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ABSTRACT

The research aims to find out how the influence of job promotions on employee performance in the
Makassar City Regional Secretariat by using quantitative methods. Determination of the sample in the
study using the slovin formula as many as 73 employees with a simple random sampling technique. Data
collection techniques using observation, questionnaires and documentation. The data analysis technique
used is simple linear regression and t test. The results showed that: (1) The level of promotion in the
Makassar City Regional Secretariat was in the good category following the operational standard
procedures in accordance with Law No. 5 of 2014 and its derivative rules, (2) the level of performance of
employees in the Makassar City Regional Secretariat is in the very high category, and (3) the t-test shows
that HO is rejected and H1 is accepted, which means that promotion is a positive and significant effect on
employee performance in the Makassar City Regional Secretariat shown by the equation Y = 11.614 +
0.711X. Basically employees have the desire to experience promotions will tend to have good
performance, if achieved or not the performance targets are used as a basis for assessment in the
promotion of positions in addition to loyalty, education level and work experience. Leaders must pay
more attention to the promotion of positions to employees who are able to maintain high performance, the
promotion of the right position as needed will have a positive influence on improving employee
performance.
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INTRODUCTION

Human resources (HR) is the most important part in an organization (Jerénimo et al.,
2019). Human resources are needed as a driving factor for other components contained in an
organization, without the role of human resources organizational activities can not be carried out
properly and regularly (Saggaf et al., 2014; Salam, 2015; Shah et al., 2017). So the organization
must always foster and develop the potential of its human resources as a very valuable asset.

One effort that can be done is to do a promotion program (Chitescu & Lixandru, 2016).
Hasibuan (2018) argues that promotion is a move that enlarges the authority and responsibility
of employees to higher positions in an organization so that obligations, rights, status, and
producers the greater the. The importance of developing human resources is done to create
better employee performance than before so that the objectives of the organization can be
achieved.

Efforts to improve employee performance are not easy, and therefore there is a need for
employee motivation by career development, one of which is by promoting positions. This is
evidenced by the previous research conducted by (Vianti & Netra, 2013) entitled "The Effect of
Leadership Style, Job Promotion and Financial Compensation on Employee Performance at PT.
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Grand Mega Bali Resort & Spa Kuta Bali "where the results of his research indicate that the
promotion variable has a significant effect on employee performance.

The potential of its human resources as a very valuable asset. One effort that can be done
is to do a promotion program. Hasibuan (2018: 108) argues that promotion is a move that
enlarges the authority and responsibility of employees to higher positions in an organization so
that obligations, rights, status, and producers the greater the. The importance of developing
human resources is done to create better employee performance than before so that the
objectives of the organization can be achieved (Akib & Salam, 2016; Pratiwi et al., 2019).

Employee development through job promotion programs is intended to provide
experience in carrying out management functions at a higher structural level than before, where
the new position has broader and heavier responsibilities, so employees are required to work
harder to improve their abilities so that their duties and responsibilities can be carried out
successfully.

Job promotion programs can be implemented if there are positions that have not been
filled or there are vacancies as well as the re-evaluation of old positions. The opportunity to fill
a position is first given to those who have fulfilled all the requirements regarding the
implementation of the promotion. Ardana in Vianti & Netra (2013) regarding several criteria
that need to be considered before conducting promotions, namely seniority, quality of
education, work performance and level of loyalty. Placement of employees is done by making
adjustments to the needs of the organization associated with planning to get the right people in
the right position as well or commonly known as "right man on the right place". To get a good
and professional, responsible, honest and fair state civil apparatus, a recruitment system based
on open capability based on capability is needed (Nilwana et al., 2015; Simon et al., 2016). In
theory, the application of a merit system is still not optimal and optimal to be implemented.
According to Law Number 5 of 2014, the implementation of a merit system is a necessity that
needs to be done by the government.

