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ABSTRACT 

 This study aims to determine and analyze the effect of leadership, the influence of competence, and 
the influence of job placement on member performance, leadership on member performance, competence on 
member performance, and work placement on member performance. The data analysis method used is the 
quantitative method using multiple linear regression analysis tools, and the test tools used are the F test and t 
test. The samples taken in this study amounted to 53 people. Testing research instruments using validity and 
reliability tests. The research results found that leadership, competence, and work placement have a positive 
and significant impact on Member performance. Leadership has a positive and significant effect on Member 
performance. Competence has a positive and not significant effect on Member performance. Work placement 
has a positive and significant effect on Member performance. 
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INTRODUCTION 
 The problem of human resources is a challenge for management in police agencies because the 

success of management and others depends on the quality of its human resources. If individuals in an 
institution, namely human resources (HR) can run effectively, then the institution will continue to run well, in 
other words, the provisions for the continuity of a police agency are determined by the performance of its 
members. Therefore, the role of a leader is needed. 

Leaders are not only required to be able to motivate to improve performance but also must foster good 
relations with other members of the police, because with this good relationship, members of the police do not 
feel ordered like workers and employers, but more of a partnership relationship or often referred to as a working 
relationship. With the existence of a leadership relationship between superiors and subordinates, it will function 
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to increase work discipline and able to achieve the expected goals, besides that the assertiveness of a leader 
also has a major influence on the performance of members of the police. 

Members of the police will be reluctant to break the rules if the leader can be firm with all members of 
the police. The police are essentially an institution and function of government engaged in the maintenance of 
security and public order. As an institution or organization, the Police have duties and authorities namely to 
maintain security and public order, enforce the law and provide protection, protection, and service to the 
community, Danendra (2013). 

According to Law Number 2 of 2002 concerning the Police, the main duties of the Indonesian National 
Police (POLRI) are to maintain public order and security, enforce the law, and provide protection, protection, 
and service to the community. The objectives mentioned above will certainly not be realized if they are not 
carried out with high dedication, discipline, and professionalism by the members of the Indonesian National 
Police themselves to try to carry out the tasks assigned to them properly and responsibly. 

According to Wibowo (2014), performance is the result of work that has a strong relationship with the 
organization's strategic goals, customer satisfaction, and contributes to the economy. It is inseparable from the 
duties of the police, the ultimate goal is also to increase performance. In improving performance, it is still 
necessary to apply strict discipline, a good leadership style, and the provision of compensation such as 
sufficient remuneration. This is done to avoid various forms of fraud that can occur within the police agency 
which are caused either by the lack or lack of discipline of the police apparatus, the lack of wisdom of the 
leadership, and the result of the low form of compensation given, all of which have an impact on the low 
performance of the police. One that influences the level of success of a police agency is the performance of the 
police officers themselves. Police performance is an action taken by members of the police in carrying out their 
work as mandated by the people by developing the tasks assigned by the agency. Thus, the performance of 
members of the Police is very important in the effort to achieve the goals that have been set under the vision 
and mission of the police. Polri makes performance a strategic instrument to measure the ability of its members 
to carry out their duties under the laws that have regulated it. The performance of Polri members is very 
important in the effort to achieve the goals that have been set under the police's vision and mission. Polri makes 
performance a strategic instrument to measure the ability of its members to carry out their duties under the laws 
that regulate them. The performance of Polri members is very important in the effort to achieve the goals that 
have been set in accordance with the police's vision and mission. Polri makes performance a strategic 
instrument to measure the ability of its members to carry out their duties under the laws that regulate them. 

Thus, it can be said that the police agency as one of the government agencies certainly carrying out its 
duties also requires good planning and management in managing the institution. Where this will lead to good 
performance for its members. Good performance is a manifestation of the work done by employees which are 
usually used as the basis for evaluating members and the organization, so efforts need to be made to improve 
performance Arianty et al (2016). To be able to measure performance benchmarks from employee performance 
there are five indicators, Robbins and Judge (2008). Quality of workers, the number of employees, timeliness of 
work, effectiveness of employees, and independence. 

