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ABSTRACT

This research aims to determine the
process of implementing transfers and
promotions and their role in improving
performance at UIN Imam Bonjol Padang.
It addresses obstacles encountered and
mitigation  strategies. Employing a
descriptive qualitative approach, primary
and secondary data were collected from
employees and related agencies.
Qualitative methods were used for data
analysis. The research results show that
the transfer and promotion processes
carried out are by following the institutional
SOP. Transfers are carried out based on
suitability between ASN employee
competencies and position requirements,
position classification, and career patterns,
taking into account the principle of
prohibiting conflicts of interest. Meanwhile,
one of the job promotion processes begins
with a Competency Assessment. The
transfer and promotion process plays a
role in improving performance by
achieving institutional work targets. There
are still obstacles in the transfer and
promotion process within UIN Imam Bonjol
Padang. Based on the results of the study,
it is recommended that organizations
continue to improve employee capabilities
through skills training provided
periodically. For this reason, it is
necessary to allocate funds from
institutions to develop quality human
resources for the future progress of UIN
Imam Bonjol.

Keywords: Employee Performance;
Government Employee; Job Environemnt;
Job Mutation; Job Promotion
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INTRODUCTION

Employees in various units within the institution must have their performance managed
so that it does not decline. Every day routine makes employees feel bored and bored.
Mufti (2023) explains that employee transfers are carried out to accommodate
employees in their work routines. It can increase employee understanding and abilities
in other fields. Placed in positions that match their educational background. The
placement or change in position or place of work of employees should be considered so
that the purpose of employee job transfers does not have an impact on reducing
performance because there are still employees who, after being transferred, are not able
to complete their work. It is best to be placed according to your abilities and skills.
Transfers must be carried out appropriately so that employees can provide a good and
positive attitude, and be more enthusiastic in carrying out their work. Previous studies
(Fahmiyati et al., 2019; Malikhah & Ananda, 2021; Kadir et al., 2021; Eriawan et al.,
2022) state that employee transfers and promotions have a partial and simultaneous
effect on performance. Promotion of positions for employees who have high
achievements, their positions can be increased according to their abilities. Leaders or
agencies should always try to increase promotions so that they have a positive impact
on agency performance (Malikhah & Ananda, 2021).

The performance of human resources itself experiences increases and decreases
(Fahmiyati et al., 2019). Performance is the result of work that can be achieved by a
person or group of people in an organization, by following the authority and responsibility
inherent in each of them, to achieve organizational goals legally, without violating the
law, and by following the morals and ethics (Hayat, 2017). Furthermore, according to
Kasmir (2019), some factors influence performance, including; abilities and skills,
knowledge, work design, personality, work motivation, leadership, leadership style,
organizational culture, job satisfaction, work environment, loyalty, commitment, and work
discipline. Then Wijaya & Fauji (2021) and Nora et al., 2022) explained that in an
organization what is needed is work discipline, knowledge, work environment,
leadership, and supervision. Syahputra and Jufrizen (2019) explained that education and
training are human resource development activities to increase knowledge, abilities, and
skills, as well as improve performance. Striving to develop employees' intellectual
abilities and personality (Sari et al., 2020).

Transfers increase job satisfaction due to new challenges and situations faced and
gaining new knowledge and skills. Encouraging individuals so that individual
achievement increases (Purba, 2020). Multiskilled employees have proven to be an
important reserve capacity for restoring service levels in the face of unexpected
variations including the transfer of multiskilled employees between different units (Mac-
vicar et al., 2017). Employees must be matched to positions to increase human capital-
based value creation (Weller et al., 2019). By fostering a positive and supportive work
environment, organizations can increase diversity, creativity, and performance among
their employees through the transfer of emergent training and provide organizations with
practical models for strengthening human resources (Islam & Ahmed, 2018)

According to Hasibuan, (2019), promotion is the process of moving from the position
currently held to a new position with higher status and responsibility than before.
Provided facilities through increased salary/other wages. Meanwhile, Siagian (2018)
believes that promotions given are recognition of employee work results and
achievements. So, by promoting positions for employees who have high achievements,
their positions will be improved according to their abilities. Employees who have the
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desire to experience a high promotion will tend to have high performance (Syahputra &
Jufrizen, 2019).

