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Abstract 

This study aims to determine and analyze 1) the effect of competence, job placement and job 

satisfaction on employee performance at the Regional Office VII BKN, 2 ) the effect of 

competence on employee performance at the Regional Office VII BKN, 3) the effect of job 

placement on employee performance at the Regional Office VII BKN and 4) Job Satisfaction 

on employee performance at Regional Office VII BKN. The object of research is the 

employee at the Regional VII BKN office. The research method is associative using primary 

data. The population of this study was 140 employees, the sample selection technique used in 

this study was a probability sampling technique with a cluster random sampling method 

obtained through the formula of Isaac and Michael as many as 100 employees. The analysis 

technique used is multiple linier regression analysis. The results showed tha 1) 

simultaneously competence, job placement and job satisfaction had a significant effect on 

employee performance at Regional Office VII BKN, 2) competence had a significant effect 

on employee performance at Regional Office VII BKN, 3) job pacement had a significant 

effect on employee performance. At Regional Office VII BKN 4) job satisfaction has a 

significant effect on employee performance at Regional Office VII BKN. 
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1. Introduction 

Increasing human resources for the development of organizational management is the main 

requirement to be able to compete and be independent in the era of globalization. In the 

context of future government development, it is important to prepare a professional State 
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Civil Apparatus (ASN), able to compete and participate in world development in various 

aspects of life, so that employees can improve the quality of high service for the public. 

Indonesia is challenged to be able to realize good governance and clean governance. In the 

context of public organizations, performance is a measure of the results in managing and 

running the organizational bureaucracy related to things that will and are being done. 

According to Yaslis (2013: 62) performance is the appearance of the work of personnel both 

in quantity and quality in an organization. Performance in the form of individual appearances 

and groups of personnel. The appearance of the work is not limited to personnel holding 

functional and structural positions, but also to the entire range of personnel in the 

organization. 

Employee performance is influenced by competence, development, work design, personality, 

job satisfaction, work environment, loyalty, commitment, work discipline, work motivation, 

leadership, leadership style, and organizational culture (Kasmir, 2016: 65). Meanwhile, 

according to Nitisemito (2011: 66) these factors include: the amount and composition of 

compensation given, proper job placement, training and promotion, a sense of security in the 

future, relationships with colleagues and relationships with leaders. To form the good 

performance of a government employee, he has regulated regulations related to the 

importance of competence and the addition of employees to the performance of agencies 

within the government. Employees must have the right competence in doing work to realize 

employee work performance and success in the long term. Each competence will appear in 

individuals on various characteristics, in the BKN Regional VII office there is still a low 

competence shown by limited knowledge of employees, low understanding can be seen from 

the slowness in completing work and facing public complaints besides that there is still an 

unenthusiastic attitude in completing work and low interest in improving ability to work. 

Empirical studies with different results related to competence were shown by the research of 

Ngebu, Sintaasih & Subudi (2018) and Hermawan (2019) whose research results stated that 

competence affects performance while Susanto & Sukoco research (2019) stated that 

different research results, namely Competence did not have a significant effect on 

performance. 

In addition to competence, the suitability of employee work placements can also affect 

performance. The suitability of work placement between position positions and the 

educational status or competence of employees greatly affects the way employees work in 

carrying out agency governance so that they appear in the form of employee performance. 

Inappropriate job placements will cause employees to display lower productivity, feel 

saturated and bored so that it will be difficult to achieve the expected performance. This is 

more or less also still happening to employees of the Regional VII BKN Office, job 

placements which are still not in accordance with education, skills, experience and age 

factors that have received less attention so that this ha will affect employee performance.       

Empirical studies on job placement showed the results of research by Siahaan (2019) and 

Manullang, Kennedy & Tiara Puspa (2020) which stated that job placement partially affects 

employee performance while Lussy's research (2018) showed results that job placement had 

no effect on employee performance. 

