THE EFFECT OF RECRUITMENT PROCESS AND

COMPETENCE ON TEACHER PERFORMANCE IN SPECIAL

EDUCATION SCHOOL IN GORONTALO PROVINCE

Azis Rachman? and Shanty Soraya Dharma?
12postgraduate Program of STIA Bina Taruna Gorontalo

ABSTRACT

The current study aims: 1) to partially analyze the effect of the recruit-
ment process on teacher performance in special education schools in Goron-
talo Province; 2) to partially analyze the effect of competence on teacher per-
formance in special education schools in Gorontalo Province; 3) to simul-
taneously analyze the influence of the recruitment process and competence
of teacher performances in special education schools in Gorontalo Province.

The study uses a quantitative approach. This research design uses num-
bers, statistics, structures, and controlled experiments. This research was
conducted in all special education schools in Gorontalo Province involving
203 people as the population and 134 people as the samples. Samples were
taken by using simple random sampling. To collect the data, the question-
naires were used as instruments.

The results show that the recruitment process and competence simul-
taneously influence the performance of teachers in special education schools
in Gorontalo Province. The contribution of the recruitment process and the
competence explaining teacher performance is (R2) 0.456, which means that
the recruitment process and competence contribute 45.6% to teacher perfor-
mance. This hypothesis can be stated that it is accepted simultaneously, where
the recruitment process and competence together have a positive and signi-

ficant effect on teacher performance.
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INTRODUCTION

The education problems play a very
important role for the survival of the Indo-
nesian nation. Along with the times, educa-
tion has become a basic necessity for the
Indonesian nation and has become one of

the benchmarks for the progress of a nation.

Based on Law Number 20 of 2003 concer-
ning the National Education System article
1 paragraph 1 states that "National Educa-
tion article 1 paragraph 1 states that" Edu-
cation is a conscious and planned effort to
create an atmosphere of learning and the le-
arning process so that students actively
develop their potential for have religious
spiritual strength, self-control, personality,
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intelligence, noble character, and skills ne-
eded by him, society, nation and state ".
From the meaning in the law above, it
can be understood that education is a con-
crete form of efforts to educate the life of
the Indonesian nation. Efforts to educate
the Indonesian nation are reflected in Law
Number 20 of 2003 concerning the Natio-
nal Education System article 3 which states
that "National education has the function of
developing the ability to shape the charac-
ter and civilization of a nation with dignity
in order to educate the nation's life, aiming
at developing the potential of students to
become human beings who believe and fe-
ar God Almighty, have noble character, are
healthy, knowledgeable, capable, creative,
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independent, and become democratic and
responsible citizens ".

Systematically, education consists of
various components so that education as a
process can take place. The main compo-
nent after students are educators or teachers
at school. The role of teachers in schools is
not only strategic but also very decisive
because teachers are the people who direc-
tly hold the key to the success of the edu-
cational process. Therefore, efforts are ne-
eded to increase human resources that
allow for increased professionalism, espe-
cially in the teaching profession.

Based on Law Number 14 of 2005
concerning Teachers and Lecturers, article
2 paragraph 1, that teachers have a position
as professional staff at the levels of basic
education, secondary education and age
education in the formal education pathway
which is appointed in accordance with
statutory regulations. From this explana-
tion, educators are recognized as profes-
sionals. The position of educators in educa-
tion is very important and should get more
attention from the Indonesian government.

In the perspective of society, the te-
acher is a professional staff. This is because
teachers carry out a profession according to
their expertise. Teachers must have educa-
tional qualifications in accordance with the
field of education. This qualification beco-
mes a benchmark in the procurement/rec-
ruitment of teachers, because it is a major
component in the sustainability of educa-
tion. In every change that occurs every
change that occurs in education is none
other than due to the role of the teacher.
Any reforms regarding education carried
out by the Government of Indonesia will
not work as it should if the government
does not involve teachers.

