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Abstract: This study aims to study and analyze the role of the division of work and interpersonal 

communication in improving the performance of Wakatobi Regency Government Protocol employees, using a 

survey method conducted on all civil servant protocols in the Wakatobi Regency Government totaling 35 people. 

The data analysis tool used is multiple linear regression analysis. The results of this study indicate that the 

division of work and interpersonal communication simultaneously and partially has a positive and significant 

effect on the performance of protocol employees. 
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I. Introduction 
Protocols are the rules that must be carried out in carrying out the activities of government 

organizations. In public organizations Protocol problems are regulated in Law No. 24 of 2004 concerning the 

position of the Protocol. The position of the protocol regulates the place, the ceremony and the respect. The 

success of an event is very dependent on the ability and planning protocol prepared for the implementation of an 

office activity. The smoothness of an activity is strongly influenced by the expertise of protocol. Even though 

they have quite important duties and responsibilities in ensuring the smooth running of office activities, in 

reality there are still many shortcomings in the implementation of protocol tasks, especially in local government 

organizations (Samsul and Romli, 2005). These deficiencies are generally related to coordination and 

communication problems carried out by protocol officers. This is also what researchers encountered at the 

Regional Government of Wakatobi Regency. 

The lack of understanding of the division of tasks (job proportion) and interpersonal communication 

(interpersonal communication) as stated above, of course, have an influence on the performance of protocol 

tasks. The ineffectiveness of protocol performance in organizing official events carried out by the Regional 

Government of the Wakatobi Regency can affect the image of the regional government both in internal and 

external environment (Samsul and Romli, 2005). Because it cannot be denied that along with efforts to improve 

service quality, Prokoler's ability has a very important role in building the image of regional organizations, 

especially in official events 

Organizing official events is basically one form of service, both services between employees in the 

organization and services for parties outside the organization. When an activity takes place there is an 

interaction between office officials. In this interaction occurs interpersonal communication which is 

accommodated in an official event. This certainly requires the ability of protocol officers to prepare and ensure 

official events conducted by regional organizations run well and give a positive impression. The smooth running 

of official events will give the impression of professionalism and the good name of the institution. Protocol 

position gives the placement of someone (state officials / government officials and community leaders) to get 

respect, treatment and layout in official events and official meetings. The purpose of protocol is to create order, 

maintain self-respect and position, a symbol of the state. 

Seeing the importance of the position of protocol in government institutions, the understanding and 

knowledge of the duties, functions, and interpersonal communication of protocol officers should be a concern 

for the local government of Wakatobi Regency. Therefore, researchers believe that a comprehensive study is 

needed on the effect of the division of tasks and interpersonal communication possessed by protocol officers on 

their performance in organizing official events of the Wakatobi district government. 

The importance of the role of human resources in achieving organizational goals has been a concern of 

many researchers to date, especially regarding the performance of individuals in the organization or employee 
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performance, because whether or not the organization's goals are achieved or whether an organization is 

developing depends on the performance of individuals within the organization. 

Some studies that have been conducted regarding the determinants of employee performance include 

the division of tasks (Winastyo and Jopie, 2015); Franli et al., 2016; Rizka and Irvan, 2015) showed that the 

division of labor is important to improve the work ability of employees. Employees will work well and quickly 

because they are more focused and better understand their authority and responsibilities (Ferdi Roring, 2017). 

The division of labor according to Dewi Poryanti (2018) will improve employee performance if the management 

of the organization pays attention to procedural fairness in evaluating employees both in relation to giving 

organizational rewards to employees such as job promotions or payroll systems. But the division of labor is not 

always able to improve employee performance, this is proven by research Herni Herawati (2016) on Employees 

of the National Unity and Community Empowerment Office in Bandung who found that the division of labor 

has a negative effect on employee performance. This is according to Herni Herawati (2016) the division of labor 

in the form of a breakdown of tasks, task load, understanding of tasks, equitable assignment of assignments and 

the placement of employees who still precisely reduce their performance. Based on this, the research findings of 

the influence of the division of labor on employee performance are still inconsistent and provide a loophole for 

re-testing. 

Interpersonal communication is also a determinant of employee performance (Johanes et al., 2015; Boy 

Suzanto and Ari Solihin, 2013; Reindy et al, 2015; Tiur, 2013) which states that interpersonal communication is 

an important factor in improving performance. Furthermore Syifa and Agus (2018) stated that interpersonal 

communication can improve individual performance at work. But communication is more than just instilling 

meaning but must also be understood (Robbins, 2002: 310). Communication significantly improves employee 

performance (Syifa and Agus, 2018) 

This study was also motivated by an interesting phenomenon that can be related to the concept of the 

division of labor and interpersonal communication on the performance of the Wakatobi regency's administrative 

staff observed at the regional secretariat and the council secretariat as a public service shows that improved 

employee performance has been given to many employees such as procedural justice in performance appraisal, 

promotion, punishment and award both financial and non-financial. However, in reality the performance shown 

by the employees in the regional secretariat and the Wakatobi District council secretariat is still not optimal, 

especially in providing services in formal events in the Regency such as welcoming officials in the Regency 

which are sometimes not well coordinated. 

