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	This research is a type of quantitative research to determine the influence of career development on the performance of employees of the Ministry of Religion, Gowa Regency. The type of research used is a quantitative analysis by collecting observation data and questionnaires with 64 respondents using validation and reliability test data collection techniques, classical assumption tests, and simple regression analysis. Based on the t-test results, career development shows a sig value smaller than the significance level (0.005 < 0.05), or the t-count value is greater than the t-table (2.915 > 1.671) meaning that career development has a positive and significant effect on employee performance. Based on the results of research conducted at the data collection, data management, and data analysis stages of the influence of career development on the performance of Gowa Regency Ministry of Religion employees, it can be concluded that career development has a positive and significant effect on the performance of Gowa Regency Ministry of Religion employees.
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2. Introduction
The village, as the lowest level of government, interacts directly with the community, encompassing all their backgrounds, interests, and needs, and plays a pivotal role, particularly in executing tasks related to public services. Hence, greater decentralization coupled with sufficient funding and infrastructure support is imperative to foster village autonomy towards achieving village independence.
Bonto Salama Village, situated in West Sinjai District, Sinjai Regency, nestled in the highlands, comprises eight hamlets: Lembang, Tengngalembang, Baru, Sapotangnga, Carumbang, Turungan Toae, Lapparia, and Magala. West Sinjai District, bordering Gowa Regency, has, owing to its highland location, significantly influenced the tourism industry with its diverse natural attractions, including waterfalls.
Regional Government Law No. 32 of 2004 governs the implementation of Indonesia's decentralized system, empowering regional authorities to conduct various processes, mechanisms, and planning stages aimed at ensuring developmental harmony. In accordance with Village Law No. 32 of 2004, village communities are afforded the opportunity to organize and manage their affairs based on democratic principles, fostering unity and equality while considering justice, regional potential, and diversity.
Effectiveness denotes the government's capability to manage finances such that programs can be planned and executed to achieve governmental objectives at minimal cost and within the shortest timeframe. It serves as a yardstick to gauge how well the government executes financial management goals and objectives, as planned or determined based on existing regulations and procedures, especially regarding financial management issues, including the availability of funds to finance action programs aimed at goal achievement.
Efficient management of village resources necessitates innovation to ensure these resources are leveraged to enhance the community's economy and foster creative engagement with the community. In implementing regional financial policies or the Regional Revenue and Expenditure Budget (APBD), budget control must be directed towards ensuring adherence to planned budget implementation. Therefore, local governments are expected to exercise control over village funds to ensure efficient and effective allocation.
The management of village funds, spearheaded by village officials, is pivotal for direct community involvement. Given that residents are direct beneficiaries of village fund programs, it is essential for all community members to be engaged and informed about fund management to foster trust. In conclusion, inadequate community involvement in the planning, execution, and evaluation processes often leads to the failure of various village development programs, rendering development initiatives lackluster and non-inclusive, particularly at the village level, resulting in unsustainable outcomes.
The researcher selected the effectiveness of village fund allocation as a research topic due to its significant impact on rural development. This program stands to enhance public services in rural areas, amplify community participation in development initiatives, and ultimately elevate the well-being of the rural populace. Hence, the researcher embarked on this study titled: "Analysis of the Effectiveness of Village Fund Allocation (ADD) Management in Bonto Salama Village, Sinjai Regency."