Teachers as workers must have abili-
ties which include mastery of subject mat-
ter, mastery of teacher professionalism and
education, mastery of ways of adapting
themselves and personalities to carry out
their duties, in addition, teachers must be
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developing and dynamic individuals. This
is in accordance with what is stipulated in
Law No. 20 of 2003 concerning the Natio-
nal Education System that educators and
education personnel are obliged to: 1) cre-
ate an educational atmosphere that is
meaningful, fun, creative, dynamic and di-
alogical; 2) has a professional commitment
to improving the quality of education and,;
3) sets an example and keeps the name both
institutions, professions and positions in
accordance with the trust given to them.

Teachers are required to have a perfor-
mance that is able to provide and realize the
hopes and desires of all parties, especially
the general public who have trusted schools
and teachers in fostering students. In achie-
ving good education quality, it is strongly
influenced by the performance of teachers
in carrying out their duties, so that teacher
performance is an important requirement
for achieving educational success.

In principle, teachers have a high eno-
ugh potential to be creative in order to im-
prove their performance. However, the po-
tential that teachers have to be creative in
an effort to improve their performance does
not always develop naturally and smoothly
due to the influence of various good factors
that appear in the teacher's person or those
outside the teacher's person. It cannot be
denied that the conditions in the field ref-
lect the condition of teachers who are not
in accordance with expectations, such as
there are teachers who work part time both
according to their profession and outside
their profession, sometimes there are some
teachers who in totality are more engaged
in side activities than their main activities
as teachers. in school. This fact is very
concerning and invites various questions
about the consistency of teachers in their
profession.

Teacher performance is basically the
performance or performance carried out by
teachers carrying out their duties as educa-
tors. The quality of teacher performance
will greatly determine the quality of educa-
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tional outcomes, because teachers are the
party who has the most direct contact with
students in the educational process or lear-
ning in school educational institutions.
Low performance is a problem for schools,
because high performance is the perfor-
mance expected by the school. If this con-
dition occurs, the goals of education will
not be maximally achieved.

Teacher performance is something
that needs and deserves to be examined in
depth. Many factors because problems re-
lated to the teacher's performance. There-
fore, by understanding the factors that af-
fect teacher performance, alternative solu-
tions to problems related to teacher perfor-
mance can be found, so that these factors
are not an obstacle but are able to improve
and encourage teacher performance in a
better direction.

RESEARCH METHODOLOGY
Approach and Type of Research

This research uses explanatory rese-
arch type, quantitative method emphasizes
objective phenomena, and maximizes ob-
jectivity. This research design uses num-
bers, statistics, structure and controlled ex-
periments.

Based on the problems discussed by
the researcher using quantitative research,
this type of research is a cause and effect
study, namely a cause and effect relation-
ship, if X Then Y.,

This research was conducted to exami-
ne the effect of the rectutment process and
competence (X) on teacher performance
results (). Types of quantitative data with
primary and secondary data sources and
use relevant data because this is the most
important requirement in discussing and
solving research problems.

Location and Time of Research

This research was conducted with a 2-
month research period, from May to June
2020, with the research location in the
Education Office of Gorontalo Province.

89

The determination of this place is based on

the following considerations:

1. The location can provide complete
information about the problem under
study.

2. The required data is sufficient.

3. The location is easier to reach in terms
of time, cost and energy.

Population and Sample

Population is a generalization area
consisting of objects/subjects that have
certain qualities and characteristics that are
determined by researchers to study and
then draw conclusions [37].

Based on this understanding, the
population in this study were 203 teachers
in special schools in Gorontalo Province
for the 2019/2020 Academic Year.

The sample is part of the number and
characteristics of the population [37]. The
sample in this study used random sampling.
According to Kerlinger (2014:118), simple
random sampling is a sampling technique
from members of the population that is
done randomly without paying attention to
the strata in the population. The sampling
technique used the formula from [27] was
134 samples.

RESEARCH FINDINGS
Description of Research Results

The validity test of the instrument used
is intended to determine whether the instru-
ment used can accurately reveal data from
the variable under study. Testing the vali-
dity of the recruitment process (X1), com-
petence (X2) and teacher performance (Y)
using item analysis, namely by correlating
the score of each question item with the
total score then consulted with r-tabel with
a significance level of 5%. If the r-count>
r-table value is obtained, the instrument
item can be said to be valid, but on the other
hand, if the r-count value <r-table, it can be
said that the instrument is invalid.

