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Abstract

Purpose: This research is-necessary-and-canaims to provide solutions te-selvefor human resource problems in general-public
educational institutions toin improveing employee performance. Research design, data, and methods: Theis study useds a
quantitative approach with a survey method. Data wereis obtained through questionnaires and documentation. Meanwhile, - while
the model used ispath analysis with-Seftwareusing Analysis Moment Structure (AMOS) software. Results: Our-+Results showed
that there wasis a significant relationship between locus of control and redistribution variables on employee empowerment as well
as on employee performance. This result ;-meaningimplied —that good management through the locus of control and employee
redi stri bution eﬁempteyee}in public orgmizationseancould be betterabteto serve the community and - ﬁasweu—asorgani zations

and increasi ng competence of-employees-can give-satisfaction-tosatisfy users of educatlonal and susta| nable institutions.
Conclusion: To sum up, Fhe-scope-ofresearch on management devel opment research-on-the-developrment-ofof locus of control
and employee redistribution is of-employees-isneeded to make public organizations, especialy those engaged in education. This
study provides academic implications by revealing that the locus of control factor and employee redistribution ef-empleyees-in
public organizations are needed to improve institutional services.

Keywords: Locus of Control, Employee Redistribution, Empowerment, Employee Performance

JEL Classification Code: A13, B55, D31, 123, J58

1. Introduction

Human resource management is one of the determining
factors to improve employee performance. At thistime, the
role of employees in the organization has-becemeis very
highly important—and-bread, and society is increasingly
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ergamzaﬂen (Tohldlan &and Rahlmlan 2019). In
developed countries such as England, public
organizationsbedies may report staff shortages due-te-anif
they feel unable-inabitity to maintain adequate numbers
resulted from;—sueh—as structural or facility changes.
Moreover, this-tack-of-experience-of-employeesempl oyees'
lack of experience leads to a high employee turnover rate as
they tend to cancel their jobs and spend minimal time on
their work. Organizations need to empower employees
because their work experience matters. Employee-The
empowerment is performeddene by exploring the
pessibilities that-exist-r-employees' potentials: (Amundsen
&and Martinsen, 2015). In addition, public investment in
education also has-apesitive-effect-onpositively affects
human capital, life expectancy does not affect human
capital, and public spending on education also plays an
impertant vital role in improving human resources. (H--\an
Nguyen et a., 2020).

Employee empowerment aimsis to give employees the
power to plan, control, and decide on the work they are
responsible for (Biemann, Kearney, & and Marggraf, 2015).
Empowerment provided by the organization to its
employees can later affect their job satisfaction and
ultimately improve their performance (Sharma &and
Kirkman, 2015). tr-additien{Carsten, Uhl-Bien, and Huang;
(2018) revea two key factors tha require employee
empowerment. The first factor is to Ftake advantage of the
technology used in society because: Advances—in
H#eﬂmanen{eehnekegawatodav sadvancesin information

echnology have significantly replaced day-to-day
operetlons with-capital-(Thewissen &and Rueda, 2019). [n
addition, if employees feel empowered, customer
satisfaction can be obtained through service capabilities.

Customer management _is based on employee integrity,
trust, support, respect, and partnership. It isan effort to serve
and is perceived as an employee attitude. (Cheong et al.,
2016). The importance of understanding employees to
increase productivity must be reinforced by other factors

related to employee empowerment itself. According to {Hao,

He, and Long; (2018), employee empowerment cannot be
separated from severalthe factors, that-influenee-it-such as
persondityfaeters, job roles, organizational—facters, and
contextua factors.; all-These factorsof-whieh can affect
employee attitudes towards achieving results. Locus of
control is defined as the extent to which a person believes
that they are the ones who determine the outcomes that
occur in his life. People with an interna locus of control
believe that they feel they have the ability to help their work
and work environment. In_short;—se they can feel
empowered.

The complexity of public services needed by the
community is increasing both quadlitatively and

quantitatively. tn—addition—toBesides the need for
professional and competent employees, the number of
empl oyees number-isalso sufficient to-meet these demandsis;
a so required to meet these demandsare also-need-employees.
Public services in the product marketing department are
influenced by threefactors:; caring, relationship, and service
quality. They have apositive effect on customer satisfaction.

(Chun & Park, 2018; Y--Kim, 2018; Chun-and-Park2018;
M-H-Nguyen, Tran, &and Huynh, 2019). Likewise, in the
marketing of educational services, if the organizations
provide the-more complex the-services, the need for —that
&e—usu%pmwded—#e—manploye@ is_dso
increasing.are—needed: Therefore, to improve customer
satisfaction, it—is—impertant—toan organization should
improve service rdliability, quality of interpersonal

communication, and-customer service, as-well—asnd an
operations-based quality assurance system with public trust
(Joshy, Peter Kumar, & and Vakayil, 2020).