The enactment of Law No. 5 of 2014 concerning ASN is expected to have a significant
impact on institutional changes, career systems and remuneration because this law overhauled a
system of recruitment, fostering and career development which included a career gaps system
and filling high positions through open promotion. To guarantee the selection of professional
and competent people, according to job competency standards (Salam et al., 2014).

The state apparatus has the same rights and opportunities to be able to fill structural
positions in government (Niswaty et al., 2016). Open promotion of this position through a
number of lengthy processes, ranging from Administrative requirements such as Rank and
Group, making papers, presentations, interviews to assessment. From this process, it is expected
to produce the best people to occupy the positions in question. Makassar City Regional
Secretariat in the management of civil servants refers to Government Regulation No. 11 of 2017
which is a derivative of Law No. 5 of 2014.

There is still an imbalance in the promotion of positions in the organization, because
sometimes promotional activities are still influenced by subjectivity and kinship elements so
that it ignores the conditions that have been set as the basis for conducting promotions. In
addition, the phenomenon that occurs in government organizations that is sometimes the
implementation of promotion is not based on the principles of professionalism and objective
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conditions set, sometimes the position given is not in accordance with the expertise and
educational background.

Job promotion provides an important role for every employee, even a dream that is
always waiting for. If there is an opportunity for employees to be promoted based on the
principles of fairness and objectivity, employees will be motivated to work harder, be more
enthusiastic, discipline, and achieve work so that organizational goals can be optimally
achieved. Organizations need high-performing employees, at the same time employees need
feedback on their performance as a guide for their actions in the future.

The existence of promotional targets, makes employees feel valued, cared for, needed and
recognized by their organization's work ability so that they will produce high outputs and will
enhance the morale of the organization. This is also evidenced by research conducted by (Eka et
al., 2016) with the title "The Effect of Job Promotion and Work Discipline on Employee
Performance", where the results of his research indicate that there is a positive and significant
influence of the promotion variable on employee performance in the District Transportation
Office Buleleng.

Organizations can help employees develop the ability or potential and achieve desired
careers by organizing employee training programs that can improve employee performance so
that the organization can provide a "reward" in the form of promotion. Thus it is hoped that
employees and organizations can benefit each other and achieve the goals set. Based on the
description above, the author is interested in conducting research under the title "Job Promotion
and Employee Performance at the Makassar City Regional Secretariat”

METHOD

This research uses quantitative methods with associative research types and forms of causal
relationships (Creswell & Creswell, 2017). Associative research is research that aims to
determine the relationship between two or more variables. While a causal relationship is a
causal relationship. The population in this study is the entire State Civil Apparatus at the
Makassar City Regional Secretariat of 267 employees. Then the sample is drawn using the
Slovin formula and produces a total sample of 73 employees. Data collection technigques using
observation, questionnaires and documentation. Data analysis techniques using simple linear
regression analysis with the help of SPSS version 24, t test and to see the percentage level of
each variable, this study uses the Likert scale categorization.

RESULT AND DISCUSSION

Job Promotion

Promotion is an increase in the position of an employee from a previous position to a
higher position, promotion can be in the form of a promotion from low to a higher position. To
measure the promotion of positions in the Makassar City Regional Secretariat, 4 indicators used
by (Thoha, 2003) were used, namely Work Professionalism, Loyalty, Education Level, and
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Work Experience. The percentage rate of Job Promotion for each indicator can be seen in the
following table:

Table 1
Achievement Rate of Job Promotion Score
Job promotion Number  Score Ideal Achievement Category
indicators of Items achieved Score (%)

Work Professionalism 2 610 730 83,56 Very high
Loyalty 2 614 730 84,10 Very high
Level of education 3 889 1.095 81,18 Very high
Work experience 3 897 1.095 81,91 Very high
Amount 10 3.010 3.650 82,46 Very high

Source: Processed Data Results, Indicators 1-10

Based on table 1, it can be seen that the percentage level of achievement of the promotion
variable is in the very high category with the calculation result of 82.46%, the results of
measuring the promotion of the position through the four indicators above shows that all
indicators support to be a requirement in conducting promotion.