After testing the correlation between job promotion variables and employee performance
by Fatah and Janah (2020), it can be said that the relationship between job promotion
and performance is relatively strong. Creative and innovative employees need to be
retained. The promotion system must also be transparent so that all employees can
accept organizational decisions. Requires careful consideration. Wrong decisions will
hurt the organization, thereby reducing employee performance. Impact on
communication and collaboration between employees. Sila and Sirok (2018) found
something different from employee satisfaction, namely; there is employee indifference
expressed regarding pay, rewards, benefits, working conditions, and communication.
Therefore, Heslina and Syahruni, (2021) explain that leaders should pay attention to
employee competence, create a work climate that can support employee and
organizational performance, and encourage employee involvement in carrying out work.

Related dynamics lead to three distinct eras of the organizational life cycle: rapid growth
and high-powered incentives driven by frequent promotional opportunities, moderate
growth with infrequent promotion opportunities but large salary increases contingent on
promotion, and ultimately stagnant organizations with low-powered incentives (Bennett
& Levinthal, 2017). Furthermore, research conducted by Purba (2020) states that there
is a significant relationship, both partially and simultaneously, between the variables of
mutation and promotion on employee performance.

UIN Imam Bonjol is an institution that continues to grow in terms of the number of
employees, faculties, and study programs. Employee transfer and promotion activities
are necessary to support institutional performance, which can enable UIN Imam Bonjol
to compete with similar institutions and achieve superior functional performance.
Therefore, based on the function of transfer and promotion, which aims to enhance
performance, it is essential to implement them effectively.

The researchers were highly motivated to conduct the study related to the role of
transfers and promotions on employee performance. Because good and quality
performance will lead institutions to progress and development, achieving organizational
goals is crucial. That's why this research is very important to undertake. This study
examines how the process is implemented, as well as the obstacles and efforts required.
This transfer and promotion process differs from previous studies, thus providing
additional insights related to the same topic for future researchers.

LITERATURE REVIEW

Employee Performance

Employee performance is an issue frequently encountered within organizations. Various
factors influence it, including employee transfers conducted by the institution. Sari et al.
(2020) found that job transfers have a significant impact on employee performance. Job
transfers that are executed and aligned with the working conditions of employees will
improve their performance outcomes. Furthermore, Kadir et al. (2021) explain that
employee transfers affect performance, whereas employee promotions do not influence
performance. Transfers have a greater impact on performance because they are more
commonly implemented within organizations. Employee promotions are very limited,
resulting in insignificant effects on performance.
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Employee Mutations

Employee transfer or mutation is the process of moving employees from one location to
another. Transfers encompass various activities, including relocating workers, shifting
responsibilities, changing employment status, and so on (Theresia, 2019). Transfers are
based on the principle of placing employees in different tasks to ensure they have high
job satisfaction, which in turn allows them to excel. Work efficiency and effectiveness
can be achieved through transfers (Purba, 2020).

Employee Promotions

Employee promotion is an alternative that institutions can implement to enhance
organizational performance. Criteria supporting employee promotions must first be
identified to ensure a positive impact on both the organization and the employees
(Fahmiyati et al., 2019). Promotional activities conducted by the organization must be
based on objective evaluations and the performance index achieved by the employees
(Malikhah & Ananda, 2021).

RESEARCH METHOD

This type of research is descriptive qualitative, describing the phenomena that occur as
a whole and presenting the data found by following the conditions that occur. The data
used consists of primary data and secondary data. Primary data comes from information
from sources such as research objects who took part in transfer and promotion activities.
Then the results of observations, photos, and video recordings during the research
process take place. Meanwhile, secondary data is obtained from related institutions by
following research problems, documentation studies, etc. The data collection technique
from research sources is purposive sampling or employees involved in job transfers and
promotions, which have been adapted to the research objectives. Data collection
techniques were carried out using observations at the research location, and interviews
using interview guides, which had been adapted to the research objectives. The data
analysis model used in this research refers to the qualitative research model proposed
by Moleong (2018). Qualitative data analysis through several stages, namely data
collection, data reduction, data presentation, and conclusion.