The results of the instrument test sta-
ted that of the 10 statements about the rec-
ruitment process, 10 statements of compe-
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tence and 10 statements of teacher perfor-
mance were all valid. Because after being
consulted with r table, it is known r-count>
r-tabel.

In testing the validity, a statement is
said to be valid if r-count is greater than r-
table. The r-table value is obtained from the
table where n = 134 and a significant level
of 5%, the r-table value is 0.141. So that of
the 30 statements used to measure the vari-
ables of the recruitment process, competen-
ce and teacher performance, all statements
that already have a value of r-count are gre-
ater than r-table 0.141 so that they are said
to meet the validity test. Thus, all state-
ments used to measure the variables of the
recruitment process, teacher competence
and performance are valid.

Reliability means trustworthy, so reli-
able. To test the instrument, the Cronbach
Alpha technique was used. Cronbach's
alpha is one of the reliability coefficients
that is often used. A reliable measurement
scale should have a Cronbach Alpha value
of at least 0.60. Based on the results of the
Cronbach Alpha value for all variables >
0.60. This shows that the variables used in
the study are reliable for measurement and
further research.

The heteroscedasticity test is a part of
the classic assumption test in the regression
model. To detect the presence or absence
of heteroscedasticity in a data and can be
done in several ways. The following are the
results of the heteroscedasticity test with
the Scatterplot on SPSS version 21, which
is based on the Scatterplot output above, it
can be seen that the dots spread out and do
not form a certain clear pattern. So it can be
concluded that there is no heteroscedasti-
city problem.

The multi-collinearity test is a test that
is carried out to determine whether in a
regression model there is inter-correlation
or collinearity between independent vari-
ables. The following are the results of the
multi-collinearity test with the regression
coefficient on SPSS version 21.
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Based on the result research, it shows
the results of the inter-correlation analysis
between the independent variables which
are marked by the person correlation co-
efficient. In this case, the SPSS output can
be seen in the crossover between inde-
pendent variables. The correlation between
the independent variables of the recruit-
ment process and competence is r = 0.401.
Because the value of 0.401 is less than 0.8,
multi-collinearity symptom isn’t detected

The autocorrelation test is used to de-
termine whether or not there is a deviation
from the classic autocorrelation assump-
tion, namely the correlation between the
residuals in one observation and other ob-
servations in the regression model. A good
regression model is a regression model that
is free from autocorrelation. The following
are the results of the autocorrelation test
with the durbin-waston test on SPSS ver-
sion 21, namely: The Durbin-Waston (d)
value of 2.009 is greater than the upper
limit (dU) of 1.641 and less than (4-1.641)
= 2.359. So as the basis for the decision
making in the Durbin Waston test above, it
can be concluded that there are no auto-
correlation problems or symptoms. Thus,
multiple linear regression analysis to test
the research hypothesis above can be car-
ried out or continued.

DISCUSSIONS
Effect of the Recruitment Process on
Teacher Performance

A well-designed recruitment program
will be able to have a positive effect on inc-
reasing employee commitment, increasing
employee productivity and working quality,
including in this case teacher performance.

A well-designed recruitment process
will have an impact on employee perfor-
mance, in this case is teacher performance.
Based on data collection techniques in this
study by distributing questionnaires using
google form, the results of hypothesis test-
ing showed a statistical t value of 5.052>
0.676 and a p value of 0.000 <0.05, so it
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can be concluded that hypothesis 1 which
reads "It is suspected that there is an influ-
ence between the processes the recruitment
of teacher performance in special schools
throughout Gorontalo Province "is proven
and stated that there is an influence from
the recruitment process on teacher perfor-
mance.

The coefficient test results obtained
show a correlation coefficient (R) of 0.535,
this means that there is a relationship of
0.535 between the teacher performance
variable and the recruitment process vari-
able. So it can be concluded that the corre-
lation between the recruitment process and
teacher performance has a strong relation-
ship. While the coefficient of determina-
tion (R2) obtained a value of 0.287 this
means that the contribution of the recruit-
ment process variable affects the teacher
performance variable by 28.7% while the
remaining 71.3% is influenced by other
variables from outside this study.