3. Research Methodology
This research is a type of quantitative research conducted to examine the influence of career development on employee performance at the Gowa Regency Ministry of Religion Office. This research uses a specific population or sample approach with random sampling techniques. Data is collected through the use of research instruments such as questionnaires, with quantitative or statistical data analysis to test predetermined hypotheses.
This research was carried out at the Gowa Regency Ministry of Religion office, precisely on Jl H. Agussalim No. 3 Bonto-bontoa, District. Somba Opu, Gowa Regency, South Sulawesi 92114, starting from December 2023 to February 2024. The type of data used in this research is quantitative data in the form of figures from recapitulations and questionnaires, which are then analyzed to obtain results that are relevant to the research objectives.
The population in this study were all employees of the Gowa Regency Ministry of Religion, totaling 64 people. In this research, all employees were sampled using a saturated sampling technique or census, to ensure an accurate representation of the population. Data collection techniques include the use of questionnaires to collect information from respondents regarding their attitudes, opinions, and perceptions. Apart from that, observation and documentation techniques were also used to obtain direct data regarding profiles and other information from the Gowa Regency Ministry of Religion Office.
The data analysis method used is SPSS (Statistical Package for Social Science), which includes validity tests to measure the validity of the instrument, reliability tests to measure the consistency of answers over time, and classic assumption tests such as normality tests and heteroscedasticity tests. Simple linear regression analysis was also carried out to determine the direct influence between career development variables (X) and employee performance (Y). This research aims to produce a deeper understanding of how career development can influence employee performance at the Gowa Regency Ministry of Religion, with the hope of providing useful recommendations for the development of human resources in this agency.

[bookmark: _bookmark28]3. Results and Discussion
3.1 [bookmark: _bookmark31][bookmark: _bookmark35][bookmark: _bookmark36]Result Research 
a. Respondent Characteristics
	This study elaborates on the influence of career development on employee performance in the Gowa District Ministry of Religion. This matter aims To know how big an influence career development has on employee performance district Ministry of Religion Gowa. In this study, 64 respondents were employees district Ministry of Religion Gowa, the characteristics of respondents in this study were grouped according to age, type gender, and education Lastly, long working hours. To clarify what characteristics meant, then will A table is presented regarding respondent data as described as follows:
a. Characteristics of respondents based on age Presentation of respondent data based on age at the district religious ministry Gowa as follows:



Source: SPSS data processing results, 2024
	Table 4.1 Age Respondent 
Age

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	25 – 35
	15
	23.4
	23.4
	23.4

	
	36 – 45
	31
	48.4
	48.4
	71.9

	
	46 - 55
	15
	23.4
	23.4
	95.3

	
	56 – 60
	3
	4.7
	4.7
	100.0

	
	Total
	64
	100.0
	100.0
	



        From Table 4.1 above based on age, respondents aged 36-45 years​ are the largest consisting of 31 respondents or 48.4 %, second place is 25-35 years old as many as 15 respondents or 23.4%, order third is 46 - 55 years old as many as 15 respondents or 23.4%, and finally 56 - 60 as many as 3 respondents or 4.7%. This matter shows that the Employee Regency Ministry of Religion Gowa part largely dominated by groups​ aged 36 - 45 years as many as 31 people.
b. Characteristics of respondents based on type sex.  Presentation of respondent data based on type sex is as follows:


Table 4.2 Types of Gender Respondent
	Type Gender

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Man​​
	27
	42.2
	42.2
	42.2

	
	Woman
	37
	57.8
	57.8
	100.0

	
	Total
	64
	100.0
	100.0
	


Source: SPSS data processing results, 2024

Table 4.2 above based on type gender, and gender of respondents Female gender amounted to 37 respondents or 57.8% which is order first is the highest, and second is the order various types of respondents sex men consisting of 27 respondents or 42.2%. This matter shows that the employee district ministry of religion Gowa is Mostly​ dominated by respondents of various types of female genital.
c. Characteristics respondents based on last education Presentation of respondent data based on last education shared become a number of categories: 

Source: SPSS data processing results, 2024
	Recent Education Respondent 
Education

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	SENIOR HIGH SCHOOL
	4
	6.3
	6.3
	6.3

	
	S1
	49
	76.6
	76.6
	82.8

	
	S2
	11
	17.2
	17.2
	100.0

	
	Total
	64
	100.0
	100.0
	



	Data from Table 4.3 shows that the number of most graduates is from the group 49 respondents with bachelor's degrees or 76.6%, continued from There were 11 respondents with master's degrees or 17.2%, and 4 people with high school degrees or 6.3%. Results based on the processing of primary data (questionnaire) were obtained from characteristics of respondents according to Education Level as explained in the table showing that employees dominated by undergraduate education level at 76.6%. 
d. Characteristics of respondents based on length of work Characteristics of length of service There are a number of groups that are:

	
Table 4.4 Length of Working

	Length of working

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	5-10 yrs
	11
	17.2
	17.2
	17.2