RESULTS

Employee Transfers at UIN Imam Bonjol Padang

One form of implementation of ASN management is the placement of ASN employees
in carrying out organizational duties and functions. To maintain the quality of
performance within the UIN Imam Bonjol Padang environment, the placement of ASN
employees must consider competency, career patterns, and organizational needs within
the UIN Imam Bonjol Padang environment. Transfer planning is carried out by taking into
account competency aspects, career patterns, employee mapping, succession planning
groups (talent pool), career transfer and development, assessment of work
performance/performance and work behavior, organizational needs, and the nature of
technical work.

Internal mutation or mutation within one agency is the repositioning (transfer) and/or
placement of ASN employees within one agency. Transfers are carried out based on
suitability between ASN employee competencies and position requirements, position
classification, and career patterns, taking into account the principle of prohibiting conflicts
of interest. Internal transfers are carried out by the Personnel Development Officer (PPK)
after receiving consideration from the Work Assessment Team. Transfer plans made by
the work unit/team in charge of human resources are submitted to the Performance
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Assessment Team for consideration of transfers. Based on consideration of transfers
from the Performance Assessment Team, the work unitteam in charge of human
resources proposes transfers to the PPK. These transfers and promotions can affect
employee performance. When employees are placed with a position or burden Work
That does by following per under the skills or competencies they have will have an impact
on performance. Apart from that, the impact of this mutation makes employees have to
work extra because of the workloadnew, adapting to the work environment and creating
relationships both with superiors and fellow employees to create cooperation good
future. The following data on transfers and promotions that occurred within UIN Imam
Bonjol Padang, can be seen in Table 1 below.

Table 1. Number of Employee Transfers Between Work Units 2021-2023 at UIN Imam
Bonjol Padang

Number of Employees
No Work unit Transferred (Year)
2021 | 2022 | 2023
1 General Administration, Planning, Finance and 8 6 4
Personnel Bureau (AUPK)
2 Bureau of Academic Administration, Student Affairs
: 2 2 5
and Cooperation
3 Faculty of Adab and Humanities 1 1 0
4 Faculty of Da'wah and Communication Sciences 1 1 2
5 Faculty of Islamic Economics and Business 6 2 2
6 Sharia Faculty 1 2 4
7 Faculty of Tarbiyah and Teacher Training 0 5 3
8 Faculty of Ushuluddin and Religious Studies 1 3 0
9 Faculty of Science and Technology 0 2 1
10 | Postgraduate 1 0 1
11 | LPM/LP2M 0 0 1
12 | Technical Implementation Unit 1 1 2
Amount 22 25 25

Source: UIN Imam Bonjol Padang Staffing, 2023

The implementation of the transfer was carried out by the Organizational and Personnel
Function at the AUPK (General Planning and Finance Administration) Bureau of UIN
Imam Bonjol Padang. The process is carried out if a position vacancy occurs due to an
employee being promoted to a higher position, an employee retiring, and for employee
development. Apart from that, the transfer was carried out because there was a
suggestion for employees to be transferred to avoid boredom at work and in the context
of employee development after all there was negative employee behavior due to the low
level of employee discipline.
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Figure 1. Mutation Data Based on Work Unit at UIN Imam Bonjol Padang

Data in The UIN Imam Bonjol Environment

Source: UIN Imam Bonjol Padang Staffing, 2023

Figure 2. Graph of the Percentage of Mutations in the EnvironmentUIN Imam Bonjol
2021-2023

UIN Imam Bonjol Padang Employee Transfer
Data for 2020-2023

m2021
m2022

= 2023

Source: UIN Imam Bonjol Padang Staffing, 2023

Promotion Process within UIN Imam Bonjol Padang

One of the job promotion processes at UIN Imam Bonjol Padang begins with a
Competency Assessment, aimed at mapping civil servants based on position
competencies to create superior human resources for State Civil Service Employees
(ASN) at UIN Imam Bonjol Padang. The process is as follows: (1) Announcement to work
units within UIN Imam Bonjol Padang via letter, and electronic media (WhatsApp).
Employees who have fulfilled the administrative requirements, namely rank and class,
are allowed to register as competency assessment participants; and (2)
Selection/assessment mechanism for managerial competence and field competence
(task substance). Management competency assessment is carried out using
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psychometric methodology, competency interviews, and case analysis and
presentations. Meanwhile, field competency assessment is carried out using written and
interview methods (field competency standards are prepared and determined by each
person according to the needs of the position and can be assisted by an assessor.

