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Abstract: the purpose of this study is to investigate mutation and promotion system and its
relation to employeesatisfaction and jobperformance of West Kalimantan Immigration
Office.This study used descriptive qualitative research approach with Explanatory Re-
search. 50 people were taken as sampleusing judgmental sampling method only to employ-
ees who have been transferred. Data was collected through questionnaires and analyzed
using path analysis model. The results of this research answer the hypotheses: there is a
significant influence of mutation on job satisfaction; there is a significant influence of
promotion on job satisfaction; there is a significant influence of mutation on job
performance;there is a significant influence of promotion on job performance, and there is
a significant effect of job satisfaction on job performance. The datadiversity was explained
using path analysis model of 62.2%, while the rest was explained by other variables not
included in the model and error.
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Understanding of job perfor-
mance cannot be separated
from multidimensional under-
standing. The willingness and
ability of a person in job per-
formance can be seen from
his job performance in apply-
ing the concepts, thoughts,
and ideas effectively and ef-
ficiently so as to achieve the
goals set by the organization.
However, this is not only in
terms of management skill
but also in leading and apply-
ing all the abilities owned by
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a person to achieve the goals that have been set
(Edison, et al, 2016).

Job performance is the contribution and out-
put given by employees in carrying out their duties,
responsibilities, and functions as employees in the
organization. Good employee performance should
be rewarded properly so that they will be satisfied,
resulting in better achievement (Bernardin, 2003).It
is not easy to satisfy employees because job satis-
faction is individual. Each individual has different
levels of satisfaction. This is in accordance with
the definition of satisfaction that job satisfaction is
the emotional state (happy or unhappy)of employ-
ees toward theirjob (Dessler, 2008). This is reflected
in employees’ attitude towards their job:employees
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show positive attitudeif they are satisfied,andshow
negative attitude if they are not satisfied (Andidi,
2013).

Employee’s job dissatisfaction is generally ex-
pressed in various forms, i.e.employee’s request for
mutation, complain, disobeying, or circumventing
some of their job responsibilities,while job satisfac-
tion is one of the goals to be achieved by every
employee in the workplace (Shafazawana, et al,
2016). Job satisfaction leads employeesto increase
employee morale and dedication, love their job, and
increase employeediscipline. Therefore, the institu-
tion is necessary to create employee’s job satisfac-
tion (Nurdin, et al (2015).

Trivellas et al (2015) state that career develop-
ment management requires appropriate methods,
e.g.giving promotions for outstanding workers
anddoing employee transfer to refresh or prevent
saturation in employee performance. Mutation is a
change of position/ job/ workplace of an employee;it
can be done either vertically or horizontally
(Wahyudi, 2002). Promotionis a shiftfrom one job
to another within the higher hierarchy of authority
and responsibility (Dassler, 2008).

Employee mutation is intended to get particular
employees in the right place so that they will get a
new atmosphere and better job satisfaction, which
will result in higher job performance(Azizi and Liang,
2010). Employee mutation can be done horizontally
(from a position to another at the same level) and
vertically(in the form of promotion within an
organization)(Hasibuan, 2011). Promotion is given

to motivate employee morale so that employees will
show better jobperformance; employees getting
promotedwill havebigger responsibilities, higher dig-
nity or status, and be expected to have better skills
(Griva, et al, 2012).

Carter (1999) states thatemployee mutation
andpromotionare expected to increaseemployee
morale in order to motivate employees to work bet-
ter and get the better achievement. Employee mu-
tation will open up opportunities for competition in
improving job performance (Mahendra, 2014). Each
member of the organization has equal opportunity
to achieve a higher position. However, it should be
noted that competition in improvingjob performance
will arise if there is a guarantee that employee mu-
tation is actually done objectively (Surata and
Paramarta, 2015).

Judas (2013) found that employee mutation and
promotion simultaneously affect employee perfor-
mance. Similarly, the research which was conducted
by Angeles, et al. (2015) found that promotion posi-
tively and significantly affected employee’s job sat-
isfaction.