Job satisfaction is also closely related to employee performance, a person who is satisfied in 

his job will have high motivation, commitment and work participation so that he will 

continue to strive to improve their performance. Most people generally feel satisfaction with 

their work even though there are differences in satisfaction between them. At the BKN 
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Regional VII Office, employees still often feel that they do not get enough attention from the 

agency accompanied by a promotion system that tends to be unhealthy, weak leadership 

supervision and there are still competitors and jealousy between colleagues. An empirical 

study of job satisfaction studies showed the results of Rosmaini & Tanjung research (2019) 

which proved that job satisfaction has an influence on employee performance. An empirical 

study that contradicts the above results was shown by Nabawi (2019) where in his research 

showed the results that job satisfaction did not have a significant effect on employee 

performance. 

 

 2. Literature Review 

2.1 Employee Performance 

Kasmir (2019: 182) states that employee performance is the result of work and work behavior 

that has been achieved in completing tasks and responsibilities given in a certain period. 

Employee performance is about doing the work, what is done and how to do it which then 

produces work that has a strong relationship with the company's strategic goals and 

contributes to the economy. 

Performance indicators according to Abdullah (2014: 197) are: quality, quantity, punctuality, 

effectiveness, independence and work commitment. Meanwhile, Malthis & Jackson (2012: 

378) stated that the indicators that are a measure of employee performance are: Quantity, 

quality, punctuality, attendance and ability to cooperate. 

2.2 Competence 

According to Wibowo (2016: 272) competence as a person's ability to produce at a 

satisfactory level in the workplace, including the ability of a person to transfer and apply 

these skills and knowledge in new situations and increase the agreed benefits. 

Hutapea and Thoha (2012: 28) stated that the main components of competency formation are: 

knowledge, skills and attitudes. while according to Sutrisno (2019: 204) the concept of 

competence that is used as a measure is as follows: knowledge, understanding, skill, value, 

attitude and interest. 

2.3 Job Placements 

According to Hartatik (2014: 77) Job placement is job title analysis information that is used 

to place employees on job jobs that match the skills in order for them to work effectively. Job 

placement indicators According to Yuniarsi & Suwatno (2013: 42) are placement according to 

education, placement according to knowledge, placement according to skills, placement 

according to experience, and placement according to age factors. 

2.4 Job Satisfaction 

Job satisfaction is an assessment of the worker, namely how far his work as a whole satisfies 

his needs, job satisfaction is related to the attitude of the employee towards the work itself, 

work situation and work relationship (Sukrispiyanto, 2019: 182).   

According to Sedarmayanti (2017: 168) indicators in measuring job satisfaction are job 

content, supervision, organization and management, opportunities to advance, payments 

(wages/salaries), colleagues and working conditions. 



International Journal of Business, Management, and Economics  

e-ISSN 2746-1351 

Vol. 3 No. 3, August  2022 

[Type text] Page 260 

 

 

3. Research Method 

The object in this study is Employee Performance (Y) as a dependent variable while as an 

independent variable is Employee Competence, Employee Job Placement and Employee Job 

Satisfaction at the Regional Office VII BKN Palembang.  The population in this study was all 

civil servants (PNS) at the Regional Office VII BKN with a total of 140 employees. The 

sample in this study used isaac and michael's formula for a population of 140 people with an 

error rate of 5% then the number of samples as many as 100 people were selected using the 

cluster random sampling method.  

Data collection techniques are questionnaires, interviews and documentation. Questionnaires 

are those submitted and collected by researchers by meeting respondents directly. Interviews 

are direct communication with BKN Palembang employees to obtain information related to 

the necessary data. Documentation is by collecting data related to the study under study.  The 

data analysis technique in this study was used regression linier. However, previously, 

instrument tests and classical assumption tests will be carried out first against the data.  The 

analysis model used is multiple linear regression analysis; this analysis model is used because 

of the variables that affect more than one, the model of multiple linear regression equations as 

follows: 

 

𝑌 =  𝑎 +  𝑏1𝑋1 +  𝑏2𝑋2 + 𝑏3𝑋3 + 𝜀 

 

4. Findings and Discussions. 

Based on the number of research samples of 100 respondents, the authors distributed 100 

questionnaires to selected respondents from the Regional Office VII of BKN, with the result 

of returning 100% of the questionnaire, which was 100 copies, which had been received 

again, then the research sample had met the research requirements. The general description of 

respondents was seen through the demographics of respondents which included: gender, age, 

last education, length of service, working class and employment status. 