By following Government Regulation Number 11 of 2017 and Number 17 of 2020
concerning The Management of Civil Servants, every Government Ministry/Institution is
obliged to prepare a Civil Servant Profile. The civil servant profile is a collection of
personnel information for each civil servant which consists of personal data,
qualifications, position track record, competencies, history of competency development,
history of performance assessment results, and other personnel information. The civil
servant profile will be used to obtain position maps and fill positions through promotions,
transfers, and position rotation for civil servants at UIN Imam Bonjol Padang. For this
reason, it is necessary to prepare a competency mapping plan which will be carried out
through gradual competency tests as a basic framework for creating a talent pool and
establishing talent management. The participation of civil servants in taking competency
assessments is mandatory so that their competency data is included in the employee
mapping application at UIN Imam Bonjol Padang and included in civil servant career
development planning in promotions, transfers, and rotations as well as preparation of
training needs analysis and planning for competency-based training and training (TNA).
A brief assessment is one way to assess someone. Then, regarding the part that is
assessed, it focuses more on a person's competence and potential in carrying out their
work activities. In other, words assessment is a tool to determine a person's ability to
carry out work. By following Permenpan RB Number 3 of 2020 concerning ASN Talent
Management, in general, the assessment aims to be able to place civil servants in
places/positions according to their competence, and then to retain someone suitable for
their place/position (by following the position and competence), determine the direction
of competency development for those who are still not suitable and also protects against
politicization and policies that conflict with the merit system (rules and regulations). On
this basis, UIN Imam Bonjol Padang carries out employee competency assessments, so
that employee profiles can be known and mapped according to their competencies.

Employees fill strategic positions given by the leadership to advance the governance of
the assigned field. This position promotion is to improve the organization's performance
so that the quality of service in the education sector becomes better. Because
universities are required to produce graduates who are competent in their fields and able
to compete in the world of work. Quality human resources in their fields are a part that
must be improved for the future progress of the organization.
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Figure 3. UIN Imam Bonjol Padang Promotion Data 2019-2023
UIN Imam Bonjol Padang Promotion Data

2023 2019
19% 19%

Source: UIN Imam Bonjol Padang Staffing, 2023

Achievements of the 2023 UIN Imam Bonjol Padang Performance Agreement and
the Director General of Islamic Education

The following is an analysis of the performance agreement achievements of UIN Imam
Bonjol Padang:

Table 2. Performance Achievements of UIN Imam Bonjol Padang Employees
No | Program Goals | Performance Indicators | Target | Realization
Higher Education Programs

: Average religious
Strengthening of an education test scores at
1 education system with a .
moderate perspective PT.K./PTU that_ contain 75 90
religious moderation
. . Percentage of certified
Improving Fhe quallt_y of faculty e dgucators 85.78 82.40
2 ed_ucators in education Percentage of lecturers
units with S3 qualifications 41.82 46.13
Increase student The percentage of
3 participation in students increased at 10 325
educational units Imam Bonjol Padang UIN )
Presentase Prodi PTK
yang terakreditasi | 28.26 10.87
Improving the quality of A/Unggul
4 standards and education | Percentage of PTK that
quality assurance implements quality
systems assurance system 65 95 65
procedures and
institutional management
The percentage of PTK
The increase in PTK with | that collaborates with the
5 an international world of work/ industry in 6 10
reputation the selection and
placement of graduates
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Average cumulative grade
point average of PTK
students’ graduation

S1 3,49 3.35
S2 3,58 3.53
S3 3,63 3.67
Average waiting period for
graduates before getting a 5 5
job
Improving the quality of Percen_tage of ”at?"”?‘”.y

7 research utilization accredited scientific 20 51.16

volumes

Management Support Program

Pourcentage des résultats
de suivi des examens

> 96 100
terminés
The Value of Self-
Assessment of
Improve effective and Bureaucratic Reform 85 0
accountable Implementation (PMPRB)
8 organizational The Value of the
governance of Echelon 1 | Government Agency
Unit Performance Value
Accountability System 8 65.98
(SAKIP)
Maturity Value (SPIP) 2 2.93
ASN Professionalism 65 65
Index

Based on Table 2, it can be concluded that, overall, the performance achievements of
UIN Imam Bonjol were achieved by following the targets that had been set. Several
important points from the UIN Imam Bonjol Performance Report can be explained as
follows.