Bosowa University is a public education organization
located in South Sulawesi ,; ene-ef-theregions+a province
in Indonesia; The university functions to whieh-has-the
characteristics and functions of the process of provideing
educational services and has-have various profonal
groups to improve the qudity of education. Currently, it
attempts to adapt as a Fhe-University-of Bosowafaces
adaptatien—effortsto-responsed to external dynamics and
integrate internal capacities while performing increasingly
complex tasks. In theruse-ef-human resources, the university
has carried out proper distribution. However, —has-been
teignore the competence aspect so that employee
performanoe is considered lessnet optimal;. For this reason

_se_ 1t Is _ imperativenecessary to  redistribute the

empl oyeeslaber and alselook at other aspects. Based on the
description above, it can be seen that personal factors,
namely locus of control, can affect employee empowerment.
Employee empowerment is aso influenced by other
management factors, namely employee redistribution, ef
employeeswhich intura-can increase employee productivity.

Based on the description above, the present research is
Wﬁ% the strategiesto shape
employees’ locus of control and redistribute the employees
to achieve employee empowerment. One of the plans of
edueational—institutions—is to regulate the number;

distribution, and  qudity of employees in the
erganizationemployees’ number, distribution, and quality in
the organization.- By-mM anaging empl oyees; it can promote
employee planning, including recruitment, placement,
development, maintenance, and firing. In addition, such
management;-as-wet-as can-hew-to empower employees to
improve the employees’ performance ef—at Bosowa
University-employees. This research becomesserves as an
input for decision-makersin the context of redistribution-ef
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ng emgloy
based on the attitude and quality of their commitment to the

organi zation and high academic qudlifications. Therefore,so
that public organizations can serve the community better.

2. Literature Review
2.1. Locus of Control

Locus of contral is a person's atitude when explaining
various behaviors. —becausepPeople with an interna locus
of control_typically are-people-whe-feel responsible for
eertain-specific events. The result is a direct influence on
their behavior. Meanwhile;-and the externa locus of control
is those who often blame themselves for accidents, fate,
environment, or other uncontrollable forces. Furthermere;
aAccording to {Ahn; (2015), the locus of control explains
the individua's belief that thean individual can influence
events related to his life. In this study, locus of control is
operated as an internal and externad component that
measures one's beliefs about eventsthat fall into one'slife.

2.2. Employee Redistribution

The process of redistribution of employeesis an integra
part of the organization's human resource development
process. Human resource devel opment-itsetf isaprocessthat
begins with the recruitment process, followed by -and-the
development of coordination between the organization's
strategy and the people it employs. Recruitment is carried
out to attract and motivate people who have the highest
quaifications to become employees and fulfill the
organization's mission. The recruitment process ends with
the acquisition of people who meet the requirements,; the
The employee's performance is not achieved in an agency
due to the non-execution of rightsizing, namely the effort to
organize organi zational units with the number of employees
in accordance with the needs in carrying out the main tasks
and functions of the organization.

Employee redistribution is an-integral-partinseparable
from-ef the employee distribution process. Wiryanto W
(2018) defines redistribution as pooling, the centralized
movement of goods and services, which involves the
process of collecting back from the members of a group
through the center, and redistributing them to members of
thegroup. Inthis context, redistribution of employees means
the-transfer—efransferring human resources or employees
from one institution to another with certain considerations.
Thus, one of the programs to improve employee
performance is structuring the number and quality of
employees. Redistribution by paying attention to employee
education can improve services to the community. With the

withemployee levies in an organization, the organizatio
assesses human resources according to their education an
competence.

Employee reassignment is primarily an integra part gf
the empl oyee reassignment process. In public organization:
employee transfer means the-transfer-ofransferring hum,
resources or employees from one ingtitution to another with
certain considerations. Rel ocation can be done properly and
with good resultsif various capacity-building activities have
been carried out beforehand. In addition, employeetransfers
can be carried out through workload andysis and wor
analysis. The effectiveness of this research can be achiev:
in the form of (1) job profiles for each job,; (2) worklo
estimates for each individual, position, and work unit, ang-
(3) tFhe number of employees neededs per position an
work unit.

2.3. Employee Empower ment

ta-tTheoreticallyy, the term empowerment eamb&@
interpreted as giving |leadership responsibility to individuals
or individuals to make decisions (Lorinkova & and Perd',
2017). Empowerment means that individuas need to act
flexibly according to the assigned tasks and take
responsibility for their actions. {Hill and Bartol; (2016
eExplain that empowerment is not only to empower aperso|
but also the process of liberating a person from a rigi
environmenta structure. As-we-aH-knew,—empeowerment|
encourages active interaction, dares to take the initiative
and vice versa. It; createsing conditions for others to reagt
freely, independently, and responsibly.