4.1 Instrument Test 

Instrument tests include validity tests and reliability tests. Validity test with Cronbach's Alpha 

method rhitung value is represented by Corrected Item-Total Corelation value, Based on the 

validity test that has been carried out, the overall indicators used in each question item in 

employee performance, competence, job placement and job satisfaction are said to be valid, 

because the overall indicators used have a rhitung value of > rtabel (0.361).    

Reliability tests are carried out jointly on all question items. If the value of Cronbach Alpha ≥ 

0.7 then it is reliable. If the Cronbach Alpha value < 0.7 then it is not reliable. Based on 

reliability tests, the overall value of employee performance, competence. Job placement, and 

job satisfaction used in this study are said to be reliable, because overall it has a value of > 

0.7. 

4.2 Test of Classical Assumptions  

4.2.1 Normality Test 
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The normality test is a test to measure whether the data owned is normally distributed so that 

it can be used in statistics. Test the Kolmogorov-Smirnov sample to test the normality of the 

regression model, provided that if it is significant > 0.05 then the variable is normally 

distributed. The results of the normality test can be seen, as follows: 

 

Table 1. Normality Test Result  

 Kolmogorov-Smirnov
a
 

 Statistic df Sig. 

Unstandardized Residual 0,146 100 0,90 

Source: Data processing, 2022. 

 

Based on the normality test above, it can be seen that if the significant value is 0.090 > 0.05, 

then it can be ascertained that the regression model meets the normality. 

 

4.2.2 Uji Heteroskedastisitas 

The heteroskedasticity test is used to test for the occurrence of residual variance differences 

of one observation period to another observation period. How to predict the presence or 

absence of heteroskedasticity in a model can be seen with the Scatterplot image pattern, as 

follows: 

 

 

 

 

 

 

 

Picture 1. Heteroskedasticity Test Result 

Source: Data processing, 2022. 

 

Based on the figure above, it can be seen that the dots on the Scatterplot are spread above and 

below / around the number 0, and the data points do not collect only above or below only. 

The spread of data points does not form a wavy pattern of widening and then narrowing and 

widening again, even the spread of data points is not patterned. So it can be said that there is 

no herteroskedasticity in the regression model in this study. 

 

4.2.3 Multicholinearity Test 
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The multicholinearity test applied to multiple regression analysis consisting of two or more 

free variables or independent variables, will be measured the closeness of the relationship 

between the free variables through the magnitude of the correlation coefficient (r). If the VIF 

value in the output result has a value of no more than 10 and a Tolerance value of not less 

than 0.1, then it can be declared that the multiple linear regression model is free from 

classical assumptions and can be used in research. Then the results of the multicholinearity 

test can be seen, as follows: 

 

Table 2. Multicholinearity Test Result 

Model Collinearity Statistics 

(Constant) Tolerance VIF 

Competence (X1) 0,305 3,275 

Job Placement (X2) 0,444 2,253 

Job Satisfaction (X3) 0,536 1,867 

Source: Data processing, 2022. 

 

Based on the multicholinearity test in Table, all variables used in this study have a VIF value 

of < 10, and a Tolerance value> 0.1, so it can be ascertained that the model used in this study 

did not occur multicholinearity.  

 

4.3 Linearity Test 

The data linearity test aims to find out whether two or three variables have a significant linear 

or non-linear relationship. Then the results of the data linearity test can be seen, as follows: 

 

Tabel 3. Linearity Data Test Result 

Linearity 

Variabel df F Sig. 

Competence (X1) 1 201,492 0,000 

Job Placement (X2) 1 120,329 0,000 

Job Satisfaction (X3) 1 62,447 0,000 

Source: Data processing, 2022. 

 

Based on the linearity test of the data in Table, it can be seen that the sig value. competence 

(X1) of 0.000, job placement (X2) of 0.000 and job satisfaction (X3) of 0.000, meaning a sig 

value. < 0.05. Then it can be concluded that between a free variable and a bound variable has 

a linear relationship. 
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4.4 Multiple Linear Regression Analysis 

Multiple liniear regression analysis is used to determine the regression between competency 

variables, job placement and job satisfaction with employee performance at the Regional 

Office VII BKN. with the following results 

Table 4. Multiple Linear Regression Analysis 

Model 

Unstandardized Coefficients Standardized Coefficients 

B Std. Error Beta 

1 (Constant) 0,480 0,172  

X1 0,405 0,085 0,476 

X2 0,238 0,069 0,285 

X3\ 0,165 0,067 0,184 

Source: Data processing, 2022. 