These findings indicate that the rec-
ruitment process activities carried out with
good criteria will get candidates who have
qualifications according to the expected
standards. So that the workforce can carry
out their work to achieve the predetermined
performance.

Recruitment is an effort to find and
influence workers, so that they are willing
to apply for job vacancies in an organiza-
tion [11]. Recruitment activities begin
when candidates are searched, and end
when their applications are submitted.
Meanwhile, Recruitment is a process of se-
arching and "bonding" prospective emplo-
yees (applicants) who are able to apply as
employees [8]. Every organization, especi-
ally schools, must think hard to attract as
many potential applicants as possible so
that they have many options for selecting
potential applicants who are considered qu-
alified by seeing the suitability of the ap-
propriate qualification and competency
standards so that later they achieve quality
work and are committed to school.
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This is in line with the results of re-
search conducted by Ariny Rizka (2018).
The influence of the recruitment process on
Teacher Performance at MAN Insan Cen-
dekia Serpong, which shows that there is a
significant influence between the recruit-
ment process on teacher performance.

Thus, from the results of the calcu-
lation of data obtained from the field, it is
seen that there is an influence between the
recruitment process on teacher performan-
ce in special schools in Gorontalo Province.
However, it does not cover the shortco-
mings that teacher performance is not only
caused or influenced by the recruitment
process, there are many other factors that
can affect teacher performance. As for the-
se factors, as the results of previous studies
include: factors of ability, skills, motiva-
tion, and commitment.

Effect of Competence on Performance
This study uses data collection techni-
ques by distributing questionnaires using
google foam obtained. Based on the results
of hypothesis testing, the t statistical value
is 6.386> 0.676 and the p value is 0.000
<0.05. So it can be concluded that hypo-
thesis 2 which reads "It is suspected that
there is an influence between competence
on teacher performance in special schools
in Gorontalo Province" is proven and it is
stated that there is an influence of com-
petence on teacher performance.
Competence with teacher performance
has a very close relationship because com-
petence is knowledge, skills and basic va-
lues that are reflected in habits of thinking
and acting or competence is a specification
of the knowledge, skills and attitudes a per-
son has and their application in work accor-
ding to the required performance standards.
by the field. This is in accordance with the
correlation coefficient (R) of 0.592, this
means that there is a relationship of 0.592
between the teacher performance variable
and the competency variable. So it can be
concluded that the correlation between
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competence and teacher performance has a
strong relationship.

The coefficient of determination (R2)
of 0.350 means that the contribution of the
competency variable affects the teacher
performance variable by 35% while the
remaining 65% is influenced by other vari-
ables from outside this study.

The results of the statistical analysis
show that the competency variable has a
significant effect on teacher performance,
where the better the teacher's competence,
the higher the teacher's performance, on the
other hand, if the competency activities are
not good, it will result in decreased teacher
performance.

In this case Usman (2011:14) explains
that competence is the ability or authority
of teachers to carry out their teacher
professional duties. Meanwhile, according
to Spencer, quoted by [13] defines: "Com-
petence is a personal characteristic that un-
derlies individual behavior and performan-
ce in producing an effective performance
or situation™. Teachers are expected to car-
ry out their duties professionally by possess
ing and mastering pedagogical, social, per-
sonal and professional competences. Teac-
her competence can be seen in their ability
to apply learning concepts, apply interes-
ting and interactive learning strategies, be
disciplined, honest, and consistent.

Teacher competence has several kinds
of competencies such as pedagogical com-
petence, personality competence, social
competence, and professional competence
which is obtained through professional edu
cation. Teachers are expected to be able to
carry out their duties professionally by mas
tering these competencies, in which way
teacher performance will be achieved.

This is in line with the results of
research conducted by Aan Subhan (2017)
The Effect of Competence, Job Satisfaction
and Organizational Commitment on Te-
acher Performance (Studies at State Voca-
tional Schools in Tasikmalaya City) which
show that competence has a positive and
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significant effect on teacher performance,
namely 51.5. %, which means that compe-
tence has a contribution to improving tea-
cher performance, there is a significant inf-
luence between competence on teacher
performance.