 

II. Literatur Review and Hipotesis 
This study wants to examine the effect of the division of labor and interpersonal communication on the 

performance of protocol employees. The theory which is the foundation in building this research model is the 

theory of human resource management and organizational theory. The results of theoretical and empirical 

studies show that the division of labor is an important determinant in improving employee performance 

(Winastyo and Jopie (2015); Rizka and Irvan (2015); Herni Herawati (2016); Franli et al (2016); Ferdi Roring 

(2017) ); Dewi Poryanti (2018)). Other important determinants of employee performance are Interpersonal 

communication (Amit and Lalropui, 2014; Arief and Rekno, 2016; Syifa and Agus, 2018). Based on this, the 

research hypothesis proposed, namely: 

 

2.1.  The Effect of Division of Work and Interpersonal Communication on Employee Performance 

Work can be carried out properly according to plan and can be known clearly the purpose of the 

organization, and employees who are responsible for the implementation of the work (U.S Moenir, 2002: 26-

27). Communication as a process of sending and delivering messages both verbally and nonverbally by one 

person to others to change attitudes, opinions, or behavior, both verbally or indirectly through the media 

(Johanes et al., 2015). Based on the above, the research hypotheses proposed are: 

Hypothesis 1: Simultaneous division of work and interpersonal communication has positive and 

significant effect on employee performance 

 

2.2. The Effect of Division of Work on Employee Performance 

To carry out a series of tasks, the authority and responsibilities of the company need to implement the 

wish of the division of labor by way of detailing and grouping activities that are similar or closely related to 

each other to be carried out by its employees. The division of labor is a determining factor in improving 

employee performance because the division of labor is the separation of types of work carried out by certain 

groups of individuals to speed up the completion of the work (Winastyo and Jopie (2015); Rizka and Irvan 

(2015); Herni Herawati (2016); Franli et al (2016); Ferdi Roring (2017); Dewi Poryanti (2018)) / Based on this 

the proposed research hypotheses are: 
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Hypothesis 2:  The division of work has a positive and significant effect on the performance of Protocol 

employees 

 

2.3. The Influence of Interpersonal Communication on Employee Performance 

Interpersonal communication has an important role in improving employee performance (Amit and 

Lalropui, 2014). Only through the transfer of meaning from one person to another can information and ideas be 

delivered. But communication is more than just instilling meaning but must also be understood (Robbins, 2002: 

310). Communication significantly improves employee performance (Syifa and Agus, 2018). Based on this, the 

hypotheses proposed in this study are: 

Hypothesis 3:  Interpersonal communication has a positive and significant effect on employee 

performance 

 

III. Research methods 
The design of this study uses an explanatory research approach because the purpose of this study is to 

empirically prove the role of the division of work and interpersonal communication on the performance of 

protocol employees. Data collection was carried out at once in one stage (one shot study) or in a cross-section 

through questionnaires. the population in this study were all civil servant protocols in the Wakatobi Regency 

Government as many as 35 people, and the size of the population was relatively affordable to study so the entire 

population was made the unit of analysis therefore this study was a population or census study. This study uses 

data analysis methods, namely multiple linear regression analysis. 

 

IV. Result and Discuss 
4.1. Results 

Multiple linear regression analysis in this study was conducted to be able to answer the proposed 

hypothesis, namely the influence of independent variables on the dependent variable both simultaneously and 

partially performed with multiple linear regression analysis. A summary of the results of the calculation of 

multiple linear regression analysis in this study can be seen in Table 4.1 below: 

 

Table 4.1. Summary of Results of Multiple Linear Regression Analysis 
No Independent Variable Regression coefficient (β) t Stat t Sig 

1. 

2. 

Pembagian Kerja 

Komunikasi Interpersonal 

0,201 

0,787 

2.198 

8.601 

0,035 

0,000 

R                                         =  0,967 
R Square  (R2)                      =  0,935 

F Stat                                  =  229.788 

F sig                                      =  0,000 
Standar Error                        =  1.81061 

Source: Data processed 2019 

Based on the results of the multiple linear regression analysis shown in Table 4.1 above, these results can be 

explained as follows: 

1. R value of 0.96 shows that the correlation between the variable division of labor and interpersonal 

communication with the performance of protocol employees is very strong, this is because the R value generated 

is close to 1. 