	
	11-20 yrs
	44
	68.8
	68.8
	85.9

	
	21-30 yrs
	9
	14.1
	14.1
	100.0

	
	Total
	64
	100.0
	100.0
	


Source: SPSS data processing results, 2024


Table 4.4 shows that working employees​ for 5 – 10 years amounted to 11 people or 17.2%, 11–20 years amounted to 44 or 68.8 %, and employees who worked for 21–30 years amounted to 9 or 14.1%. Composition This describes that it takes a long time to work employee at the district religious Ministry Gowa 11 – 20 years amounting to 68.8%, which is a relatively long period of time to experience decent work and still​ have tenure​ For added knowledge. Description of research data. Based on the results research has been done against 64 respondents in the office district ministry of religion Gowa through spread questionnaire range score as in the attachment. 
e. Description variable development career   Variables in development career in research this, measured through 4 divided indicators into 8 statements. Results of answer variable development career in the district ministry of religion Gowa are explained in the table as follows:


Table 4.5 Responses respondents about Development career
	No
	Statement
	
	
	
	Score
	
	
	Mean

	
	
	SS
	S
	K.S
	T.S
	STS
	Amount
	

	1
	X.1
	16
	48
	-
	-
	-
	64
	4.25

	2
	X.2
	19
	45
	-
	-
	-
	64
	4.30

	3
	X.3
	18
	46
	-
	-
	-
	64
	4.28

	4
	X.4
	15
	48
	1
	-
	-
	64
	4.22

	5
	X.5
	12
	50
	1
	-
	-
	64
	4.23

	6
	X.6
	18
	46
	-
	-
	-
	64
	4.28

	7
	X.7
	13
	51
	-
	-
	-
	64
	4.20

	8
	X.8
	22
	42
	-
	-
	-
	64
	4.34


Source: SPSS data processing results, 2024


f. Description variable performance employee. Variable performance employees in research This be measured through 4 divided indicators to be 8 statements. The result of answer variable performance employees explained in the following table:






Table 4.6 Responses respondents about the performance of the employee
	No
	Statement
	Score
	Amount
	Mean

	
	
	SS
	S
	K.S
	T.S
	STS
	
	

	1
	Y.1
	11
	52
	1
	-
	-
	64
	4.16

	2
	Y.2
	12
	51
	1
	-
	-
	64
	4.17

	3
	Y.3
	11
	51
	2
	-
	-
	64
	4.14

	4
	Y.4
	15
	49
	-
	-
	-
	64
	4.23

	5
	Y.5
	18
	45
	1
	-
	-
	64
	4.27

	6
	Y.6
	19
	45
	-
	-
	-
	64
	4.30

	7
	Y.7
	30
	34
	-
	-
	-
	64
	4.47

	8
	Y.8
	30
	34
	-
	-
	-
	64
	4.47


Source : SPSS data processing results, 2024         
[bookmark: _Toc159887989]      
Data analysis was carried out to the data collected from results questionnaire 64 respondents Then processed with SPSS consisting from recapitulation of initial data questionnaire, recapitulation of scale data Likert, validity test and reliability test, assumption test classic, and simple linear regression tests.  Validity test. According to Arikunto (2006), in criteria testing validity, if r count > table (on sig rate. 0.05) then the instrument is declared valid. If r count < r table (on sig level 0.05) then the instrument stated no valid. More can seen in the following table: Development career 


Table 4.7 Results testing validity development career (X)
	[bookmark: _Hlk159578399]No
	Statement
	r count
	r table
	Information

	1
	X.1
	0.556
	0.2075
	Valid

	2
	X.2
	0.443
	0.2075
	Valid

	3
	X.3
	0.472
	0.2075
	Valid

	4
	X.4
	0.461
	0.2075
	Valid

	5
	X.5
	0.481
	0.2075
	Valid

	6
	X.6
	0.453
	0.2075
	Valid

	7
	X.7
	0.364
	0.2075
	Valid

	8
	X.8
	0.532
	0.2075
	Valid


[bookmark: _Hlk159422056]Source: SPSS data processing results, 2024


Table 4.7 shows all instruments are valid for  use as an instrument or statement For measuring variable development researched careers.​ Employee Performance