Morerecently, Fheresultsof the empowerment stuey-(N
Kim and Beehr; (2018) define empowerment as &
assessment of atask that can affect employee motivation i
the entire work environment from the empowermer
dimension. The empowerment dimension reflects aperson's
perception of his job role, whieh-affectsaffecting their OF
motivation. In their study, they classify Fhere—are-
dimensions of empowerment, namely (1) relevance, (2)
competence, (3) choice, and (4) influence. tn-addition;-Leg,
Chiaburu, and Kirkman (2017) addexplain that tradition
empowerment is defined as motivation, while the n
empowerment paradigm explains how the leader's
transformational charisma becomes energy for people to
achieve organizational goals. Employee empowerment is
needed net-only-to-inereasejob-satisfaction-but—alse-tet
increase job satisfaction and build the relationship betw
transformational leadership and employee job satisfaction-
(Choi et al., 2016). The effects of transformation.
leadership on  psychologica empowerment and
organizational commitment,-which--tura
impaet—esignificantly impactn employees willingness t

EAETo = == ey

P




4 The Importance of Employees Redistribution In South Sulawesi Higher Educational Indonesia

share knowledge. Transformational leadership only affects
the willingness of employees to share knowledge (Han et al.,
2016; Irnawati &and Prasetyo, 2020). These results indicate
that employee attitudes, especially organizational
commitment, play an important role in promoting the

employeesemployees’ willingness to share knowledge.

2.4. Employee Performance

Employee performance is the result achieved by
workers according to the standards er-standares-that have
been set by the organization. Management to achieve high
employee performance is primarily aimed at improving the
performance of the entire organization. According to
Martini et al; (2018), factors that affect employee
performance include organizational strategy (targets),
situational constraints (organizational culture and economic
conditions), and individual attributes (skills and abilities).

These three factors influence and create individual behavior,
which in turn affects employee performance. In addition,
employee performance is a function of the interaction
between ability and motivation. According to {McGee;
(2015), the purpose of setting performance goals is not only
to evaluate end-of-term performance but also to set goals
that help manage work processes during the period.
Employee performance is related to the-process-of-carrying
out one’s duties by the responsibilities they-one havehas. In
other words,;s@ it is not related to outcomes in the economic
sense where the employee works. This performance
includes employee performance in setting andwerk-geals;
achieving work goals, work methods, and employee
characteristics (Miner,2007;-Lee, 2019; Miner, 2007).

Employee performance is an evaluation of the
employee's contribution to the achievement of goasin the
organi zation.

¢ Beenefits for
o Treaching - r o |
[ eam | raunimat
A Lovems il 1
o Control
Makassar Bosems [+ | Staffand | Enphyee A s Fmplayer
University ‘—_r W] B K mposeringinl T rumt Performance
Emploves
Kedistribution
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o Famsdution | ] p [ndividuls |

Figure 1: Conceptual Framework

2.5. Hypothesis

S . ion. This
researchstudy aims to identify the-supporting factors for
employee empowerment and to-determine—the-extent-to
whiechdetermine _how other factors affect employee
performance at the-Bosowa University-ef-Bosewa, South

Sulawesi_province,; Indonesia. withThe research proposes
the following research hypothesis:

H1: Locus of control affects employee empowerment

This hypothesist is concerned with how employees are
heldkeep accountable for activities that occur within or
beyond their control. Locus of control plays an important
role in the overall effectiveness of employees. It can be
achieved by Ccreating a good work environment for the
organization to support psychological —well-being,
strengthen social support between superiors and employees

izatien, reduce work stress, and improve work-
related behavior. (Giao, Vuong, &and Tushar, 2020). Good
relationships with co-workers can increase locus of control
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S0 asto thereby-reduceing stresslevelsduring activities (Ng
&and Feldman, 2011). Therefore, if one can increase the
locus of control, it can have a significant impact on
employee empowerment while performing the assigned
tasks.

H2: Employee redistribution affects employee
empowerment

Organizations need to redistributeion employees based
on the needs of work units so that good teamwork is
buittcreated between employees. The effect of distributiona
teamwork is positive and significant, with results
confirming that employee education and training have a
significant positive impact on organizational commitment.
These results are expected to be useful suggestions for
leadership in the higher education sector. The results help
themte increase empl oyee organizational commitment, with
a-feeusfocusing on employee empowerment, learning, and
teamwork. (Haeussler and& Sauermann, 2020).

Increasing trust through delegation in a work
environment eenducive-to the division of labor is one way
to increase team productivity. (Martinez-Alvarez, 2019;
Meier, Stephenson &and Perkowski, 2019;—Martinez-
Alvarez2019). As argued earlier, -tn-addition-to-excessive
workload and; the psychological burden often cause
negative effects for employees, such as dis-also-manifested
intheferm-ofjob dissatisfaction, pressure, fatigue, intention
to change careers, and a strong desire to move. (Arroyo-
Laguna, 2020). The focus on research has increased the
reallocation of employees who collectively participate in
employee empowerment, and the analysis provides insights
to  prepare  employees to  further——improve
perfermaneel mprove performance further.