2. The coefficient of determination (R
2
) of 0.935 indicates that 93.5 percent of the variation of the dependent 

variable in the performance of protocol employees is explained or explained by the independent variable; 

division of labor and interpersonal communication. The other 0.065 or 6.5 percent is explained by other 

variables not included in the model. 

After the data is analyzed, the regression equation model is obtained as follows: 

Y =  0,201 X1+ 0,788 X2  

Referring to Table 4.1 and the above equation, can be interpreted as follows: 

1. Regression coefficient for the division of labor (X1) of 201 shows a positive or direct effect of the division of 

labor (X1) on the performance variable of protocol employees (Y). These results indicate that the better the 

results of the division of labor in supporting the smoothness of tasks and protocol work will be followed by an 

increase in the performance of protocol employees. 

2. Regression coefficient for interpersonal communication variable (X2) of 0.788 indicates a positive or direct 

effect of interpersonal communication variable (X2) on the performance variable of protocol employees (Y). 

These results indicate that the better interpersonal communication carried out by protocol employees in carrying 

out their duties and work will be followed by an increase in the performance of police employees in Wakatobi 

Regency 
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4.2. Research Hypothesis Testing 

4.2.1. Simultaneous Hypothesis Testing 

Hypothesis testing can simultaneously be tested based on the calculated F value or probability (FSig.). 

Based on the results of the data analysis shown in Table 4.1, it can be explained that: 

Hypothesis 1:  Simultaneous division of work and interpersonal communication has positive and 

significant effect on employee performance 

The results of simultaneous hypothesis testing show that the probability level (F sig.) Is 0,000. The 

probability level (F Sig.) Produced is smaller than the level of significant (α) which is set at 0.05. The research 

hypothesis which states that the division of labor and interpersonal communication simultaneously has a 

positive and significant effect on the performance of protocol employees in Wakatobi Regency can be accepted. 

Based on this, it can be explained that the better the division of work and interpersonal communication 

of the Wakatobi Regency protocol staff will improve the performance of the Wakatobi Regency protocol staff. 

 

4.2.2. Partial Hypothesis Testing 

Partial hypothesis testing in research is based on the results of the statistical t test used to test the level 

of significance partially between the independent variables (X) and the dependent (Y). This t test is used to 

determine the prediction accuracy of the obtained regression coefficients, the greater the value of the t test and 

the smaller the significance value, meaning that the prediction accuracy specified in the regression model is 

more accurate. The results of partial hypothesis testing are explained as follows: 

Hypothesis 2: The division of work has a positive and significant effect on the performance of Protocol 

employees 

The partial test results show that the effect of work division on the performance of protocol employees 

get a regression coefficient of 0.201 with a probability value (tig.) Of 0.035. The resulting probability value is 

smaller than the specified level of significance (α) which is equal to 0.05. These results indicate that the 

hypothesis that the variable "division of labor has a positive and significant effect on the performance of 

protocol employees" can be accepted. Based on this, the findings can be explained that the better the division of 

work of employees in the protocol in Wakatobi Regency in carrying out their duties and responsibilities, the 

performance of the employees of the Wakatobi Regency protocol will also increase 

Hypothesis 3:  Interpersonal communication has a positive and significant effect on employee 

performance 

The partial test results show that for interpersonal communication variables obtained a regression 

coefficient of 0.788 and a probability value (sig.) Of 0,000. The resulting probability value is smaller than the 

specified level of significance (α) which is equal to 0.05. These results indicate that the hypothesis that the 

variable "Interpersonal communication has a positive and significant effect on the performance of protocol 

employees" can be accepted. Based on this, the findings can be explained that the better interpersonal 

communication carried out by protocol employees in supporting their duties and work, the performance of 

protocol employees will also increase 

 

V. Limitation and Future Research 
This research was conducted on protocol employees in Wakatobi Regency so that the ability to 

generalize was only limited to protocol employees in Wakatobi District while to be applied to protocol 

employees in other areas would certainly still need to be tested again. This study examines the effect of the 

division of labor and communication on employee performance, but the division of labor in accordance with 

employee expectations should not directly improve performance but will affect the employee's work motivation 

and job satisfaction and ultimately will improve employee performance. Good communication between 

employees will lead to good coordination which should have an impact on employee work motivation and 

employee job satisfaction first and then it will have an impact on employee performance. Therefore, it is 

recommended for future research to develop this research model by building a model that adds work motivation 

and satisfaction variables as a mediating variable between the division of work and interpersonal 

communication on employee performance 
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