Table 4.8 Test results validity performance employee (Y)
	No
	Statement
	r count
	r table
	Information

	1
	Y.1
	0.503
	0.2075
	Valid

	2
	Y.2
	0.710
	0.2075
	Valid

	3
	Y.3
	0.715
	0.2075
	Valid

	4
	Y.4
	0.531
	0.2075
	Valid

	5
	Y.5
	0.588
	0.2075
	Valid

	6
	Y.6
	0.670
	0.2075
	Valid

	7
	Y.7
	0.493
	0.2075
	Valid

	8
	Y.8
	0.581
	0.2075
	Valid


Source : SPSS data processing results, 2024


Table 4.8 shows all instruments are valid for used as an instrument or statement For measure Employee Performance variables studied .​ Reliability Test Reliability test is a test to measure a questionnaire which is an indicator of a variable. A questionnaire is said to be reliable or reliable if the answer statements are consistent over time. Measurement reliability in study This with method One Shot or very measurement just. Here​ measurement only once and then the results are compared with other statements or measure reliability with the Cronbach's Alpha statistical test. Something a variable is said to be valid if Cronbach's Alpha > 0.6, Ghozali (2005). Test result reliability for each variable summarized in the table following This :


Table 4.9 Test results reliability
	Variable
	Cronbach's Alpha
	N of Items

	Development Career (x)
	0.683
	8

	Employee Performance (Y)
	0.740
	8


Source : SPSS data processing results, 2024 
 

Reliability test results show that all variavel stated realistic Because has pass limit coefficient reality so that For Next are the items for each concept variable the worthy used as tool measure. Test Assumptions classic Normality test. Test this aim For test For what is the regression model residual (nuisance) variables have normal distribution. Shaping a diagonal straight line, and plotting the residual data will compared to with its diagonal line if Normal data distribution means the line depicts the actual data following the normal line (Ghozali , 2015).         
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Figure 2.3 Normality Test
Based on Figure 2.3, it can be seen that the data image actually follows the normal line, so it can be concluded that the regression model has a normal distribution. 
Test Heteroscedasticity
[image: ]
 
Source: SPSS data processing results, 2024
Figure 2.4, heteroscedasticity test
Results above, it is known that there is a clear pattern, and the points are spread above and below the number 0 and above the number 0, so it can be concluded that heteroscedasticity does not occur . Simple Regression Analysis 


Table 4.10
	[bookmark: _Hlk159579087]Variables Entered/ Removed a

	Model
	Variables Entered
	Variables Removed
	Method

	1
	Development Career b
	.
	Enter

	a. Dependent Variable: Employee Performance

	b. All requested variables entered.


Source: SPSS data processing results, 2024


         Based on table 4.10, the first part of the output (Variables Entered/Removed): the table above explains the variables entered and the method used. In this case the variables included are the career development variable as the independent variable and employee performance as the dependent variable and the method used is the enter method.



Table 4.11 t test results
Coefficientsᵃ
	[bookmark: _Hlk159579153]Coefficients a

	Model
	Unstandardized Coefficients
	Standardized Coefficients
	Q
	Sig.

	
	B
	Std. Error
	Beta
	
	