H3: Empl oyee empowerment affects employee performance

This study focuses on analyzing the psychological
dimensions of empowerment, not on initiatives to empower
specific organizations, about organizational commitment.
Impact and significance measures are important predictors
of employee commitment to an organization; (lbrahim,
2020). Empowerment plays an important role in linking job
flexibility and job satisfaction. (Rajalingam &and Jauhar,
2015). This study presents practical findings to understand
theimportance of psychologica and structural opportunities
for better overall performance (Abid & and Ahmed, 2020).
Based on the theoretical framework that has been described
previously, the hypothesis of thisresearch can be formulated
as follows: tFhere is a positive influence of empowerment
on employee productivity. Thus, the more authority is given,
the higher the productivity is.

H4: Locus of control affects employee performance

Employees' attitudes and self-confidence towards the
organization have a postive impact on improving
organizational performance. Self-efficacy has the greatest
impact on job satisfaction. The behaviord indicators of this
particul ar empleyee-attitudeare include passion and patiende
Organi zations need to establish good rel ationshipswith their
employees to increase job satisfaction so that they can
compete in-the-face-ofwith - globdlzatlon (Veri, Rldw ,
&and Lasmen 2019).

--sSome people believe that if th
job goes well, they will-get-_receive a positive reaction an|
increase their sdf-confidence. The importance of
coordinating employee val ues and management depends o

ﬁ/\/ari Quratulain, &and Melhem, 2021). Thus it can
assumed that |f someone can increase | ocus of cContral,

employees in carrying out their duties and improve thi
performance of the educational institution where they work.

H5: Employee redistribution affects employee performanc

1L

Redistribution of employees in an organization has al
impact on employee performance. |t,—ramely—by—th
distribution expected by the organization, affec]
empowerment which can be based on the abilities an
competencies acquired in organizational behavior d
learning culture. Potnuru, Sshoo, and Sharma (2019
believe that oOrganizational learning culture significantl
strengthens the relationship between the team buitding-ang
empowers employee-empewerment-en-employee abilities:
{Potnuru,-Sahee-and-Sharma;2019). With the redistributioj
of employees, the ability of employees to innovate i
carrying out their duties and responsibilities can b
improved. Hanevative—werk—behavier;The research—anj
found-that-there-is found a significant positive correlation
between changes in leadership and transaction patterns with
innovative work behavior- (Sparks, McCann, ard& Spark$,
2019). Therefore, it can be assumed that the redistribution
of employees based on their abilities has-an-impact-ermaly
affect employee performance.

== T (D =2

T oS

3. Methodology
3.1. Participantsand Data Collection |

This research was conducted using the principles gf
belongs-te-the-type-of-causal research design. It strived
whieh-is to identify the causal relationship between the
variables in the study; and-te find the actua type of factst|
help understand and predict the relatienship-of the guestion
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askedquestions’ relationship. Fhe-pProblems in this research
researcherwas were recommended by the predecessors, and
thus new facts were needed. The research used a survey
method and involved Fhe-technigue-used-in-this-study-to
determine-a saturated sample of 200 employees isthesurvey
methedto_participate. To take part in this research, the
samples must meet several Ccriteria, such as interviewed-are
permanent workers; who have served at least one year,
employees, and employees who heldef educational
foundations. The sample was selected based on these criteria
because workers who have worked for at least one year and
have become permanent workers are—were considered to
have sufficient work experience to-be-able-to answer the

questionnaire—issued—aceording—to—the—actual—situation
without-any-engineering.

This research also divided the Ftypes of collected data
into two, namely primary and secondary data. The pfor-this
stuey{4)-Primary data- were taken from Fthe questionnaire
that consisted of —is—a stringlist of questions given by
investigators. The respondents filled out the questionnaire

S
by checking the statements that were true and best described
themselves.; and-theThe sources of data-usedwere-are- from
employees and employees of the fFoundation. Meanwhile,
{2)—the Ssecondary data contained; {information that
existeds and wasis owned by other parties. The data were

manifested—is in the form of information—regarding—the

Laksies of Comind T

/.- 1 H“"hn._

profiles of the relevant agency, organizational structure, data
on the number of existing employees, attendance data, and
employee entry/exit data.

3.2. Measurement

The research hypotheses were Eempirically testeding of
researeh-hypotheses-using tiered regression analysis model,
hierarchical regression model in the form of Moment
Structure Analysis (AMOS)_software. Currently, withthe
moment structure analysis softwareis eurrenthy-morewidely
used to explain the interdependence of severa variables
related to many variables. By looking at the critical ratio t-
test of the regression parameters in the model, hierarchica
regression testing or structural equation modeling is-was
used for hypothesis testing. In the Ppath analysis diagram,
the first step is to develop a research model with strong
theoretical support through various literature reviews from
scientific sources related to the developed model. The basic
assumption of the model is that some variables have a very
close relationship with each other. After that, Bdetermine
the pPath aAnalysis model based on the paradigm of the
relationship between variables as follows:

Erpovez
| Epoamenl (1)

Firnpdirpses
Tk us [T

-
iy, T | -
Redisimisien (X2 r__,_,.-'-""

Figure 2: Path analysis model
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3.3. Test of Validity and Reliability

The validity of the measuring instrument shows the
extent to which the data collected does not deviate from the

description of the variable in question. In order to verify the
Vvaidity er-netof an instrument, the —indicator—can-be
knewn—by—ecomparing—the—Pearson  product-moment
correlation index is usually compared with a significant
level of 5%.
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Table 1: Validity Test Results

of educational institutions at Bosowa the-University, -

From-the table-abeve, Table 1 -it-can-be-seenill ustrates that
al indicators have a correlation coefficient value (r)> 0.30
and sig <0.05, meaning that all statements used in the study
are declared valid and feasible to be used for al targeted
respondents.

