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ABSTRACT

This research aims to analyze placement, ability and work loyalty at the Aceh Tamiang
Regency National and Political Unity Agency Office. This research uses a quantitative
approach with survey methods. Data was collected through questionnaires distributed to
office employees. Data analysis was carried out using descriptive and inferential
statistical techniques. The research results show that appropriate placement, adequate
abilities and high work loyalty contribute significantly to improving employee
performance. Placements that match individual competencies increase work efficiency,
while skills that are continually honed through continuous training increase productivity.
Apart from that, high work loyalty creates a conducive work environment and
encourages employees to provide the best performance. In conclusion, these three
factors together have an important role in determining performance at the National Unity
and Political Agency Office of Aceh Tamiang Regency.

INTRODUCTION

Employee performance is a critical factor in the effectiveness and success of any
organization (Shahid & Azhar, 2013). The Office of the National Unity and Political Affairs
of Aceh Tamiang Regency is no exception. Understanding the determinants of employee
performance can provide valuable insights for improving organizational efficiency and
productivity (Almatrooshi et al., 2016). This study focuses on three key factors: placement,
ability, and job loyalty. Placement refers to the alignment of employees' roles with their
skills and competencies. Proper placement ensures that employees are well-suited to their
tasks, which can lead to increased job satisfaction and performance. When employees are
placed in positions that match their expertise, they are more likely to perform efficiently and
contribute positively to the organization's goals. Ability encompasses the skills and
knowledge required to perform job tasks effectively (Vathanophas, 2007). Continuous
training and development are essential to maintain and enhance these abilities. As the
demands of the workplace evolve, it is crucial for employees to update their skills through
ongoing education and training programs (Carnevale, 1990). This not only improves
individual performance but also helps the organization adapt to changing industry standards.
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Job loyalty is the commitment and dedication of employees to their organization. High
loyalty often results in reduced turnover rates and a more motivated workforce (lbrahim &
Al Falasi, 2014). Loyal employees are more likely to go above and beyond in their roles,
demonstrating higher levels of engagement and productivity. This loyalty can be fostered
through a supportive work environment, recognition of employee contributions, and
opportunities for career advancement (Salanova et al., 2005). To better understand the
relationship between these factors and employee performance, we conducted a quantitative
survey. The data was collected from employees of the Office of the National Unity and
Political Affairs of Aceh Tamiang Regency. The survey included questions designed to
measure employees' perceptions of their placement, ability, and loyalty, as well as their
overall job performance. The results were analyzed using descriptive and inferential
statistical methods.
Table 1: Factors Influencing Employee Performance

Factor Description Expected Impact on
Performance

Placement Alignment of roles with Increases job satisfactionand
skills and competencies efficiency

Ability Skills  and  knowledge Enhances productivity
required for job tasks through continuous training

Job Loyalty Commitment and dedication Reduces  turnover and
to the organization increases motivation

The table above summarizes the factors examined in this study and their expected
impact on employee performance. Each of these factors plays a unique role in shaping how
employees perform their duties and contribute to organizational success. By investigating
these aspects, we aim to provide comprehensive insights into how these factors contribute
to the overall performance of employees at the Office of the National Unity and Political
Affairs of Aceh Tamiang Regency. This analysis can guide future strategies to enhance
organizational performance and employee satisfaction. Specifically, the findings can inform
human resource practices such as recruitment, training, and employee retention strategies.
Moreover, this study emphasizes the importance of a holistic approach to employee
management. It suggests that organizations should not only focus on the technical abilities
of their employees but also consider the broader context of their job placement and their
emotional and psychological commitment to the organization (Mowday et al., 2013). This
comprehensive perspective can lead to a more engaged and high-performing workforce,
ultimately contributing to the achievement of organizational goals and objectives.

METHOD

This study employs a quantitative research design to analyze the factors influencing
employee performance at the Office of the National Unity and Political Affairs of Aceh
Tamiang Regency. A survey method was used to collect data from the employees. The study
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aims to understand the relationships between placement, ability, job loyalty, and employee
performance (Bambang Sudaryana et al., 2022). The population of this study includes all
employees of the Office of the National Unity and Political Affairs of Aceh Tamiang
Regency. A stratified random sampling technique was used to ensure representation from
various departments within the office. The sample size was determined using the Slovin's
formula, which is given by:
n=N/1+Ne2
Where:
n = sample size
N = population size
e = desired error rate (e.g. 5% or 0.05) (Retnawati, 2017)

Assuming a population size N of 200 employees, the sample size nnn would be
calculated as follows:

n =200/ 1+ 200 (0.05)?

=200/ 1+ 200 (0.0025)

=200/1+05

=200/15

=133.33
Rounding up, the sample size is 134 employees.

Data were collected using a structured questionnaire designed to measure the key
variables of interest: placement, ability, job loyalty, and employee performance. The
questionnaire included Likert scale questions (ranging from 1 = strongly disagree to 5 =
strongly agree) to assess the perceptions and experiences of the employees (Siregar, 2015).

1. Placement: Measured by the alignment of employees’ roles with their skills and
competencies.

2. Ability: Assessed by the employees' self-reported skills and knowledge required to
perform their job tasks effectively.

3. Job Loyalty: Measured by the commitment and dedication of employees to the
organization.

4. Employee Performance: Evaluated based on self-reported measures of productivity,
quality of work, and overall job performance.

The collected data were analyzed using descriptive and inferential statistical
methods. Descriptive statistics (mean, median, mode, standard deviation) were used to
summarize the data. Inferential statistics, specifically multiple regression analysis, were
employed to examine the relationships between the independent variables (placement,
ability, job loyalty) and the dependent variable (employee performance) (Jogiyanto Hartono,
2018).