Thus, from the results of the calcula-
tion of data obtained from the field, it can
be seen that there is an influence between
competence on teacher performance in
SLB throughout Gorontalo Province. How-
ever, it does not cover the shortcomings
that teacher performance is not only caused
or influenced by competence, there are ma-
ny other factors that can affect teacher per-
formance.

The Effect of Recruitment Process and
Competence on Teacher Performance

The recruitment process and compe-
tence are the first steps for a school to be
able to obtain high-achieving and quality
teachers, so that they can support the achi-
evement of school goals properly. Through
teacher competency assessment, it can
facilitate agencies regarding the competen-
cies possessed by a teacher. Apart from that,
recruitment is also expected to provide cor-
rect information about the abilities and ex-
pertise of prospective teachers.

Individual performance including te-
acher performance can be assessed from
what the teacher does in doing his job. In
other words, individual performance is
how someone does their job or perfor-
mance according to their abilities and skills.
High performance for teachers, can be ob-
tained through serious effort at work ac-
companied by strong motivation to be able
to complete their assignments well. A per-
son's performance is a combination of se-
veral factors such as competence, moti-
vation, personality and educational back-
ground.

Performance is a result of work achi-
eved by a person in carrying out the tasks
assigned to him based on skills, experience,
seriousness and time [9]. Performance is
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the manifestation of work performed by
employees or organizations which are usu-
ally used as the basis for evaluating emp-
loyees or organizations [6].

Based on the distribution of question-
naires using google form, the recruitment
process and competence on employee per-
formance have a strong relationship. This
can be seen from the test results of the
correlation coefficient (R) of 0.675, this
means that there is a relationship of 0.675
between teacher performance and the rec-
ruitment process and competence. While
the coefficient of determination (R2) of
0.456 means the contribution of the rec-
ruitment process and competence affects
teacher performance by 45.6% while the
remaining 54.4% is influenced by other
variables from outside this study.

The results of this study indicate that
the recruitment process and competence si-
multaneously influence the performance of
teachers in SLB throughout Gorontalo Pro-
vince. The contribution of the recruitment
process and competence to explain teacher
performance is (AR2) 0.456, which means
that the recruitment process and compe-
tence contribute 45.6% to teacher perfor-
mance. This hypothesis can be stated that it
is accepted simultaneously, where the rec-
ruitment process and competence together
have a positive and significant effect on
teacher performance. The not yet maximal
contribution shows that there are still many
other variables that affect the performance
of special school’s teachers in Gorontalo
Province apart from the recruitment pro-
cess and competence. The variables that
can affect a person's performance, inclu-
ding teacher performance, include back-
ground, motivation, intellectuality, attitud-
es, experiences, and so on.

Thus it is clear that to improve per-
formance for teachers is to try how teachers
can respond to and can interact with the
factors that affect performance. On the ot-
her hand, the recruitment process and com-
petency variables also have an influence on
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teacher performance. Thus, the recruitment
process and competence must be carried
out with good standards in order to get qu-
alified teachers in accordance with the
demands of the organization.

CONCLUSION

Based on the data obtained from the
results of the analysis, the research can be
concluded as follows:

1. The recruitment process affects the per-
formance of teachers in special schools
throughout Gorontalo Province. Based
on the results of hypothesis testing, it
can be concluded that hypothesis 1
which reads "It is suspected that there is
an influence between the recruitment
process on teacher performance in spe-
cial schools in Gorontalo Province" is
proven and it is stated that there is an
influence from the recruitment process
on teacher performance.

. Competence has an influence on teacher

performance in SLB throughout Goron-

talo Province. The results showed that
the competency variable affected the te-
acher performance variable.

The recruitment process and competen-

ce simultaneously influence the perfor-

mance of teachers in special schools
throughout Gorontalo Province. The
results showed that the recruitment pro-
cess and competence simultaneously in-
fluence the performance of teachers in
SLB throughout Gorontalo Province.
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