The first program aims to strengthen the education system that adopts a moderate
perspective. The performance indicator used is the average test score for religious
subjects at PTK/PTU which contains elements of religious moderation. The target that
has been set is 75, at the end of the year the realization of the average indicator for this
moderated religious course reached 90, meaning it exceeded the target that had been
set. The measurement analysis method is based on how many courses include material
that is religious moderation.

The second program aims to improve the quality of teaching staff in educational units,
with two main performance indicators. First, the percentage of lecturers who are certified
educators, with a target of 85.78 % and a realization of 82.40%. The measurement
method involves comparing the total number of lecturers with the number of lecturers
who have been certified. At UIN Imam Bonjol Padang, out of a total of 375 lecturers, 309
of them are certified. The second performance indicator is the percentage of lecturers
with doctoral qualifications, with a target of 41.82 % and a realization of 46.13%. The
measurement method is by comparing the total number of lecturers with the number of
lecturers who have doctoral degrees, which is 173 people.
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The third program target is to increase student participation in educational units with the
indicator of the percentage increase in students at UIN Imam Bonjol Padang, the target
being set at 10% and the realization at 32.35 %. The measurement method is to compare
the total number of students accepted in 2022 and 2023, namely 4,500 students
accepted in 2023, while 3,400 students accepted in 2022, there is a difference of 1,100
students accepted in the previous year. The difference in the number of students is
divided by the number of students accepted in 2023, and the percentage is 32.35%.

The fourth program aims to improve the quality of Education Quality Assurance
standards and systems, with two main performance indicators. First, the percentage of
PTK study programs that are accredited A/excellent, with a target of 28.26 % and
realization of 10.87%. The measurement method is by comparing the number of study
programs with the number of study programs that have been accredited Alexcellent. UIN
Imam Bonjol Padang has a total of 46 study programs, and of these, only 5 study
programs have been accredited as superior. The second performance indicator is the
percentage of PTK study programs that implement quality assurance and institutional
management system procedures, with a target of 65% and a realization of 95.65 %. The
measurement method is by comparing the number of study programs with the number
of study programs that have complied with the internal quality audit (AMI), which reached
44 study programs.

The fifth program aims to improve the quality of PTK which has an international
reputation, with two main performance indicators. First, the percentage of PTK that
obtains an international reputation ranking, with a target of 10% and realization of 0%.
Currently, at UIN Imam Bonjol no study program has an international reputation. In the
future, study programs that have been accredited as superior will be aimed at achieving
an international reputation, so the target for this performance indicator has not been
achieved. The second performance indicator is the percentage increase in foreign
students in study programs, with a target of 0.2 % and a realization of 53.85%. In 2022,
the number of foreign students will be 7 people, and there will be an increase in 2023 to
13 people. The measurement method is to compare the number of foreign students in
2022 with the number of foreign students in 2023.

The sixth program target is to increase the quality of PTK graduates who are accepted
into the world of work. The first indicator for this program is the percentage of PTK that
collaborates with the world of work/industry in the selection and placement of graduates,
target 6 and realization 10. The second performance indicator is the average cumulative
achievement index of graduating students. PTK. a) S1 target 3.49% and realization
3.35%, b) S2 target 3.58% and realization 3.53%, c) S3 target 3.63% and realization
3.67%. The third performance indicator is the average waiting period for graduates
before obtaining the target job which is set at 5 months and the realization is 5 months.

The seventh program aims to improve the quality of research utilization, with the main
performance indicator being the percentage of nationally accredited scientific journals.
The target set is 20%, and the current realization has reached 51.16 %. At UIN Imam
Bonjol Padang, of the total 43 journals owned, 22 of them are accredited. The
measurement method is carried out by comparing the total number of journals with the
number of journals that have received national accreditation.