Based on the table above, it can be arranged into a multiple linear regression equation, as 

follows: 

 

Y = 0,480 + 0,405 X1 + 0,238 X2+ 0,165 X3 

 

A constant value of 0.480 indicates that if competence, job placement and job satisfaction are 

absent or are worth 0 (zero), then employee performance will be fixed. The competency 

coefficient value of 0.405 indicates that competence has a positive effect on employee 

performance. This means that if there is an increase in competence, employee performance 

will increase, and vice versa if competence decreases, employee performance will also 

decrease, assuming job placement and permanent job satisfaction. 

The value of the job placement coefficient of 0.238 indicates that job placement has a 

positive effect on employee performance. This means that if there is an increase in job 

placement, employee performance will increase, and vice versa if the job placement is 

reduced, employee performance will also decrease, assuming competence and job satisfaction 

remain.  The value of the job satisfaction coefficient of 0.165 indicates that job satisfaction 

has a positive effect on employee performance. This means that if there is an increase in job 

satisfaction, employee performance will increase, and vice versa if job satisfaction decreases, 

employee performance will also decrease, assuming competence and job placement remain. 

The results of the multiple linear regression analysis above show that the competency 

variable has a stronger effect in influencing employee performance than job placement and 

job satisfaction, meaning that competence has the most impact on employee performance at 

the Regional Office VII BKN. 

 

4.5 Hypothesis Test 
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4.5.1 F -Test 

The F test is intended to test free variables simultaneously/together against bound variables, 

the results are as follows : 

 

Table  5. F-Test Result 

Model 

Sum of 

Squares df 

Mean 

Square F Sig. 

1 Regression 68,821   3 22,940 78,393 0,000 

Residual 28,093 96   0,293   

Total 96,914 99    

Source: Data processing, 2022. 

Specifies f table with a confidence level of 95% and an error rate (α) of 5% = 0.05with a 

degree of freedom (df) v1= k-1 = 4-1 = 3, and v2 n-k = 100-4 = 96 (the same df as in Table 

IV.17). So the Ftabel value = 2.69. Based on the F Test Table, it can be seen that the value of 

F count78.393> Ftable is 2.69, with a sig level. F 0.000 < 0.05 (significant), then Ho was 

rejected, meaning that there was a significant influence on competence, job placement and 

job satisfaction on employee performance at the Regional Office VII BKN. 

4.5.2 t-Test 

This t-test is intended to test free variables partially/individually against bound variables, 

with the following results: 

 

Table 6. t- Test Result 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

  

B Std. Error Beta t Sig. 

1 (Constant) 0,480 0,172  2,785 0,006 

X1 0,405 0,085 0,476 4,785 0,000 

X2 0,238 0,069 0,285 3,453 0,001 

X3 0,165 0,067 0,184 2,444 0,016 

Source: Data processing, 2022. 

 

Specifies ttabel with a confidence level of 95% and an error rate (α) of 5% = 0.05 and a 

degree of freedom (df) = n-k. Then : (df) = 0.05 (100-4) is 0.05 = 96. So the value of ttable = 

1.984.  Based on Table IV.16, it can be seen as follows:  

 

The calculated value for competence is 4.785> ttabel 1.984, with a sig.t level of 0.000< 0.05 
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(significant), then Ho is rejected, meaning that there is a significant influence of competence 

on employee performance at the Regional Office VII BKN. The calculated value for job 

placements is 3,453> ttabel 1,984, with a sig.t level of 0.t 0.001< 0.05 (significant), then Ho 

is rejected, meaning that there is a significant influence of job placement on employee 

performance at the Regional Office VII BKN. Calculated value for job satisfaction of 2.444> 

ttabel 1.984, with a sig.t level of 0.t 0.016< 0.05 (significant), then Ho was rejected, meaning 

that there was a significant effect of job satisfaction on employee performance at regional 

office VII BKN. 