Furthermore, Fthe requirements for reliable data are the
Cronbach Alphaof 0.60. In this research, Fheresuttsof the
reliability test of each variable-variable yielded are-asthe
followings:

Table 2: Test of Reliability Results

. 5 Value Besowa-Makassar. Because Given-that-tthe performan
Vete | OeeieEr CC’"‘(Er')a“O" sig | ReSUT | trends of each individual are fundamentally different, the
Locus of X1 0.509 0.002 | Vaid characteristics of these respondents need to be considered
Control X1z 0.714 0.000 | Valid (Saleh et a, 2020). Individual characteristics used to

;(13 8-;3‘31 g-ggg x:ig identify the characteristics of respondents in this survey
) ) i B .
Xi: Py 0001 | vaid included age and education.
Redistribution X241 0.652 0.000 Valid
Xa2 0.513 0.001 | Valid Table 3: Respondents by Age
Xo3 0.479 0.003 Valid No Employee Age Number of Percent (%)
Xo.4 0.560 0.000 Valid employees
Xos 0.637 0.000 | Valid 1 20 - 30 56 28,00
e S I R BT B P BT 5
Ya 0.583 0.000 | Valid 3. 4L - 50 41 20,50
Ya 0.690 0.000 | Valid 4 51 - 60 S8 29.00
Ys 0.791 0.000 | Valid Total 200 100
Employee Z, 0.552 0.000 Valid
Performance %2 g'égg g'ggg x;‘?g From-the-table-above Teble 3 provides —we-can-see-thdt
zj 0.570 0.000 Va,:d most of the employees, including lecturers and other staff at
Zs 0.673 0.000 | Valid Bosowathe University, of —Besowa—Makassar, Sout|

Sulawesi, are-were atef a-productive working ages, whic
couldan—whieh supports performance. At a productiv
working age, employees tend to be motivated an
empowered. In addition, there-is—a-heed-for-a level
education is needed to support the—tevel—ofemplo
productivity-ef-employees |evels who serve the community.
This research then found that tintellectua ability playeds
biggermere role in complex tasks because the level
education indirectly showeds theintellectual abilities
In this research, Eemployee performance tends-tended t
increase if there is\was a match between work and abilities
However, bt if the work and abilities did not match, thy

(=]

Variable Value Cronbach’s Value Result
Alpha Standard

Locus of Control 0.754 0.60 Reliable
Redistribution 0.853 0.60 Reliable
Employee 0.774 0.60 Reliable
Empowerment
Employee 0.782 0.60 Reliable
Performance

Based-on-table-2-it-can-be-seenTable 2 presents that the
Cronbach's Alpha value of each varigble is greater than the
standard value.; tThus, al variables in this research are
reliable for usein research.

4. Results
4.1. Demography of Respondent

This research involved 200 respondents, Fhe—data
consisted of 87 men and 113 women. The data were
collected frem—using questionnaires. distributed—to—200
respondents—This section describes the respondents’
characteristics of respendentswho are-served as employees

performance still existed, re-is-ho-match-between-work-an|
abilities,—there—is—performanee,—but it is—was ng
organizationally efficient. Additionally,-and there wasis
decline in employee empowerment. An overview of th
identity of respondents based on education level and
employee empowerment can be seen in figure 2-3 below:

® ® =~ T -~
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Employee Education Level

Bachelor Graduate

degree

Associate's Secondary
degree school

mmmm Number of Staff — e=#==Total percent

Figure 3: Employee Education Level, University of Bosowa,
South Sulawesi, 2021

The Bosowa University educational—institution—in
Makassar, South Sulawesi, is one of the leading and growing
educational institutions in eastern Indonesia with more than
200 employees. Usually, ubdniversities are more interested
in serving their users. In fact,;and good service is Iargely
determined by the education of their employees |gure
above describes
seen—that more than half (51%) of the—number—efthe
employees-_heldwith a bachelor’s degree, which was equal
to 102 respondents’s-educationis—1062(51%). Meanwhile
and-the number of employees with higher-education-at-thea

master’s level is-was 34 respondents (17%). In other words,

il % e : it bl
P -
|'II \ R“&. T
|_n.:| ¥ :\‘*: 3
III _,-f -___.-l"
'-.' V-P. «f.-"'.-f