The success of the company is influenced by several factors, one of the important factors is human 
resources, because human resources in a company play a very important role. The workforce has great 
potential to carry out company activities. The potential of every human resource in the company must be utilized 
as well as possible to be able to provide optimal output, Suwati (2013) 

Good performance is a manifestation of the work done by employees which are usually used as the 
basis for evaluating members and the organization, so efforts need to be made to improve performance. To be 
able to measure performance benchmarks from employee performance there are five indicators, Robbins and 
Judge (2008). Quality of employees, the number of employees, timeliness of work, effectiveness of employees, 
and independence. 

The factor that influences performance is leadership, Muizu et al (2019). Leadership is a process of 
influencing others to support the achievement of relevant organizational goals. Leadership influences in the 
scope or situation of the organization, to produce meaningful effects and have a direct impact on achieving 
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challenging goals, Sitorus (2020). Meanwhile, according to Dessler (2006:4), leadership is encouraging others 
to get the job done, maintaining morale, and motivating subordinates. 

Kartono (2010) explains that leadership is the ability to exert a constructive influence on others to 
make a cooperative effort to achieve the stated goals. The quality of the leader is considered the most important 
factor in success or failure, as well as the success or failure of an organization or agency is usually perceived 
as the success or failure of the leader. Leaders are obliged to pay serious attention to fostering, mobilizing, and 
mobilizing all potential employees in their environment so that volume and workload are goal-directed. Leaders 
need to carry out serious coaching for employees so that they can lead to satisfaction and commitment so that 
in the end they can increase high performance. 

The next factor that has an impact on performance is the competency of Kartika and Sugiarto (2014). 
Work competence is the work ability of each individual which includes aspects of knowledge, skills, and work 
attitudes under established standards. Competence in general can be seen from two perspectives. The first 
perspective describes competence from an organizational point of view, where competence is described as the 
knowledge, expertise, and capabilities of an organization that can make the organization an advantage over its 
competitors, Kharismatuti and Hadiprajitno (2012). The definition of competence in this case is concentrated on 
the competence of an organization as a whole and whole. While the second perspective leads to the 
competencies possessed by individuals. In this context, Competence is defined as the identifiable 
characteristics of a person who does his job effectively. These characteristics may include motives, traits, skills, 
self-image, social roles, and knowledge possessed. Individual competence can be seen from a person's ability 
to do a job and includes a combination of motivation and nature, self-image or social role, skills, and knowledge, 
Fandini and Sunariani (2020). 

Another factor that can improve performance is work placement, Bahri (2019). In terms of 
organizational goals to achieve the best performance, an appropriate system is needed in planning and 
determining workers who will fill existing jobs in the organization concerned. Success in procuring manpower 
lies in the accuracy of placing new workers and old workers in new positions. The placement process is a 
process that is very decisive in getting competent workers needed by the organization because the right 
placement in the right position will be able to help the organization achieve its goals. 

Placement is to place workers as elements of executors in positions that are under their abilities, skills, 
and expertise, Sastrohadiryo in Suwatno, (2011). Human resource placement should be seen as a matching 
process. The issue of where to place employees and when to replace them is part of the organization's strategic 
planning. Another opinion suggests that the placement of workers is the process of placing human resources in 
jobs that suit their skills so that they work effectively based on information from Hasibuan's job analysis, (2016). 

His findings regarding the factors that influence the performance of Kasman et al (2019) provide 
suggestions for future research to conduct studies on the influence of competence, leadership, and work 
placement on the performance of members of police personnel. 

Based on empirical phenomena it is known that some of the members of the human resources bureau 
(HR) of the Southeast Sulawesi Regional Police (Southeast Sulawesi) are late for the morning assembly and go 
home and some of the members of the human resources bureau of the Southeast Sulawesi Regional Police 
have high absenteeism because of permits. Requirements and permissions without explanation. This is a quite 
serious problem, considering that Polri has a vision that reflects good performance within the Polri body, namely 
the realization of superior Polri human resources. 