Employee mutation is expected to improve
employee’s job performance and morale afterward.
Employee mutation is usually conducted horizontally
(Wungu and Harsojo, 2003). Similarly, the promo-
tion also has the same goal, i.e. improving job satis-
faction that ultimately improves job achievement.
The conceptual model is illustrated in the following
diagram:
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Figure 1 Conceptual Model
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Hypothesis:
H1: Mutation significantlyaffects job satisfaction.
H2: Promotion significantlyaffectsjob satisfaction
H3: Mutation significantlyaffectsjob performance
H4: Promotion positively affects job performance
H5: Job satisfaction significantlyaffectsjob perfor-

mance

METHOD
Research Design

This research used causal explanatory model;
this model examined the hypotheses formulated in
this research and examined the causal relationship
among variables studied in the form of the survey,
which aims to know the pattern of causal relation-
ship among variable (Umar, 2005) mutation, pro-
motion, morale and job performance. The research
design is a guide that contains the steps in conduct-
ing research. Research design should be made sys-
tematically and logically so that it can be really easy
to follow guidelines (Kuncoro, 2004).

The approach used in this research was a quan-
titative approach, i.e. by conducting hypothesis testing
to explain the relationship between variables stud-
ied and doing case study to generate generalized
conclusions on other similar problems (Sekaran,
2003). The data used in this study was the primary
data taken directly from the object of research
through questionnaires. Secondary data was in the
form of information related to research obtained
from other sources. The selected measurement
scale was Likert scale.

Population and Sample
The population of this research was employ-

ees of  West Kalimantan Immigration Office in sev-
eral locations, i.e. Pontianak, Singkawang, and bor-
der offices (Entikong and Sambas), so the unit of
analysis in this study was the individuals. The sample
was determined usingjudgmental sampling method,
which is a sampling based on the judgment of the
researcher on who is eligible to be the sample
(Kuncoro, 2004). In order for this research to meet
the desired target, the sample used must meet a
criterion: employeeswho havebeen transferred.
Based on the population located in several locations,

the minimum number of sample target in this study
was 50, according to Roscue (Sekaran, 2003).

Most of the respondents were men (84%);
women represented only 16%; therefore, the ma-
jority of employees who have been transferredare
male. Although men and women have the same stan-
dards and requirements, the number of mutations
experienced by women is less than that of men (Stroh,
et al., 1992), primarily married women (Eby, et al,
1999). This is because female employees prioritize
their family;a married woman follows her husband
(Tharenou, 2008).  In accordance with that
opinion,immigrationoffice management provides the
policy that  female officers are allowed to
betransferredin accordance with their husband, of
course in accordance with the procedure applied.

The age of respondents ranges between 30-40
years old (52%), 41-50 years old(24%), under 30
years old(18%), and over 50 years old(6%). Most
of the employees being transferredare at career
development stage (30 to 40 years old (Slocum and
Cron 1985). Younger employees are more likely to
be transferred or relocated (Gould and Penley
1985),while older employees tend to stay close to
the family (Feldman and Bolino 1998). As in the
Immigration office, employees who are nearly re-
tired experience fewer mutations. Some employ-
ees nearly retired request to be transferred to the
office which is closer to where they live (Surata
and Paramarta, 2015).

The respondents’ work periodranges from 5-
10 years (42%), 11-20 years (36%), less than 5 years
(14%), and over 20 years (8%). Most of immigra-
tion office employees being transferred had low
work period (Gould and Penley, 1985).
Governmentagencies that include seniority system
allow many employees with longer work period to
occupy the higher position. Meanwhile, old employ-
ees who stillwork inexecutive positions are reluc-
tant to be transferred due to a stagnant career
(Feldman and Bolino, 1998).

Based on the rank,most of the respondents in
this research are executiveingrade II and gradeIII:
34% respondents in grade II/ d and 26% respon-
dents in gradeII/ c, 22%respondents ingradeIII/ a
and 18% respondents in grade III/ b. This composi-
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tion illustrates that most executive employees have
been transferred. Employees in Group III are al-
lowed to be promoted to higher position.

RESULTS
Questionnaire and interview were methodsused

to collectthe data required. The data obtained was
collected and analyzed using SPSS application. Prior
to the research, it was necessary to test the validity
and reliability of the questionnaire used. The test is
intended to obtain research data that meetsthe stan-
dard of validity and reliability level (Azwar, 2001).