Figure 4: Result Path Analysis, 2021

Description:  X1=Locus of Control, X2=Employee
Redistribution ~ Y=Employee = Empowerment,  and
Z=Employee Performance

TheFrom-the results of the processed data_above can
indicate;--ean-be-seen whether the effect isef significantee
or not, which is known from the P-value. The significance
(alpha=a) used here wasis 0.05. If the P-value is-_less than
0.05, then the hypothesis is accepted. The complete results
of the hypothesis ef-the-influence between-variables-can be

seen in the-fellowing-table 4:

Table 4: Summary of Regression Weights Path Analysis with

TFthe educational level of employees at Bosowathe
University ef Bosowa-Makassar-is guite-relatively high on
average. In addition, the university is—higher—education
provides knowledge and insight to employees. The
employees were equipped with strategies to serve users of
this institution; and te-further-improve services-at this-publie
institution-in-the-futureimprove their services in the future.
Therefore, it is necessary to redistributeion-of employees as
expected by the organization.

4.2, Statistical Result

The process of data analysis and research results
(hypothesis—testing)—explainsdata analysis and research
results (hypothesis testing) explain the analytical steps used
in this research. Following that,; the results of data analysis
using Path Analysis with Software Analysis Moment
Structure (AMOS) are illustrated as follows:

AMOS

Direct Estimate Standard P-Value | R-Square
Influence Error
Y<4—X1 0.219 0.067 0.001 0.412
Y4—X2 0.555 0.062 ok )
Z4—Y 0.207 0.067 0.002
Z4—X1 0.143 0.065 0.028 0.255
Z4—X2 0.191 0.070 0.006

ta-theThis statistical data were processed to answer the
first hypothesis. The data generated; the estimated value of
the regression weighting factor parameter between locus of
control on employee empowerment, which was-is 0.219.;
and-wWhen the relationship between the two variables
wasis tested, the estimated value is—was 0.001. The
probability value (p<0.05) is-was displayed. This research
found that Fthe value of 0.219 supporteds H1 because there
iswas a significant positive relationship between locus of
control and employee empowerment. This finding iswas
reinforced by the resutts-ef data processing result. The result
whieh showeds that the probability value of 0.001 metets the
requirements of less than 0.05. Further, and-the estimate of
0.219 lookeds in the positive direction so that the positive
locus of control is-was significant for employees:-. When the
empowerment was higher, such asFhe—higher—the
empewermentnamely the locus of control owned by the
employee, the-greater-the empowerment would be greater.

Meanwhile, to answer the second hypothesis—from
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statistically processed data, the estimated parameter value of
the regresson weighting factor between employee
redistribution and empl oyee empowerment was iskrewnto
be-0.555. Testing the relationship between two variables
gaveives an estimate of 0.000 (p<0.05) of 0.555. Therefore,;
s6-H2 wasis supported. The findings reaffirmed Fhis-is
because there-is-a significant positive relationship between
employee redistribution and employee enmpowerment. This
finding was supportedis-reinforeed by the results of data
processing which showsed that the probability value of
0.000 meets-matched the requirements of less than 0.05.
andAdditionally, the estimated value of 0.555 looksed in the
positive direction. Therefore, it can be concluded that
employee redistribution has a significant positive effect on
employee empowerment. In other words, if the employee
distribution was higher, then the employee empowerment

would be hlqher too ihe—hrgher—ﬂwedﬁﬂbuuen—et

Meanwhile, the next finding confirmed that there was a
relationship _between employee empowerment and
employee performance. To prove the hypothesis,

pertermane&mem%eseer%nﬁhe results of statlstlcal
processing_ were presented, usi nq—namety the estimated
parameter value of the regression weight coefficient of
employee empowerment and employee performance isby
0.207. Testing the relationship between these two variables
showeds that the probability of the estimated value of 0.207
iswas 0.002 (p>0.05). The research finding Ssupporteds H3,
beeause-confirming employee empowerment to have has-a
significant effect on employee performance. Based on
theFhe- resultsofprocessed data,

processing confirmed this,
indieatingthat the probability of 0.002 fulfilledmeetingsthe

requirements wasof <0.05. Therefore, it can be concluded
that the hypothesis thatthat employee empowerment has a
significant effect on employee performance has been
proven. It isevidenced that namely-the higher the employee
empowerment, the higher the employee performance.

The fourth hypothesis is—that—statistical—resdlts
proveclaims that locus of control has a direct effect on
employee performance. In other words, the estimated value
of the regression weighting factor parameter for employee
performance between-toeus-of-control-iswas 0.143.;-and-w
When the relationship between the two variables is-was
tested, the probability value of 0.028 (p<0.05) is-was
estimated from 0.143 to the locus of control. Thus,; H4 wais
supported because there wasis a relatienship-significant
positive relationship between employee performance. This
finding iswas reinforced by the results of data processing
which showeds that the probability value of 0.028 meteting
the requirements ofis less than 0.05. Further, —and-the

estimate of 0.143 lookeds in a positive direction so that thi
positive locus of control is-was significant for employ
Therefore, the higher the locus of control an employee has,
the better the employee's performance.