The researcher also conducted an interview with the Head of the Human Resources Bureau for 
Southeast Sulawesi human resources Kombes Guntur Sunoto where he explained that if from the aspect of 
work placement, there is still an issue regarding who is close to the leader then he will get the position. Then 
there are still issues regarding the acceptance of members of the National Police using money, this is an 
internal problem that still occurs at the Human Resources Bureau of the Southeast Sulawesi Regional Police 
and also in terms of percentage figures the average performance rating of personnel still does not get a 100% 
achievement rate. 
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LITERATURE REVIEW 
Leadership Concept 

Leadership is a way for a leader to influence the behavior of subordinates so that they want to 
cooperate and work productively to achieve organizational goals (Hasibuan, 2011: 170). According to Badeni 
(2013: 2), leadership can be defined as a person's ability to influence a group toward achieving goals. 
According to Badeni (2013: 2), leadership can be defined as a person's ability to influence a group toward 
achieving goals. Robbins and Judge (2008) state that leadership is the ability to influence a group toward 
achieving a vision or set of goals. 

Leadership is the process of influencing and supporting others to work enthusiastically toward 
achieving goals (Newstrom, 2011:171). Leadership is an important factor that helps individuals or groups 
identify their goals, and then motivate them from within to achieve the goals that have been set. 

From some of the definitions above, it can be concluded that leadership is the nature or character or 
way of a person to foster and influence a person or group of people so that they want to work together, are 
committed and loyal to carry out all activities under their duties and responsibilities to achieve organizational 
goals. 
 
Competency Concept 

Competence according to Mulyadi (2013: 19) says that: "Competence indicates the achievement and 
maintenance of a level of understanding and knowledge that allows a member to provide services with ease 
and ingenuity. Mc Ashan in Sudarmanto, (2012: 48) competence is the knowledge, skills, and abilities that a 
person has, which becomes part of himself so that he can carry out certain cognitive, affective, and 
psychomotor behavior performances. 

Spencer and Spencer in Moeheriono (2013: 3) are the underlying characteristics of a person related to 
the effectiveness of individual performance in his work or the basic characteristics of individuals who have a 
causal relationship or causation with the criteria used as a reference, effective or excellent or superior 
performance at work or in certain situations According to Wibowo (2012: 86) competence is: an ability to carry 
out or perform a job or task that is based on skills and knowledge and is supported by the work attitude 
demanded by the job. 

The definition of competence by Spencer cited by Moeheriono (2014: 5) is as a characteristic that 
underlies a person related to the effectiveness of individual performance in his work or the basic characteristics 
of individuals who have a causal relationship or as a cause and effect with the criteria used as a reference. 
According to Spencer, competence lies within every human being and will forever exist in a person's personality 
which can broadly predict behavior and performance in all situations and work tasks. 
 
Work Placement 

According to Badriyah (2015), work placement is the policy of human resources to determine a 
person's position or position. Gaol (2014) work placement is an initial arrangement or rearrangement of an 
employee in a new position that is different from the previous position. 

The placement of human resources is a process of assigning tasks and jobs that pass the selection to 
be carried out continuously and the authority and responsibility attached to the specified portion and 
composition and being able to account for all risks that may occur. Rivai and Sagala (2013: 198), employee 
placement is allocating employees to certain work positions, this is especially the case for new employees. 

The conclusion is that placement is allocating employees according to the scope that has been 
determined under the provisions that have been regulated, and being able to take responsibility for all risks and 
possibilities that occur for tasks, jobs, and authority. 
 
Performance 

If an organization or company wants to progress or develop, it is required to have qualified employees. 
A qualified employee is someone whose performance can meet the targets or goals set by the company. To get 
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employees who have good performance, it is necessary to apply performance. 
Mangkunegara (2011) states that employee performance is the result of work in quality and quantity 

achieved by an employee in carrying out his duties under the responsibilities given to him. 
According to Simanjuntak (2005:221), the definition of performance is the level of achievement of 

results on the implementation of certain tasks. Everyone's performance is influenced by many factors that can 
be classified into three groups, namely the individual competence of the person concerned, organizational 
support, and management support Simanjuntak, (2005:210). From these definitions, performance is a result of 
the actions of a worker under his work and is supervised by certain people, namely a boss or leader, and 
support from the organization. 
 

