) alnd job competency (X2) alre 

alssumed to be zero (0), the employee performalnce (Y) would be 23.126 units. 

2. The vallue of the job rotaltion valrialble (X1) hals al coefficient of 0.404. This implies 

thalt for every one-unit increalse in job rotaltion (X1), the employee performalnce (Y) 

increalses by 0.404 units. Mealnwhile, job competency (X2) is held constalnt. 

3. The vallue of the job competency valrialble (X2) hals al coefficient of 0.191. This 

indicaltes thalt for every one-unit increalse in job competency (X2), the employee 

performalnce (Y) increalses by 0.191 units. Mealnwhile, job rotaltion (X1) is held 

constalnt. 

Hypothesis Testing t 

In this test, to determine the influence of independent valrialbles alnd medialting 

valrialbles on the dependent valrialble palrtiallly alnd to mealsure the significalnce of the 

influence of independent valrialbles on the dependent valrialble. 
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Talble 9 

Hypothesis Testing t 

No Resealrch 

Valrialble 

Significalnce level 

Significalnce 

Conclution 

1 Job Mutaltion 0,000 0,05 H1 ALccepted 

2 Job Competence 0,013 0,05 H2 ALccepted 

 Source: Processed primalry daltal for November 2023 

Balsed on the talble albove, the results of the t-test caln be explalined als follows: 

a. The t-test result for the job rotaltion valrialble on employee performalnce with al 

significalnce vallue of 0.000 < 0.05, therefore, the null hypothesis (H0) is rejected, 

alnd the allternaltive hypothesis (H1) is alccepted. This implies thalt job rotaltion hals al 

positive alnd significalnt influence on employee performalnce. 

b. The t-test result for the job competency valrialble on employee performalnce with al 

significalnce vallue of 0.013 < 0.05, hence, the null hypothesis (H0) is rejected, alnd 

the allternaltive hypothesis (H1) is alccepted. This indicaltes thalt job competency hals al 

positive alnd significalnt effect on employee performalnce. 

DISCUSSION 

The Influence of Job Mutation on Employee Performalnce. 

From the daltal alnallysis conducted by the resealrcher, it wals found thalt the mutation 

valrialble hals al t-vallue of 5.085 > 2.021 t-talble with al significalnce vallue of 0.000 < 0.05, 

mealning thalt job mutation hals al positive alnd significalnt impalct on employee performalnce. 

Therefore, in this study, H1 is alccepted. 

This occurs when job mutation alre implemented almong employees of the South 

Solok District ALgency for Civil Servalnts alnd Humaln Resource Development (BKPSDM). 

The resealrch findings allign with the study conducted by Runtuwene et al. (2016), regalrding 

the Influence of Job Plalcement, Mutation, alnd Workloald on Employee Performalnce alt PT. 

Balnk Sulutgo Malnaldo, where it wals discovered thalt job mutation hals al positive alnd 

significalnt influence on employee performalnce alt Balnk Sulut Malnaldo. This indicaltes thalt 

job mutation is one of the importalnt valrialbles or predictors of employee performalnce, 

palrticulalrly alt Balnk Sulut Malnaldo. 

Furthermore, the resealrch conducted by Karnadi & Pradana (2019), on the Influence 

of Job Promotion, Mutation, alnd Work Discipline on Employee Performalnce alt Balnk 

Ralkyalt Indonesial (Persero) Tbk. Situbondo Bralnch showed thalt rotaltion significalntly 

influences employee performalnce. These findings indicalte thalt when rotaltions alre done 

alccording to the employees' needs in their field, employee performalnce will improve. 

Conversely, if mutation alre not balsed on employee needs, performalnce maly decrealse. 
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The Influence of Job Competence on Employee Performalnce 

From the daltal alnallysis conducted by the resealrcher, the work competence valrialble 

hals al t-vallue of 2.615 > 2.021 t-talble with al significalnce vallue of 0.000 < 0.05, indicalting 

thalt work competence hals al positive alnd significalnt influence on employee performalnce. 

Hence, in this study, H2 is alccepted. 

These resealrch findings allign with Muhandari et al. (2020), study, stalting thalt 

competence significalntly alnd positively influences employee performalnce alt the West 

Malkalssalr Primalry Talx Service Office. This study is allso in line with Abaharis & Fauzi 

(2022), resealrch, stalting thalt competence hals al positive alnd significalnt influence on 

employee performalnce. 

Theoreticallly, it explalins thalt competence alffects employee performalnce. The 

higher the competence possessed by employees alnd its allignment with job role demalnds, 

the higher the employee's performalnce will be. Competent employees typicallly halve stalble 

chalralcteristics, alttitudes, behalviors, willingness, alnd work albilities to alddress workplalce 

situaltions, formed from al synergy of their nalture, self-concept, internall motivaltion, alnd 

knowledge calpalcity in context. This alllows them to quickly overcome challlenges, work 

callmly alnd confidently, view work als al sincere obligaltion, alnd openly enhalnce self-quallity 

through the lealrning process. 

CONCLUSION 

Balsed on the testing alnd discussion regalrding the Influence of Job Rotaltion alnd 

Work Competence on the Performalnce of South Solok BKPSDM Employees, severall 

conclusions caln be dralwn, including: 

1. Job Mutation hals al positive alnd significalnt impalct on the performalnce of South Solok 

BKPSDM employees. 

2. Work competence hals al positive alnd significalnt influence on the performalnce of South 

Solok BKPSDM employees. 
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