The eighth program aims to improve the organizational governance of Echelon 1 units
to make them more effective and accountable. However, this program has not achieved
maximum results because several performance indicators in the program did not work
due to certain obstacles. The first performance indicator includes the percentage of
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follow-up inspection results completed, with a target of 96% and a realization of 100%.
Although targets have been achieved, several other performance indicators are facing
obstacles. The second performance indicator regarding the self-assessment value of the
implementation of Bureaucratic Reform (PMPRB) has a target of 85, but the realization
is 0 because the measurement application has not been active since 2020. The third
performance indicator, the Government Agency Performance Accountability System
(SAKIP) value, has a target value of 78 and a realization of 65.98. The fourth
performance indicator, SPIP Maturity value, has a target of 2 and a realization of 2.93.
Even though it reached the desired value, SPIP Maturity management is no longer
carried out, so the value of 2.93 reflects the old value. The final performance indicator is
the ASN professionalism index, with a target of 65 and a realization of 65.

The Role of Employee Transfers in Improving Employee Performance

Along with efforts to motivate employees to work harder and achieve more, promotions
are a challenge so that employees can improve their performance even better. Employee
achievements increase value and prestige in the work environment. As stated by the
informant in the research, namely, Fitria, who has worked for 22 years.

“Mutation to a new place has been a refreshing change in work. Boredom is
inevitable being in the same position for years. Makes my motivation
decrease. The quantity of work after transfer is not a problem. The work after
the mutation was carried out was completed well. The transfer felt very
effective for my career. Independence in work is maintained. Commitment to
work does not decrease. Productivity increases and you can socialize with
new employees. And there is a feeling of wanting to have a better career.”

Based on statements from research sources, mutations provide positive experiences
and prevent the feeling of boredom that arises when being in an old place for years.
Transfers can increase motivation, work commitment, achievement, and feelings of
wanting to have a better career. Therefore, it can be concluded that mutations have a
good effect on employees and the organization.

Furthermore, the resource person who provided information was Eliza with 34 years of
work experience, explaining as follows:

"The employee transfer that | underwent helped me to socialize well and
helped me get to know the character of other people. So you feel comfortable
in a new place. The quality and quantity of work have not changed, and the
workload is much reduced in the new place. Moreover, in the new place,
there are staff to help with the work. In the previous place, the work schedule
was even tighter because the staff did not help. | feel that mutation is very
effective for my career. Work more independently and have more motivation
than before. When a conflict occurs between fellow employees, | try to
resolve it myself, if it still can't, | hand it over to the management.”

The Role of Employee Promotions in Improving Employee Performance

Every employee wants a better position than the previous one and is a dream to aspire
to. Then promotion to this position is also synonymous with the competency and
achievements achieved by the employee. Transferring to a higher position provides more
motivation for the employee because the rewards obtained from the position also
increase. Based on interviews with sources who took part in job promotions, Rita Marni
who has been working for 25 years, it can be explained as follows:
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"The new position has a wider scope of work with more staff. Different
characters require me to be able to understand and try to avoid conflict. For
this reason, it is necessary to approach all members of my team so that we
can maintain better performance, and strive to achieve the targets set. The
reference used is the sop that has been determined by the faculty. This is
what we must encourage so that the quality of work can be maintained. For
me, this promotion was very effective, increasing my work commitment and
self-motivation. | try to work as best as possible so that the position i currently
hold is the best place for me and can improve my achievements even better."

Next, an interview was conducted with Nelwati who has worked for almost 30 years. The
explanation was as follows.

‘I am very grateful to be able to take part in the promotion. With the
responsibilities that | currently hold, | feel challenged to work much better.
Previously, | had been tested for competency before occupying my current
position. The promotion was very effective and made my career develop. |
still want to continue to improve my quality and competence. Because my
challenge in the future is to make the institution where | serve become more
advanced and developed."

Obstacles in Employee Transfers and Promotions

The implementation of transfers and promotions within UIN Imam Bonjol has been
carried out by following the personnel policies and management that have been
regulated in the university's Strategic Plan. However, there are still various obstacles that
arise in the employee transfer and promotion process, including as follows: (1) There are
still requirements that have not been completed properly and correctly by employees
who will be transferred or promoted to certain positions. So the files submitted must be
returned and completed again. This will of course add time so that the process carried
out is inefficient. And slow down the process of employee transfers and promotions which
in urgent situations must be implemented immediately; (2) The implementation of
employee transfers and promotions has taken into account various aspects, including
educational background, skills, abilities, achievements, etc. However, there are still
employees who cannot work optimally due to various obstacles, considering that the
dynamics in the system are rapidly changing so employees' ability to adapt quickly is still
limited; and (3) The socialization of the importance of implementing employee transfers
and promotions within UIN Imam Bonjol is still poorly understood by employees. So there
is no motivation to always improve your abilities to achieve a better position and a higher
position.