Conceptual Framework 
 Based on the understanding and theories put forward in the Literature review, a conceptual framework 
can be developed that will examine several variables, namely leadership, job placement competency, and 
performance. Southeast Sulawesi Regional Police Human Resources. The framework for the flow of thought in 
this study was built based on the problems and study objectives, theoretical and empirical studies as well as 
previous research suggestions as a basis for formulating hypotheses. 
 

Figure 1.  Research Conceptual Framework 
 

      
  
 
 
 
 
 
 
 
 
 
 
 
 
note: 

   = Simultaneous 

   = Partial 
 
Hypothesis 
 Based on the problems, literature review, and conceptual framework, the following hypotheses can be 
proposed: 

1. Leadership, competence, and work placement have a positive and significant effect on member 
performance. 

2. Leadership has a positive and significant effect on member performance. 
3. Competence has a positive and significant effect on member performance. 
4. Work placement has a positive and significant effect on member performance. 

 
 
 

Leadership 

Competence 

Work Placement 

Performance 
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RESEARCH METHODS 
Research Design 
 Based on the problems, objectives, and research hypotheses, thus the research approach is 
verification and explanation (explanatory research). Explanatory research is intended to explain the causal 
relationship between variables through hypothesis testing or aims to obtain appropriate tests in drawing causal 
conclusions between variables and then selecting alternative actions (Cooper & Schinler, 2006). Furthermore, 
this research approach is a survey because it collects data using a questionnaire. 
 
Location and Time of Research 

The location of this research was carried out at the Bureau of Human Resources for the Southeast 
Sulawesi Regional Police which is located at Jl. Haluoleo. Poasia District, Kendari City, Southeast Sulawesi 
Province. Furthermore, the time for this research is planned after the proposal examination and approved by the 
supervisory committee. 
 
Population and Sample 

The population in this study were all members of the Human Resources Bureau for the Southeast 
Sulawesi Regional Police, totaling 53 people. Because the population in this study was relatively small and 
young researchers reached it, the entire population of 53 people was used as research respondents. 

 
Data Types and Sources 
Data Type  

The data used in this study is quantitative, namely, data obtained in the form of numbers that can 
calculate how old the respondent is, and years of service. This data was obtained from the questionnaires that 
were distributed and related to the problem under study. 

 
Data Source 

The data used in this study are primary and secondary data which can be explained as follows: 
1. Primary data, namely data obtained directly from respondents or those who became the sample of this 

study. Primary data includes data on respondents' statements on leadership, competence and work 
placement, and performance. This primary data was obtained from respondents by distributing 
questionnaires directly to the respondents. 

2. Secondary data, namely data in the form of supporting documents such as an overview of the 
organization, number of members, and other documentary data relevant to this research. In this study, 
secondary data was obtained from sources and information obtained from the database files of the 
Bureau of Human Resources for the Southeast Sulawesi Regional Police. 

Method of Collecting Data 
The data collection method in this study used a survey method: 

1. A questionnaire was carried out by distributing questions to members of the Southeast Sulawesi 
Regional Police Human Resources Bureau. The questionnaire is closed, that is, the questions are 
made in such a way that the respondent is limited in giving answers to only a few alternatives or only 
one answer. The distribution of the questionnaire was carried out by visiting the members and 
explaining the questionnaire and waiting for the lifts to be taken again. 

2. Documentation was carried out to obtain written data regarding the number of members, length of 
service, and profile of the Human Resources Bureau for the Southeast Sulawesi Regional Police as 
well as other written data related to this research. 
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Data Analysis Method 
To achieve the goal and test the hypothesis, the data obtained will then be processed according to 

research needs. Multiple linear regression analysis is linear regression to analyze the magnitude of the 
relationship and the influence of independent variables that are more than two (Suharyadi and Purwanto, 
2004:508). 

The multiple regression model equation is (Suharyadi and Purwanto, 2011: 210): 
Y =α + ß 1X1 + ß2X2 + ß3X3+ .....+ bnXn 

Information: 
a : Constant 
b : Regression coefficient 
X : Independent variable 
Y : The dependent variable 
e : Errors/factors outside the model 
 

Based on the formula above, this study formulated the regression equation as follows:  
Y =α + ß 1X1 + ß2X2 + ß3X3+e 

 
Information : 
a  : Constant 
b1,b2,b3,b4 : Regression coefficient 
X1  : Leadership 
X2  : Competence 
X3  : Work placement 
Y  : Performance 
e  : Error 
  
RESEARCH RESULT 
Normality test  
 To see normality seen through the output of the normal curve p-plot graph, a variable is said to be 
normal if the distribution image with data points is spread around the diagonal line and the distribution of data 
points in the same direction follows the diagonal graph. 
 