Employee Performance

Employee performance is the work of individuals in an organization. To measure the
performance of employees in the Makassar City Regional Secretariat using 5 indicators
proposed by (Mangkunegara, 2000), namely Work Quality, Work Quantity, Responsibility,
Cooperation, and Initiatives. The percentage level of Employee Performance for each indicator
can be seen in the following table:

Table 2
Level of Achievement of employee Performance scores

Job promotion Number  Score Ideal Achievement Category

indicators of Items achieved Score (%)

Work quality 2 575 730 78,76 High
work guantity 2 582 730 79,72 High
responsible 2 619 730 84,79 Very high
cooperation 2 622 730 85,20 Very high
initiative 2 589 730 80,68 High
amount 10 2.987 3.650 81,83 Very high

Source: Processed Data Results, Indicators 11-20

Based on table 2, it can be seen that the percentage level of achievement of employee
performance variables is in the very high category with the calculation results of 81.83%, the
results of measuring employee performance through the five indicators above indicate that all
indicators support to improve employee performance.
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Effect of Job Promotion on Employee Performance

The results of data analysis using SPSS version 24 show that position promotion has a
positive and significant effect on employee performance at the Makassar City Regional
Secretariat. The results of a simple linear regression analysis assisted by SPSS version 24, can
be seen as follows:

Table 3.
Simple Linear Regression Analysis

Unstandardized Standardized
Coefficients Coefficients

Model B Std. Beta t Sig.

Error
1. (Constant) 11,614 3,385 3,431 0.001
Promotion of position 0,711 0,082 0,718 8,687 0.001

a. Devendent Variable: employee performance

Based on table 3, the linear regression results can be obtained as follows: Constant
numbers (a) of 11,614 and coefficient of variables (b) Job Promotion of 0.711, a simple linear
regression equation model for this study can be made as follows:

Y=a+bX
Y =11,614+0.711 X
a = constant value in research

This is 11,614, meaning that if the Job Promotion is assumed to be zero (0) then the
Employee Performance is worth 11,614. b = number of regression coefficients in this research
amounted to 0.711, means every improvement Job Promotion of 1 unit, it will be improve
employee performance amounted to 0.711.

T test

T-test or partial test is used to test the effect of independent variables on the dependent
variable partially or individually. Technically the test is done by comparing the value of tcount
with the value of tt able at a significance level a = 0.05.

The t-value of the promotion variable (X) is greater than the t-table value (8.697> 1.666)
and the significance value (sig.) Is smaller than required (0,000 <0.05). These results indicate
that HO is rejected and H1 is accepted, which means promotion of a positive and significant
effect on employee performance at the Makassar City Regional Secretariat.

Based on the results of these calculations it can be seen that employee performance has a
positive and significant effect on the promotion of position. The results of this study are
supported by the opinion of Nitisemito (2008) job promotion is the process of moving
employees from one position to another position that is higher than the position previously
occupied. Promotion of the right position according to needs will have a positive influence on
improving employee performance.
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CONCLUSION

Based on the results of research on the effect of job promotion on employee

performance in the Makassar City Regional Secretariat, then in this chapter several
conclusions will be drawn as follows:

a.

Position promotion in the Makassar City Regional Secretariat in general has been in
a very high category, in the sense that Position Promotion is in accordance with the
merit system contained in Law No. 11 of 2017 and is the basis for implementing
promotion in the Makassar City Regional Secretariat.

The performance of employees in the Makassar City Regional Secretariat in general
is already in the very high category, in the sense that employee performance is in
line with organizational expectations. However, indicators of work quality and
quantity of work are still at a lower percentage compared to other indicators.
Position promotion has a positive and significant effect on employee performance
at the Makassar City Regional Secretariat. This can be seen from the analysis of the
data obtained, namely t count 8.697> t table 1.666 and Sig 0.000 <0.05. The
analysis of the data shows a hypothesis which states that there is a positive and
significant influence on the promotion of the employee's performance so that the
hypothesis can be accepted.
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