 

4.6 Discussion  

4.6.1 The Effect of Competence, Job Placement, and Job Satisfaction on Employee 

Performance. 

Based on the results of the joint analysis that has been carried out in this study, it proves that 

there is a positive and significant influence on competence, job placement and job satisfaction 

on employee performance at the Regional Office VII BKN. This shows a positive or 

unidirectional linear relationship between the variables of competence, job placement and job 

satisfaction to employee performance, which means that if competence, job placement and 

job satisfaction are getting better or can be improved, it will have a positive impact on 

improving employee performance. 

This result is in accordance with the theory proposed by Kasmir (2016:65) that the factors 

that affect employee performance include competence and job satisfaction, then the theory 

according to Nitisemito (2011:66) that job placement is one of the factors that affect 

employee performance. Then this result is in line with the theoretical concepts expressed by 

the expert. 

This result is in line with previous research conducted by Manullang, et al (2020), with the 

results of their research proving the influence of competence and job placement on employee 

performance. In addition, research conducted by Putri & Latrini (2013), proves the effect of 

job satisfaction on employee performance. The results differed in Afriana's research (2021) 

with the results of her research which proved that job placement did not have a significant 

effect on employee performance. Results that are different from the study can occur due to 

different research samples and research objects, because the influence caused by job 

placement variables depends on the number of position structures and company needs. So 

that if the company only provides a small position structure, the job placement in any position 

and in any location will remain the same result because it is filled by the same employee with 

the same position as well, then there is little possibility of any change in its performance. 

This result is evidenced by descriptive data that shows the level of employee performance at 

the Regional Office VII BKN is in a moderate condition. The descriptive results of the data 

between free variables and bound variables have a similar pattern, which explains the mutual 

relationship, if competence, job placement and job satisfaction are not optimal, it will have an 

impact on employee performance which is less than optimal. 

 

4.6.2 The Effect of Competence on Employee Performance. 



International Journal of Business, Management, and Economics  

e-ISSN 2746-1351 

Vol. 3 No. 3, August  2022 

[Type text] Page 266 

 

Based on the results of a partial analysis that has been carried out in this study, it proves that 

there is a positive and significant influence of competence on employee performance at the 

Regional Office VII BKN. This shows a positive or unidirectional linear relationship between 

competencies and employee performance, which means that if the competence is getting 

better or can be improved, it will have a positive impact on improving employee 

performance. So that if employees at the Regional Office VII of BKN can improve their 

competence at work, it will affect their performance for the better. 

This result is in accordance with the theory proposed by Kasmir (2016:65), which states that 

competence is one of the factors that affect employee performance. This result is in line with 

previous research conducted by Manullang, et al (2020) and Friolina (2017) with the results 

of their research which proves the influence of competence on employee performance. Thus, 

between previous research and current research, similar results are shown, namely 

competence has a significant effect on employee performance. The results differed in 

Rosmaini's research (2019) with the results of her research which proved that competence did 

not have a significant effect on employee performance. The results that are different from the 

study can occur because the research sample used 72 respondents while this study used 100 

respondents, and the object of different research was the Public Works and Public Housing 

Office of Aceh Tamiang Regency while this study examined the Regional Office VII of BKN, 

the influence caused by competency variables depends on the performance needs of 

employees in their agencies. So that if the company only needs low-frequency performance 

without special skills, the competencies needed do not have a significant effect on the field of 

work. 

 

4.6.3 The Effect of Job Placement on Employee Performance. 

Based on the results of a partial analysis that has been carried out in this study, it proves that 

there is a positive and significant influence of job placement on employee performance at the 

Regional Office VII BKN. This shows a positive or unidirectional linear relationship between 

job placement variables and employee performance, which means that if the job placement is 

more in accordance with the right position, it will have a positive impact on improving 

employee performance. So that if employees at the Regional Office VII of BKN can be 

placed in the appropriate position or field of work, it will affect their performance for the 

better. 