Figure 1.  P-Plot Normal Curve 

 
 

Source: Processed data 
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The image p-plot graph shows the distribution of data (points) around the regression line (diagonal) 

and the distribution of data points in the same direction following the diagonal line, it can be concluded that the 
regression model is feasible to use because it fulfills the normality assumption. 

 
Multicollinearity Test 

If the VIF value is > 10 and the tolerance is > 0.1, this means that there is no correlation between 
variables. Multicollinearity test results can be seen in the following table: 

Table 1. Multicollinearity Test 

Variable tolerance VIF Information 

Leadership 264 3,792 Multicollinearity Does Not 
Occur 

Competence 291 3,439 Multicollinearity Does Not 
Occur 

Work Placement 265 3,780 Multicollinearity Does Not 
Occur 

Source: Processed data 
 
The results of the multicollinearity test showed that the VIF value was above 10, 3,792, 3,439, and 

3,780 and the tolerance value of each variable was above 0.1, namely 264, 291, and 265. This means that the 
independent variables in this study did not occur in multicollinearity. 

 
Heteroscedasticity Test 

The heteroscedasticity test aims to test whether, in the regression model, there is an inequality of 
variance from the residual of one observation to another. 
 

Graph 2. Scatterplot 

 
Source: Processed data 

  
 The results of the scatterplot graph in this study show that there is no heteroscedasticity by looking at 
not forming a certain pattern and the points that spread above and below the number 0 on the Y axis. 
 
Multiple Linear Regression Results 
 The coefficient value (R) and the coefficient of determination (R2) can be seen in the following table: 
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Table 2. Summary of Multiple Linear Regression Results 

Free Variables Unstandardized 
Coefficients 

(b) 

tcount tsig 

Leadership 
Competence 

Work Placement 

0.677 
0.280 
0.519 

0.4.655 
0.984 

0.2.783 

0.000 
0.330 
0.008 

Constants: 3,247 with a sig of 0,379 and an error 
value of 3,660 

R = 0.911 
R Square = 0.829 
Fcount = 0.79.377 

Fsignificant = 0.000 

N = 
53 
α = 
0.05 

  

Source: Processed data 
 

Based on the table, the multiple linear regression equation is obtained as follows: 
Y = a + b1 X1 + b2 X2 +b3 X3+e 

Y= 0.3.247 +0.677 X1 + 0.280 X2+ 0.519 X3 + 3.660 
 

Based on the explanation of the multiple linear regression model, it can be understood as follows: 
1. The coefficient (R) of 0.911 indicates that the degree of closeness of the relationship between the 

variables of leadership, competence, job placement, and performance is 91.1. Or have a very strong 
relationship. 

2. The coefficient of determination (R2) or R Square is 0.829 indicating that the direct influence of 
leadership, competence, and work placement on performance is 82.9% while the remaining 17.1% is 
influenced by other variables not examined in this study. 

3. The regression coefficient for the leadership variable is 0.677. A positive value indicates that there is a 
positive or unidirectional influence between leadership on performance. So it can be interpreted that if 
the leadership variable is good and other independent variables are assumed to be constant or equal 
to zero, then the dependent variable will be a good performance. 

4. The regression coefficient for the competency variable is 0.280. A positive value indicates that there is 
a positive or unidirectional influence between competence on performance. So it can be interpreted 
that if the competency variable is good and the other independent variables are assumed to be 
constant or equal to zero, then the performance dependent variable will be good. 

5. The regression coefficient for the job placement variable is 0.519. A positive value indicates that there 
is a positive or unidirectional influence between work placement on performance. So it can be 
interpreted that if the job placement variable is good and the other independent variables are assumed 
to be constant or equal to zero, then the dependent variable will have good performance. 