Validity Test
The instrument validity was tested by using

construct validity test. Construct validity test is per-
formed to compile operational measurement indi-
cators based on a conceptual framework that will
be measured (Azwar, 2001). Variable mutation con-
sisted of two dimensions and 9 indicators. Variable
promotion consisted of 4 dimensions and 11 indica-
tors. Variable job satisfaction consisted of 4 dimen-
sions and 8 indicators. Variable job performance
consisted of 5 dimensions and 10 indicators. Each
question of the indicators of research variable had
a correlation value (r-count), greater than 0.1984.
Based on the correlation value, it can be said that it
metthe standard of validity (Kuncoro, 2004).

Reliability Test
Cronbach’s alpha value of variable

mutationamounted to 0.705, variable promotion

amounted to 0,746, variable job satisfaction amounted
to 0,735 and variable job achievementamounted to
0,739. All Cronbach’s alpha reliability values   were
greater than the standard value of 0.700 (Priyatno,
2013). Thus, all question items on the research vari-
ables were declared reliable. Reliability shows that
the measuring instrument used in research is a reli-
able measuring tool;reliability ofthe measuring in-
strument is reflected by the consistency of mea-
surement results from time to time (Sekaran, 2003).

Classical Assumption Test
Normality test was conducted using One-

Sample Kolmogorov-Smirnov test, resulting in the
significance value of each research variable greater
than 0.05. It can be concluded that the distribution
of data on both variables is normal (Priyatno, 2013).

Linearity test used was a mean test for linear-
ity, all research variables have significance values
below 0.05; in other words, the significance of de-
viation from linearity> 0.05, then the research vari-
ables are linearly related (Priyatno, 2013).

Path Analysis
Based on path analysis test with an alpha level

of 0.05, the influence of each variable on work per-
formance includes: coefficient of the direct influ-
ence of mutation on job satisfaction amounted to
0.353 with the value of sig 0.000. This shows that
mutation affectedjob satisfaction significantly and
positively, which means that the better the muta-
tion, thehigher the job satisfaction.

P = 0,000
= 0,362
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P = 0,023
=  0,252

P = 0,012
= 0,232

P = 0,000
= 0,525

P = 0,000
= 0,417

Figure 2  Path analysis among research variables
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The coefficient of the direct influence of job
promotion on job satisfaction amounted to 0.558 with
the value of sig 0.000. It showed that promotion
affected job satisfaction positively and significantly,
which means that the better the promotion,the higher
the job satisfaction.

The coefficientof the influence of mutation on
job performance amounted to 0.232 with sig value
0.012. This showed that mutation affectedjob per-
formance positively and significantly, which means
that the better the mutation, the better the job per-
formance.

The coefficient of the influence of promotion
on job achievement amounted to 0.252 with a sig
value of 0.023. It showed that promotion affected
job achievement positively and significantly, which
means that the better the promotion, the higher the
job performance.

The coefficient of the direct influence on job
satisfaction ofjob achievementamounted to 0.417
with sig value of 0.000. This showed that job satis-
faction affected job performancepositively and sig-
nificantly, which means that the better the employee
satisfaction, the higher the job performance.

The coefficient of the indirect effect of muta-
tion through job satisfaction on job
achievementamounted to 0.151 (0.362 x 0.417) with
sig value below alpha value. This showed that mu-
tation affectedjob performancepositively, indirectly,
and significantly,which means that the better the
mutation,the higher job satisfaction, which will lead
to higher job performance.

The coefficient of indirect influence of job pro-
motion through job satisfaction on job performance
amounted to 0.219 (0.525 x 0.417) with sig value
below alpha value. This indicated that promotion
affected job performance indirectly,positively, and
significantly, which means that the better the
promotion,the higher the job satisfaction, which will
lead to higher job performance.

The coefficient of the effect of mutation and
job satisfaction on job performanceamounted to 0.513
(0.362 + 0.151) with sig value below alpha value.
This showed that mutation and job satisfaction
affectedjob performancepositively and significantly,
which means that the better the mutation,the higher

the job satisfaction, which will lead to higher job
performance.