Based onFrem  the results of  statigti
proeessinganalysis, it can be seen that the hypothesis about
therel ati onship between empl oyee retribution and empl oy
performance is the parameter value of the estimated
coefficient of employee redistribution weight and empl oy
performance regresson of 0.191. TFesting—theTh
relationship test between the two variables showeds that t
probability wasis 0.006 (p<0.05). Compared to thi
estimated value of 0.191, H5 wasis supported becau
employee redistribution hads a significant effect o
employee performance. The results of data processin|
confirmed this;t. The probability vaue of 0.006 metets thi
requirements <0.05. The-and-the positive direction can b
seen from the estimated vaue of 0.191. Hence,Se it can by
concluded that the empl oyee redistribution hypothesis has
significant effect on employee performance. While th
F&suh&ef—th&eeetheﬁn—ef—deteiﬂmmamenw

m—empLeye&pe#ermanee—eﬁcould @(plam varlatlons i

employee empowerment variables of 0.412, the results g
the analysis showed that locus of control and employe
redistribution _could _explain _variations in__employe
performance by 0.255.

5. Discussion

5.1. Locusof Control and Employee Redistribution
Employee Empower ment

Based on the problems and the first and secon|
hypotheses, the results of data anaysis have significar)
values, namely—called the locus of control variable an
employee redistribution on employee empowerment. |
meantngthat-tn @ human resource organization that-haswit|
alocus of control and the%adkseﬁempl oyee redistributi on

\j_\ O =~

O

ewned%wheemgaleyeethe empl oyee can be empowered {

improve services to the community who carry oy

=3

educational activities at the organization,
theBosowa University-ef Besewa.
Empowerment is one of the strategies in improvin
human resources by giving responsibility and authority tf
employees, which later is expected to enable them t
achieve higher performance. Employee empowerment i
one of the efforts to create a safe and comfortable work
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environment so-that-employees-canto make employees give
an optimal contribution to the organization. Empleyee
empewermentSuch empowerment is expected to improve
employees’ moralee and quality-whieh-in-turn-affectsthe
employees—themselves. Good empowerment to the
community in the form of serviceisoneform of activity that
can increase the motivation of people who attend education.
These services are in the form of providing educational
facilities such as comfortable rooms, fast administrative

services, and adequate provision-of-educational equipment.

5.2. Locusof Control and Employee Redistribution
are Relatiens—Associated withte Employee
Perfor mance

TFhe-Rresults of the hypothesis testing this-hypethesis
prove that locus of control has a significant positive effect

on employee performance. Fhis-reans-that-the-The higher
thelocus of control an employee has, the higher the level-of

ployee's level of
performance. In other words, ]
that—the locus of control of educational ingtitutions at
Bosowathe University ef Besewa-has a significant positive
effect on employee performance, isproven to have apositive
effect on control points on employee performance. ;-thislt
indicates that the control point factor is a characteristic of
the relationship between organizational members and their
organization. Decisions have-an-impaet-andimpact whether
an individuad's continued membership in the organization is
significantly related to employee performance.

The results of this study are by the concepts and results
of research (Heywood, Jirjahn, & and Starving, 2017; Mulki
and& Lassk, 2019). The research reveal s ;- whieh-show-that
locus of control has-a-pesitive-Hnpaet-onpositively impacts
employee performance and lives. All of themat must be
accompanied by actions or activities that can show that they
can control everything that happens in life, such as giving
them the responsibility and freedom to make decisions and
take action. Hence,;-se-that employees feel that their work is
thetrs-and-theiris their duty and responsibility.

In an organization, there must be an arrangement of
employees;; Tthe concept of arrangement includes the
arrangement about quantity and quality. Quantitatively,
strueturing—the arrangement _can be dene—made by
redistributing employees, leaving employees with jobs and
posting statuses, and optimizing employee performance.
Meanwhile, the quality-related design includes improving
employee skills to minimize skills gaps and target-oriented
work results. However, Pprecautions should be taken as
delays may result in in-staff failure-net-havingto-meet.

Several factors need—temust be considered when
redistributing employees. The first consideration involves;