Hypothesis test 
Simultaneous Test 

The results of the calculation of the simultaneous test or F test can be seen in the following table: 
Table 3. Simultaneous Test 

F-test Sig 

79,377 0.000 

Source: Processed data 
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Based on the table above, it is stated that the Fsig value is equal to 0.000 < α = 0.05, which means that 
the variable leadership, competency, and job placement simultaneously have a positive and significant effect on 
performance. Thus the hypothesis stated that influence variable leadership, competency, and job placement 
simultaneously significantly affect performance accepted. 

 
Partial Test 

The results of the calculation of the partial test or t-test can be seen in the following table: 
Table 4. Partial Test 

Variable t-count Sig 

Leadership 2,666 0.000 

Competence 3,655 0.330 

work placement 2,294 0.008 

Source: Processed data 
Related to the explanation of the partial test results for each variable as follows: 

1. It can be seen in the table that the significant leadership variable obtained the tsig values of 0.000 < α = 
0.05. It can be concluded that leadership partially has a positive and significant effect on performance. 
Thus the hypothesis that leadership partially has a positive and significant effect on performance is 
accepted. 

2. It can be seen in the table that the competency variable has a significant tsig values 0.330 > α = 0.05. 
It can be concluded that leadership partially has a positive and insignificant effect on performance. 
Thus the hypothesis that leadership partially has a positive and significant effect on performance is 
rejected. 

3. It can be seen in the table that the significance of the work placement variable is the value of tsig of 
0.008 < α = 0.05. It can be concluded that work placement partially has a positive and significant effect 
on performance. Thus the hypothesis that work placement partially has a positive and significant effect 
on performance is accepted. 

DISCUSSION 
The Influence of Leadership, Competence, and Work Placement on the Performance of Members of the 
Human Resources Bureau of the Southeast Sulawesi Regional Police 

Based on the results of data analysis it was found that leadership, competence, and work placement 
have a positive and significant influence on the performance of members of the Human Resources Bureau of 
the Southeast Sulawesi Regional Police. This means that if the leadership, competency, and job placement are 
good and increase, the performance of the personnel of the Human Resources Bureau of the Southeast 
Sulawesi Regional Police will also improve. 

Leadership is an important factor that helps individuals or groups identify their goals, and then motivate 
and achieve the goals that have been set. Nasution (2016). Leadership occupies a very strategic position. Why 
not, the size and success of an organization are very dependent on the expertise of its leaders in leading the 
organization. Logically, the policies of a department are largely determined by the head or leadership, Noor, and 
Agustina (2019). Leadership as a process of influencing others can support the achievement of relevant 
organizational goals. Leadership has a significant effect and has a direct impact on the achievement of the 
performance of the organization. 

High competence possessed by human resources in an organization or company, of course, will 
determine the quality of human resources that will ultimately determine the competitive quality of the company 
itself. Competence is a basic characteristic of a person that enables them to produce superior performance in 
their work, Antari et al (2018). Work competence is the work ability of each individual which includes aspects of 
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knowledge, skills, and work attitudes under established standards. As found by Saputra et al (2016). While 
success in procuring manpower lies in the accuracy of placing new workers and old workers in new positions. 

Another factor that can improve performance is work placement, Bahri (2019). In terms of 
organizational goals to achieve the best performance, an appropriate system is needed in planning and 
determining workers who will fill existing jobs in the organization concerned. Success in procuring manpower 
lies in the accuracy of placing new workers and old workers in new positions. The placement process is a 
process that is very decisive in getting competent workers needed by the organization because the right 
placement in the right position will be able to help the organization achieve its goals. The placement process is 
a process that is very decisive in getting competent workers needed by the organization. 

The results of this study are the same as the findings from research by Dewi and Darma (2017) and 
Hasanah and Indahingwati (2017) their research found that placement has a significant effect on performance. 
Previous research on leadership and work placement has a significant effect on performance, Saputra et al 
(2017). 
 
The Influence of Leadership on the Performance of Members of the Human Resources Bureau of the 
Southeast Sulawesi Regional Police 

Based on the results of data analysis, it was found that leadership has a positive and significant 
influence on the performance of members of the Human Resources Bureau of the Southeast Sulawesi Regional 
Police. This means that if the leadership is good and increases, it will also improve the performance of the 
personnel of the Human Resources Bureau of the Southeast Sulawesi Regional Police. 