The coefficient of total influence of promotion
and job satisfaction on job performanceamounted
to 0.744 (0.525 + 0.219) with sig value below alpha
value. This showed that promotion and job satisfac-
tion affectedjob achievement positively and signifi-
cantly, which means that the better the promotion,the
higher the job satisfaction, which will lead to higher
job performance.

Based on the order of causality, it can be as-
sumed that the most dominant influence of exog-
enous variable on endogenous variablewas the in-
fluence of promotion onjob performancethrough job
satisfaction, amounted to 0.744 or 74.4%, which
means significant,followed by the effect of muta-
tion on job performancethrough job satisfaction,
amounted to 0.513 or 51.3%, whichmeans signifi-
cant.

DISCUSSIONS
Hypothesis (H1): Mutation significantly af-
fects job satisfaction

The research results showed that variable
mutationmay be due toemployee’s requestand trans-
fer in order to increase productivity; the data sup-
ported that most respondents gave positive re-
sponses. This means that mutationmanagement was
in accordance with the applicable procedures and
rules, so that mutation decision has an impact on job
satisfaction In line with Sastrohadiwiryo’s opinion
(2002) that mutation is an employment activity as-
sociated with the process of transferring functions,
responsibilities, and employment status of employ-
ees to a particular situation in order for the con-
cerned employees to obtain job satisfaction in-depth
and to provide the maximum job performance to
the organization. It wasaffirmed by Wahyudi (2002)
that mutation is a routine activity of a company in
order to implement the principle of “the right men in
the right place”.

The results of this researchstrengthen empiri-
cal data of a study which was conducted by
(Mahendra, 2014) that the right mutation is con-
ducted through good procedures so that employees
are placed in accordance with organizational needs,



DIKTI ACCREDITED SK NO. 36a/E/KPT/2016 ISSN: 1693-5241 111

Mutation and Promotion System and Its Relation to EmployeeSatisfaction and Job Performance

supported by the desire of employees to improve
career and give the impact that can affect job satis-
faction. Satisfied employees will increase their pro-
ductivity and job performance.

Hypothesis (H2): Promotion significantly af-
fects job satisfaction

The promotion provides an important role for
every employee. Promotion indicates trust and rec-
ognition of the company about the ability and skills
of concerned employees to occupy a higher posi-
tion. It is in line with Wahyudi’s (2002) opinion that
promotion is the change of position or job from the
lower level to the higher level, usually followed by
the increase of responsibility, rights, and social sta-
tus of the employee.

Edison, et al (2016) argue thatif there is an op-
portunity for every employee to be promoted based
on fairness and objectivity, employees will be en-
couraged to work harder, eager, disciplined, and get
the better achievement so that the company’s goals
can be optimally achieved. This is supported by
Sastrohadiwiryo’s opinion (2002) that promotion is
a shift from one job to another within the higher
hierarchy of authority and responsibility.

The results of this research strengthen the
empirical data of research which was conducted
by Andidi (2013) that according to the aspects of
justice, good promotion gives positive and signifi-
cant impact to employee’s job satisfaction. Employ-
ees will feel that they are cared for and treated well
so they are working happily.

Hypothesis (H3): Mutation significantly
affectsjob achievement

The results of this research supportthe results
of a research which was conducted by Dasplin
(2014) that mutation is a change from a position in a
class to a position in another class which is not higher
or not (at the same level) in terms of salary. Fur-
ther, Kasmir (2008) adds that the purpose of muta-
tion is to avoidemployee saturationorboredomin their
work,which affects their productivity. The mutation
also can be made to employees who have neglected
to perform their duties or are unable to perform their

duties perfectly: as a form of sanction. This is per-
formed in order to improve employee performance.

The results of this research strengthen the
empirical data (Nurdin, et al, 2015) that promotion
and mutation simultaneously affect employee per-
formance. This can be seen from the coefficient of
influence that directly affects variable employee
performance; the highest coefficient is a variable
mutation. Azizi, et al (2015) in his study stated that
job relocation can mean promotion and demotion.
Promotion is a form of appreciation if an employee
has high job performance (above the standards of
the organization) and behaves very well; this is
manifested in the form of career enhancement.
Thus, those who get promoted will get the larger
amount of task, higher authority, and responsibility.
A demotionis an act of sanction by downgrading
employee’s positionor not giving some allowance.