This result is in accordance with the theory proposed by Nitisemito (2011: 66), which states 

that competence is one of the factors that affect employee performance. This result is in line 

with previous research conducted by Manullang, et al (2020), with the results of their 

research proving the influence of job placement on employee performance. Thus, between 

previous research and research now, similar results have shown that job placement has a 

significant effect on employee performance. The results differed in Afriana's research (2021) 

with the results of her research which proved that job placement did not have a significant 

effect on employee performance. Results that are different from the study can occur because 

the research sample used 94 respondents while this study used 100 respondents, and the 

object of different research was Public Sector in and Emerging Country while this study 

examined the Regional Office VII BKN, the influence caused by job placement variables 

depends on the number of position structures and company needs. So that if the company 

only provides a small position structure, the job placement in any position and in any location 
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will remain the same result because it is filled by the same employee with the same position 

as well, then there is little possibility of any change in its performance. 

 

4.6.4 The Effect of Job Satisfaction on Employee Performance. 

Based on the results of a partial analysis that has been carried out in this study, it proves that 

there is a positive and significant influence on job satisfaction on employee performance at 

the Regional Office VII BKN. This shows a positive or unidirectional linear relationship 

between job satisfaction variables and employee performance, which means that if job 

satisfaction is getting better or can be improved, it will have a positive impact on improving 

employee performance. So that if employees at the Regional Office VII of BKN can have 

better satisfaction at work, it will affect their performance for the better. 

This result is in accordance with the theory proposed by Kasmir (2016:65), which states that 

job satisfaction is one of the factors that affect employee performance. This result is in line 

with previous research conducted by Putri &Latrini (2013), Jusmin and Said (2016) and 

Rosmaini (2019) with the results of their research which proves the effect of job satisfaction 

on employee performance. Thus, between previous research and current research, similar 

results are shown, namely job satisfaction has a significant effect on employee performance. 

The results differed in the research of Mira, Choong and Thim (2019) with the results of their 

research which proved that job satisfaction did not have a significant effect on employee 

performance. Different results from the study can occur because the research sample used 115 

respondents while this study used 100 respondents, and a different research object was Saudi 

Arabia while this study examined the Regional Office VII of BKN, the influence caused by 

the job satisfaction variable depends on who the individual employee works for and for which 

company he works. So that employee job satisfaction is difficult to equalize because there are 

employees who are easily satisfied and some are not easily satisfied, thus the measure of job 

satisfaction to employee performance is relatively not complex, because employees whose 

job satisfaction is low do not necessarily have low performance because it could be that the 

employee works harder because they need additional income. 

 

5. Conclusion 

Based on the results of research and discussion on the influence of competence, job 

placement and job satisfaction on employee performance at the Regional Office VII BKN, it 

can be concluded as follows: 

a. There is an influence of competence, job placement and job satisfaction on employee 

performance at the Regional Office VII BKN. 

b. There is an influence of competence on employee performance at the Regional Office VII 

BKN. 

c. There is an effect of job placement on employee performance at the Regional Office VII of 

BKN. 

d. There is an effect of job satisfaction on employee performance at the Regional Office VII 

of BKN. 

 



International Journal of Business, Management, and Economics  

e-ISSN 2746-1351 

Vol. 3 No. 3, August  2022 

[Type text] Page 268 

 

BKN Regional Office VII is expected to be able to improve the competence, job placement, 

and satisfaction of its employees because these three variables have proven to have a 

significant effect on performance, by providing motivation, facilitating and giving special 

awards so that the performance of employees of regional office VII BKN Palembang is even 

better.  

Regional Office VII of BKN is expected to improve the work competence of its employees, 

while the improvement includes: providing encouragement and guidance to employees to 

increase knowledge in carrying out their work. Evaluating employees who do not understand 

their work to be re-trained, as well as fostering the interest of employees to improve their 

competence through a positive coaching or training. 

Regional Office VII of BKN is expected to be able to adjust job placements for its 

employees, while these adjustments include: job placements based on considerations of 

disciplines, skills and work experience in accordance with their employees, so that employees 

can be more optimal in maximizing their work potential for the better. 

Regional Office VII of BKN is expected to increase job satisfaction of its employees, while 

the increase includes: adjustment of the type of work that is in accordance with the character 

of its employees, provision of a special reward system to appreciate the contribution of 

individual employees because the promotion system is already bound and does not allow it to 

be changed. Leaders in the Regional Office VII of BKN should pay more attention to the 

motivation given to their employees, because this motivation will encourage the strong 

feelings of employees to contribute more to their company. 
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