Utami (20I5) revealed that a good leader always motivates his subordinates so that it can have a 
positive impact on the achievement obtained from one's work achievements. Leaders are not only required to 
be able to motivate to improve performance but also must foster good relations with other members of the 
police, because with this good relationship, members of the police do not feel ordered like workers and 
employers, but more of a partnership relationship or often referred to as a working relationship. With the 
existence of a leadership relationship between superiors and subordinates, it will function to increase work 
discipline and able to achieve the expected goals, besides that the assertiveness of a leader also has a major 
influence on the performance of members of the police. 

Members of the police will be reluctant to break the rules if the leader can be firm with all members of 
the police. The police are essentially an institution and function of government engaged in the maintenance of 
security and public order. As an institution or organization, the Police have duties and authorities namely to 
maintain security and public order, enforce the law and provide protection, protection, and service to the 
community, Danendra (2013). 

According to Law Number 2 of 2002 concerning the Police, the main duties of the Indonesian National 
Police (POLRI) are to maintain public order and security, enforce the law, and provide protection, protection, 
and service to the community. The objectives mentioned above will certainly not be realized if they are not 
carried out with high dedication, discipline, and professionalism from the members of the Indonesian National 
Police themselves to try to carry out the tasks assigned to them properly and responsibly. 

Organizational leaders are the most important source in achieving increased performance. Leadership 
is the ability to influence other people, subordinates, or groups, the ability to direct the behavior of subordinates 
or groups, and have special abilities or expertise in the field desired by the group, to achieve organizational or 
group goals, Nurhayati (2014). A good leader is a leader who can bring his organization or company into a great 
organization and can compete healthily to always be at the forefront while still paying attention to the welfare of 
his workers, Jamaludin (2017). 

The results of this study are the same as the findings from research by Batubara (2020) and Arianty 
(2017) where they get leadership which has a significant influence on performance. It is hoped that the 
leadership within the Human Resources Bureau of the Southeast Sulawesi Regional Police will continue to be 
improved. 
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The Influence of Competence on the Performance of Members of the Human Resources Bureau of the 
Southeast Sulawesi Regional Police 

Based on the results of the data analysis, it was found that competency has a positive and insignificant 
effect on the performance of members of the Human Resources Bureau of the Southeast Sulawesi Regional 
Police. This means that the increase in competence will not be able to improve the performance of the 
personnel of the Human Resources Bureau of the Southeast Sulawesi Regional Police. 

Competence is a set of interrelated knowledge, skills, and attitudes that affect most positions (roles or 
responsibilities), are correlated with employee performance in those positions, and can be measured by 
acceptable standards, and can be improved through training efforts and development. Competence has a very 
strong influence on employee performance, Hidayat et al (2020). It can be seen clearly that competence is one 
of the keys to improving employee performance. Competence is one of the keys to improving employee 
performance. Competence always contains specific aims and objectives which are motives and traits, 
knowledge, skills, so that employees can quickly overcome the work problems they face, and do the job calmly. 

Rosmaini and Tanjung (2019) explained that employees who do not have competence will have an 
impact poor performance and vice versa those who have good competence will have high performance. Several 
studies examining the relationship between competence and employee performance show inconsistent results, 
Lasmaya (2016). Competence is a basic ability possessed by a person in the form of skills, expertise, skills, and 
others concerning doing work to get good and maximum results. The ability or competence of a person included 
in the high or good category will later be proven and shown if he has done the job. Conversely, if you have a low 
level of competency, you will tend to perform low too.Larasati (2018) and Anwar (2019). 

The results of this study are the same as the research Dhermawan et al (2012) and Cesilia et al 
(2018), Rudlia (2016), and well Nugroho et al (2021) where they found that there is no significant effect between 
competence on performance. Then it can be explained if the increase in competent personnel from the Human 
Resources Bureau of the Southeast Sulawesi Regional Police will not affect the performance of members. 