including (1)1 Empleyee—employee motivation and

improving the function of human resource management in
the public sector. It isa sustainable devel opment process. In
fact, Ssociety needs effective public employees to provide
public services. Many experts agree that one of the most
important aspects of the public sector is the employees’
motivation-ef-public-secter-employees. According to-Adrian
Ritz_and;,—Oliver Neumann (2016), believes-that—public
sector motivation is related to the activities, organizational
activities, and responsibilities of public sector workers. The
second consideration is (2)- Job satisfaction. Today's public
sector organizations are increasingly interested in human
resource management such as performance management,
performance benefits, employee evaluation, and employee
satisfaction. Employee satisfaction can be defined as an
overall feeling for work or a set of related attitudes.
Regarding various aspects of work (Al-badareen, 2020;
Muna, Zain, Shaju 2017;-Al-badareen,—2020), employee
satisfaction is an important aspect that can provide an
overview of employees' thoughts about ajob or workplace.
(3). Employee ability is placed as the third consideration. It
ists a trait or characteristic that distinguishes an employee
from others, such as knowledge, skills, abilities, and
personality. Fhe-abitity-ef-an-organizationAn organization's
ability is how it can be integrated into the systems and
organizational structures that exist within the organi zation.
Employee competence needs to be considered in employee
redistribution because it must be adjusted to the needs-ef-the
erganizationorgani zation's needs. (Margués-Sevillano and
Resselle-Villalonga, 2004). Redistribution of employees
based on competence is—foltewingfollows a classicthe
philosophy:; the right man in the right place; The
redistribution, therefore, should —whieh-places employees
in the right positions. This can happen if an organization is
very concerned about human resource management by
paying attention to the redistribution—efredistributing
employees and placing them according to their skills and
competencies.

5.3. Employee Empowerment Relation to Employee
Performance

The results of testing the employee empowerment
hypothesis prove that it has a significant effect on employee
performance at the Bosowa University, ef- BesewaMakassar.
Fhis-is-because-eEmployee empowerment can help further
improve employee performance. After dl, employees
dready have a locus of control and are redistributed
according to reguired the work.-reguired: Fhis |t means that
the hypothesis that empowerment has a significant positive
effect on employee performance is proven. -tThe results of
this study generally strengthen the concept and results of the
earlier studiesy (Abualoush et a., 2016; Sundaray, 2018:
Abualeush-et-al;2016). In other words, Fhisshewsthat-with
the empowerment process, employees have the freedom to
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make decisions and take action so that employees fedl that
their work is theirs. They become; their-respensibititymore
responsible and they-know the position in which they work.
In addition, they-and have some control over their work.
Thesee research findings have the petential-tocan assist
decision-makers in public institutions in many ways. For
example, the findings help them te-develop strategies to
improve employee competence, formulate effective human
resource development interventions, and improve employee
capabilitiesin termsof providing servicesto thepublicusing
educationa institutions, achieving the desired
organizational goa's; and objectives. However, the present
research still has several Llimitations/ implications. First
of-the-study,-namely;-this research were-was conducted at
higher education institutions whieh-enty-loeked-at-the-peint
of view—ofthat only looked a how locus of control and
employee redistribution en-imprevingimprove employee
performance. Second, it did; not seeng the use of
informati on technol ogy rtermsefto improve servicesto the
community. Hence,;-se itisheped-that-other researchers are
hoped-wilt_to complement the results of this study by
mcludlng the information technology variables of-the-use
efaiming infermation-technelogy—in-service-to_serve the

community.

6. Conclusions

The role of human resources in an organization,
including educational organizetions, is very important.
However, it is important to note that,—and these human
resources can be optimal if managed properly. Education
managers need to apply the principles of human resource
management. The role of humans in an organization plays
an important role in improving organizationa performance.
Educationa—institutions—sueh—as—Bosowa  Makassar
University in-Seuth-Sulawesi—thdonesia—areis one of the
educational institutions in Indonesia that are interested in
developing human resources; namely—developing—thelr
abiities-through training and education. This study shows
that locus of control and employee redistribution can
increase employee empowerment. As a result, they have a
responsibility to serve the community for higher education
in South Sulawesi, Indonesia.

The locus of control owned by individuals is capital in
developing  organizations,  especialy  educational
organizations. This is very neeessary-critical because self-
confidence can improve services to the community.
Meanwhile, redistribution of employees with various
knowledge and skills is needed as a form of evauation of
the distribution of workers in an organization;-w. With the
placement of workers according to their work, educational
institutions can become a place fors-ef learning that isare in
great-demanddemanded by the wider community.

The management system developed in an organization
ean-not only anticipates existing organizational problems
but also sees the conditions of public services that ar
dways changing a ong with the devel opment of science an
technology. Human resources who have the locus of contral
and competence through redistribution of employees can
empowered. Therefore,—so—that_the skills of hum
resources with-skitls-obtained from education and trainin
can be well distributed throughout the organization.;
Thus, ensuring the concept of redistribution of employ
can run effectively and efficiently. To predict competition
from Indonesian and globa educational institutions-angl
eventheweorld, it isnecessary to pay attention to how huma
resources use technology properly. This can be achieved i
the management of educational institutions can by
empowered based on their trust and knowledge. Thereforg
sothatinthe future higher education instituti ons can becom)
superior institutions and ean-produce strong outputs with thy
management capabilities and technical skills needed in th
job market.

The program implementation aiming ef-the-program-t|
increase locus of control and employee redistribution g
employees at—the-University—ef —Besowa-requires_—th
awareness of employees a Bosowa University whe-hav
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of—employees—to accept and carry out tasks at the-thi

university University-of Besowawith all its advantages an
disadvantages.
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