Efforts to Overcome Employee Transfer and Promotion Obstacles

Various weaknesses and shortcomings that occur in the employee transfer and
promotion process must be continuously improved to obtain optimal results in the future.
The following are efforts that can be made to improve the employee transfer and
promotion process. Firstly, employees who will carry out the transfer and promotion
process are given clear instructions regarding examples and files that must be prepared
so that errors do not occur in the files that must be included. This will involve efficiency
and effectiveness in carrying out the process and speed up the implementation of the
program to be implemented. Secondly, the competency of employees who will be
transferred and promoted must be tested, so as not to have an impact on the slowness
of the work carried out by the employee. Test equipment for capability tests is made
validly by following established standard operating procedures. So that employees who

154


https://www.ejournal.aibpmjournals.com/index.php/JICP

Journal of International Conference Proceedings (JICP) Vol. 7 No. 1, pp. 143-157,
May, 2024

P-ISSN: 2622-0989/E-ISSN: 2621-993X
https://lwww.ejournal.aibpmjournals.com/index.php/JICP

pass the ability test no longer experience problems with the employee's competency.
Provide skills training to employees periodically so that the competencies they master
continue to increase. Lastly, provide rewards for employees who have brilliant
achievements so that they can have strong motivation to work and have high dedication
to the progress of the organization.

DISCUSSION

The mutation process carried out within UIN Imam Bonjol Padang plays a role in
improving employee performance for the progress of the institution because the
refreshment carried out raises the enthusiasm to return to work and pursue the desired
targets and positions, in addition to additional services received by employees. This can
be proven based on research findings in the form of resource person statements and
performance reports. The results of this research are in line with research conducted by
Sari et al. (2020). The better the rotation or transfer carried out, the more influence and
improvement the employee's performance will have.

Furthermore, this is confirmed by the research findings of Purba (2020). The
implementation of transfers can increase cooperation with groups, these employees can
be promoted, increase enthusiasm and work performance, and compete with other
employees. The transfer system is important because individuals as workers will feel
appreciated because they are not being wasted by the company, but rather placing their
workforce in the right place. The same thing was expressed by Noer and Kuntag (2024),
the need for human resource development tailored to the skills needed.

Promotions have a positive influence on employee careers. Employees can feel that the
right people are in the right position, so they can advance the institution while maintaining
excellent performance. The results of this research are in line with the research findings
of Maulana (2019) which explain that The promotion of employee positions is very
influential and significant on employee performance. The more opportunities for
promotion are opened, the more compensation given will increase, which will lead to
increased performance (Artha et al., 2023). Appreciation of employees at work must be
appreciated, institutions must prioritize employee work performance, quality of work,
timeliness of work, work effectiveness, quantity of work, work independence, and work
loyalty. This statement is reinforced by Setiawan et al. (2024) the importance of leaders
in providing motivation and moral support must always monitor and provide training to
subordinates.

CONCLUSION

Based on the research findings phenomenon that has been described in the previous
explanation, the following conclusions can be drawn. The transfer and promotion process
carried out at UIN Imam Bonjol Padang has followed the implementation standards set
by the institution. Transfers and Promotions can improve employee performance by
realizing achievements that exceed the set targets. There are still obstacles that arise in
implementing employee transfers and promotions, including; there are incomplete
requirements for submitting transfers and promotions, there are still employees whose
competence is low even though they have taken competency tests, there is still a lack of
motivation to improve their performance to a better level. Efforts to overcome the
problems that arise are by providing clear administrative instructions, increasing
competence through training, and providing motivation with rewards to employees.
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For institutional progress in the future, organizations must continue to improve employee
capabilities through skills training provided periodically. For this reason, it is necessary
to allocate funds from institutions to develop quality human resources for the future
progress of UIN Imam Bonjol. Because competition in the education sector is getting
tougher to provide services and produce output that can compete in the world of work.
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