Based on the conditions inIt is known that the Bureau of Human Resources for the Regional Police of 
Southeast Sulawesi is known that many of those who occupy positions do not match their expertise or skills, 
such as in the field of achievement and the physical field occupied by personnel who do not have an 
educational background appropriate to the positions held such as at least athletes and then who have 
achievements, this raises problems that must be evaluated and corrected internally by the Human Resources 
Bureau of the Southeast Sulawesi Regional Police. 
 
The Influence of Work Placement on the Performance of Members of the Human Resources Bureau of 
the Southeast Sulawesi Regional Police 

Based on the results of data analysis, it was found that work placement has a positive and significant 
influence on the performance of members of the Human Resources Bureau of the Southeast Sulawesi 
Regional Police. This means that if the job placement is good and increases, the performance of personnel 
from the Human Resources Bureau of the Southeast Sulawesi Regional Police will also improve. 

Implementation of the correct placement system is intended so that the organization can obtain 
qualified employees and be able to realize organizational goals, Korompot and Goni (2013).In terms of 
organizational goals to achieve the best performance, an appropriate system is needed in planning and 
determining workers who will fill existing jobs in the organization concerned. Sinambela (2021). Placement is 
placing a person's position into the right job position, how well a person fits the job will affect the number and 
quality of work. The activity of placing employees in the staffing function begins after the organization carries 
out withdrawal and selection activities, namely when a prospective employee is declared accepted and ready to 
be placed in a position or work unit that under his qualifications, Fadilah (2013). 

The principle in placing a person in carrying out their duties is the right man in the right place, the right 
person in the right place. That is, when workers are given tasks according to their areas of expertise, their work 
results will be more optimal so that the goals of the institution are easier to achieve. Next is the motivational 
factor. Motivation is a condition that drives employees who are directed to achieve organizational goals or work 
goals (Mangkunegara, 2012). 
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The results of this study are the same as those of Dewi and Darma (2017) and Hasanah and 
Indahingwati (2017) who found that work placement has a positive and significant effect on performance. So it 
can be interpreted that if the increase in work can be adjusted based on the educational aspect and other 
aspects of this research, it will also improve the performance of the personnel of the Southeast Sulawesi 
Regional Police Human Resources Bureau. 
 
Research Limitations 

 The limitations of this study are as follows: 
1. This study only uses a portion of member of the Human Resources Bureau of the Southeast Sulawesi 

Regional Police as a respondent. So these findings cannot generalize the findings regarding the 
variables studied, especially in members of the Human Resources Bureau of the Southeast Sulawesi 
Regional Police. 

2. The data from this study are cross-sectional, namely data obtained in only one period of time, namely 
at the time of data collection through a questionnaire so developments in the period of the unit of 
analysis cannot be obtained in this study. 

 
CONCLUSIONS AND SUGGESTIONS 
Conclusion 
 Based on the results of data analysis and discussion, several conclusions can be drawn as follows: 

1. Leadership, competence, and work placement have a positive and significant effect on the 
performance of Members of the Human Resources Bureau of the Southeast Sulawesi Regional Police. 

2. Leadership has a positive and significant effect on the performance of Members of the Human 
Resources Bureau of the Southeast Sulawesi Regional Police. 

3. Not significant to the performance of Members of the Human Resources Bureau of the Southeast 
Sulawesi Regional Police. 

4. Work placement has a positive and significant effect on the performance of Members of the Human 
Resources Bureau of the Southeast Sulawesi Regional Police. 

Suggestion 
Based on these conclusions, suggestions that can be given by the authors in this study are as follows: 

1. For the leadership Bureau of Human Resources for the Southeast Sulawesi Regional Police to 
improve leadership by increasing the ability to control emotions to improve the work quality of 
personnel. 

2. For the leadership Bureau of Human Resources for the Southeast Sulawesi Regional Police to 
improve the competence of members by increasing behavior to get good quality work. 

3. For the leadership Bureau of Human Resources for the Southeast Sulawesi Regional Police to 
improve the work placement of members by adding work experience to obtain optimal work quality. 

4. For further research can add other factors that can improve the performance a members of the Human 
Resources Bureau of the Southeast Sulawesi Regional Police, such as serving leadership, and work 
characteristics. 
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