Hypothesis (H4): Promotion significantly af-
fects job achievement

Promotion is one of several kinds of career
development; getting a promotion is a dream or goal
of an employee because it meansreward given by
the agency or company for his good performance
or achievements.

The results of this research on employee pro-
motion in Immigration Office is in line with Wungu
and Harsojo’s opinion (2003) that promotion is the
transfer of an employee from a position to another
position which is higher in terms of income, func-
tions, duties, responsibilities, requirements,and au-
thority. Hasibuan (2011) argues that promotion given
to employees will have an impact on position en-
hancement, higher responsibilities, increasing duties,
increasing rights, and higher authority. Furthermore,
the promotion will increase job motivation and job
performance.

The results of this research strengthen the
empirical data of research which was conducted
by Dasplin (2014) that promotion poses a signifi-
cant positive effect on employee’s career develop-
ment, which will result in positive things for em-
ployees i.e.increasing their knowledge and experi-
ence, facilitating employees to strengthen the rela-
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tionship among employees, which will improve job
performance. Trivellas (2015) explains that the low
contribution of promotion in improving work perfor-
mance is in line with the reality in the workplace
that most employees do not expect promotion be-
cause theirjob is not supportive.

Hypothesis (H5): Job satisfaction significantly
affects job achievement

Job satisfaction is employee’s assessment ofthe
extent to which his job as a whole satisfies his needs.
Job satisfaction can also be defined as an emotional
state (happy or unhappy) of employees towards
their job (Dassler, 2008). Employees’ job satisfac-
tion will affect their attitudes and behavior towards
their job; especially, the behavior will be reflected
from the level of work accidents, absenteeism, moral
level, and the productivity rate of employees. Those
will affect the level of employee productivity.

According to Edison, et al (2016), company
believes that income or salary is a major factor af-
fecting employee satisfaction. However, employee’s
job satisfaction is not absolutely influenced by sal-
ary alone. Many other factors affect employee’s
job satisfaction. According to Maslow’ theory
(Hasibuan, 2011) about human needs, if it is viewed
from the hierarchy of human needs, it can be con-
cluded that the compensation or reward is given to
employees in the form of material, in this case, is
salary, is the lowest needs of human or employee.

The results of this studystrengthen empirical
data (Hendri and Evanita, 2014) that job satisfac-
tion, consisting of intrinsic and extrinsic factors of
job satisfaction, affectsjob achievement. The vari-
able that has a dominant influence on job perfor-
mance is variable extrinsic job satisfaction.

CONCLUSION
The analysis results indicated that there was

an effect of the mutation on employee’s job satis-
faction, which means that the increase in mutation
value will be followed by the increase in job satis-
faction. Furthermore, there was an effect of pro-
motion on job satisfaction, indicating that the increase
in the promotion will be followed by the increase in
job satisfaction.

Similarly, the mutation had a significant effect
on employee performance, meaning that increase
in mutation will be followed by an increase in job
performance. Similarly, the promotion had a signifi-
cant effect on employee performance, indicating that
promotion is followed by the increase in job perfor-
mance. Furthermore, job satisfaction had a signifi-
cant effect on employee performance; it can be
explained that employee’s job satisfaction will raise
job performance.

The results of path analysis with standardized
variables showed that the effect of total promotion
on job achievement through job satisfaction of 0.744
was more dominant than other influences. The cal-
culation results showed that R2m value amounted
to 0.622; in other words, data diversity was explained
by using path analysis model in this study,amounted
to 62.2%, while the remaining 37.8% was explained
by other variables that are not involved in the model
and error.

SUGGESTION
In order to improve the services provided by

the office, employee’s job satisfaction needs to be
considered and improved. The role of employees is
crucial in carrying out the main tasks and functions
as mandated by the rule and legislation.

Mutation and promotion in improving job per-
formance through job satisfaction will not work well
if employee position placementis notin accordance
with employees’ skill and expertise. Mutation and
promotion need to be done carefully, thoroughly, and
as needed.

The findings of the study indicate that mutation
affects job satisfaction and job achievement. There-
fore, the organization needs to improve good man-
agement and strive to eliminate superior’s subjec-
tivity against employees, which will lead to the mu-
tation which is not in accordance with the applied
procedure.
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