The multiple regression model is specified as follows:
Y=B0+p1 X1+f2 Xo+P3 Xat+e
Where:
e Y = Employee Performance
e X1 =Placement
o Xo=Ability
e Xz=Job Loyalty
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e Bo=Intercept
e B1,p2,B3 = Regression coefficients
e ¢ = Error term

RESULTS
The sample consisted of 134 employees from the Office of the National Unity and
Political Affairs of Aceh Tamiang Regency. The demographic characteristics of the
respondents are summarized in Table 2.
Table 2: Demographic Characteristics of Respondents

Demographic Category Frequency Percentage
Variable

Gender Male 80 59.7%
Female 54 40.3%
Age < 30 years 30 22.4%
30-39 years 50 37.3%
40-49 years 38 28.4%
> 50 years 16 11.9%
Education Level High School 10 7.5%
Diploma 24 17.9%
Bachelor’s Degree 80 59.7%
Master’s Degree 20 14.9%
Length of Service <5 years 40 29.9%
5-10 years 50 37.3%
11-20 years 30 22.4%
> 20 years 14 10.4%

The respondents' perceptions of placement, ability, job loyalty, and employee
performance were measured using a five-point Likert scale. The descriptive statistics for
these variables are presented in Table 3.

Table 3: Descriptive Statistics of Key Variables

Variable Mean Standard Deviation
Placement 3.85 0.75
Ability 3.90 0.70
Job Loyalty 4.00 0.65
Employee Performance 4.10 0.60
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A multiple regression analysis was conducted to examine the relationships between
placement, ability, job loyalty, and employee performance. The results are presented in
Table 4.

Table 4: Multiple Regression Analysis Results

Variable Coefficient (p) Standard t-value p-value
Error
Intercept 0.95 0.30 3.17 0.002
Placement (X1) 0.30 0.10 3.00 0.003
Ability (X2) 0.35 0.09 3.89 0.000
Job Loyalty 0.40 0.08 5.00 0.000
(X3)

The regression equation is as follows:
Y=0.95+0.30X1+0.35X2+0.40X3
where:
e Y = Employee Performance
e X3 =Placement
o Xo=Ability
e Xz=Job Loyalty

DISCUSSION

The findings of this study reveal that placement, ability, and job loyalty significantly
impact employee performance at the Office of the National Unity and Political Affairs of
Aceh Tamiang Regency. This section delves deeper into the implications of these results,
supported by relevant theoretical frameworks.

Placement and Employee Performance

The positive relationship between placement and employee performance is supported
by several theories of organizational behavior. According to Person-Job Fit Theory, an
employee’s alignment with their job role significantly influences their job satisfaction and
performance. (Kristof-Brown et al., 2005) posited that when there is a good fit between an
individual’s abilities and the requirements of the job, it leads to higher job performance and
satisfaction.
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In this study, the coefficient for placement (B = 0.30, p = 0.003) indicates that
properly aligning employees' roles with their skills and competencies enhances performance.
This finding is consistent with the theory that employees who are well-matched to their job
roles are more likely to be motivated, engaged, and productive. It suggests that HR practices
should prioritize job matching during recruitment and selection processes to ensure optimal
performance outcomes.

Ability and Employee Performance

The significance of ability in predicting employee performance aligns with Human
Capital Theory, which views employees' skills and knowledge as critical assets that
contribute to organizational performance (Becker, 2009). The positive coefficient for ability
(B=0.35,p <0.001) suggests that employees with higher skill levels and knowledge perform
better in their roles. This finding underscores the importance of continuous professional
development. Training and development programs are crucial for maintaining and enhancing
employees' capabilities. According to the Resource-Based View (RBV) of the firm (Barney,
1991), sustained competitive advantage is achieved through the development of valuable,
rare, inimitable, and non-substitutable resources, such as employee skills. Organizations
should invest in regular training to update employees' skills and adapt to technological and
market changes, thereby improving overall performance.

Job Loyalty and Employee Performance

The impact of job loyalty on performance is supported by Organizational
Commitment Theory. (Meyer & Allen, 1991) identified three components of organizational
commitment: affective commitment (emotional attachment to the organization), continuance
commitment (awareness of the costs associated with leaving the organization), and
normative commitment (feeling of obligation to remain with the organization). Employees
with high levels of commitment are more likely to exhibit higher job performance, as they
are motivated to contribute to the organization’s success. In this study, the coefficient for
job loyalty (B = 0.40, p < 0.001) highlights the strong influence of loyalty on performance.
Loyal employees are more engaged, motivated, and less likely to leave the organization,
resulting in better productivity and stability. Creating a supportive work environment,
recognizing employee contributions, and providing career advancement opportunities are
effective strategies to enhance job loyalty and, consequently, performance.

Integration of Theoretical Perspectives

Integrating these theoretical perspectives, the study provides a comprehensive
understanding of how placement, ability, and job loyalty interact to influence employee
performance. Person-Job Fit Theory, Human Capital Theory, and Organizational
Commitment Theory collectively suggest that strategic HR practices focusing on these areas
can lead to significant improvements in performance.

CONCLUSION
This study highlights the critical role of placement, ability, and job loyalty in
influencing employee performance at the Office of the National Unity and Political Affairs
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of Aceh Tamiang Regency. By leveraging theoretical frameworks such as Person-Job Fit
Theory, Human Capital Theory, and Organizational Commitment Theory, the findings
provide robust support for strategic HR practices that align employees' roles with their skills,
invest in continuous development, and foster loyalty. Implementing these strategies can lead
to enhanced organizational efficiency, productivity, and employee satisfaction.
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