	1
	(Constant)
	19,795
	4,949
	
	4,000
	,000

	
	Development Career
	,422
	,145
	,347
	2,915
	,005

	a. Dependent Variable: Employee Performance



Source: SPSS data processing results, 2024


      Based on 4.10 second part output (Coeffcients): it is known that the constant value (a) is 19,795 while the career development value (b) / regression coefficient is 0.422 so the regression equation can be written: Y= a+Bx Y= 19.795 + 0.422X . The equation can be translated: 
a. The constant a of 19,795 means that if the value of the variable X career development is considered constant or equal to 0 then the consistent employee performance variable is 19,795. 
b. The regression coefficient X 0.422 is positive, so it can be said that the direction of influence of career development on employee performance is positive. The higher the level of career development, the higher the employee's performance will be. Decision Making in simple regression test:
c. Based on the significance value from the coefficients table, a significance value of 0.005 <0.05 is obtained, so it can be concluded that the career development variable has a significant effect on the employee performance variable. 
d. Based on the t value: it is known that the calculated t is 2.915 > from the t table 1.999 so it can be concluded that the career development variable has a positive effect on employee performance. How to find t table:
T table = (a/2; n – k -1)
            = (0.05:2;64 – 1 – 1)
            = 0.025; 62
             = 1,999
 Hypothesis Testing. Partial t Test (t Test). The partial t test basically shows how far the influence of individual career development variables is in explaining employee performance variables (Ghozali, 2018). The t test results of each variable are as follows:
According to Ghozali 2018, the partial test criteria (t test) are: If the Sig value <0.05 or the calculated value> t table then there is an influence of variable X on Y. If the sig value> 0.05 or the calculated t value < than t table then there is no influence of variable X on Y. How to calculate t table. Formula; t = [(a; (df = n-k)] Where a = the level of significance = The number of samples k = the number of variables so it is known: n = 64 k = 2 a = 5% (0.05) Then: t = [ 5% (df = 64 - 2)]t = 0.05;62) Ja in the value of t table is 1.671 Based on table 4. 11 it can be concluded that the sig value is 0.005 <0.05, the calculated t value is 2. 915> from the t table value of 1, 671, which means that the career development variable has a positive and significant effect on employee performance. Analysis of the coefficient of determination (r 2). Sugiyono 2018, states that the coefficient of correlation determination is used to determine how much the influence of the independent variable can explain the dependent variable. The coloration coefficient value for career development variables can be shown in the following table. Translated with DeepL.com (free version)

Table 4.12 Results of Analysis of the Coefficient of Determination
	Model Summaryb

	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.347 a
	.121
	.106
	2.05031

	a. Predictors: (Constant),
b. Development Career


Source: SPSS data processing results, 2024

According to Hair, Black, Babin, Anderson, and Tatham (2010), the R Square value is categorized as: Strong if more than 0.67,Moderate if it is more than 0.33 but lower than 0.67, Weak if more than 0.19 but not lower than 0.33.Based on table 4.12, the R Square value is 0.121, which means that the influence of career development on employee performance at the Gowa Regency Ministry of Religion is 0.121, which is in the weak category because it is smaller than 0.19. The figure 0.121 shows that career development is able to explain 12.1% of employee performance and the remainder (100% - 12.1% = 88%) is influenced by other variables. 
Discussion Based on the results of statistical testing, it can be seen that the independent variable, namely career development, has an influence on the performance of the Gowa Regency Ministry of Religion office. An explanation of these variables is as follows: The influence of career development on the performance of Gowa Regency Ministry of Religion employees. Based on the results of the career development t-test, it shows that the sig value is 0.005 < 0.05, the calculated t value is 2.915 > the t table value, namely 1.671, meaning that the career development variable has a positive and significant effect on employee performance. 
This explains that there is an influence between Career Development on Employee Performance at the Ministry of Religion, Gowa Regency, where career development is a formal approach taken by the organization to ensure that people in the organization have the appropriate qualifications, abilities and experience when needed. Therefore, organizations need to manage careers and develop well so that employee productivity is maintained and able to encourage employees to always do their best and avoid work frustration which is related to a decline in organizational performance.

3.2 Discussion Of Research
The assessment of the effectiveness in managing the allocation of village funds in Sinjai Regency is exemplified through the utilization of the effectiveness ratio, a metric that gauges the proficiency of the Village Government in handling these funds. This ratio is derived by comparing the actual expenditures with the predetermined expenditure targets, as delineated in Table 4.3.
The table indicates that the government consistently achieved high effectiveness in managing village funds, particularly in the development sector, with the highest score of 98.26% in 2018. Despite consecutive declines in 2019 and 2020, with percentages of 95.50% and 95.33%, respectively, the effectiveness rebounded in 2021 to 95.42%, reaching its pinnacle in 2022 with a value of 98.41%. A more comprehensive breakdown of the effectiveness of village fund management during the 2018-2022 period is expounded based on specific criteria. In 2018, the effectiveness presentation reached 98.26%, indicating an efficient category, as the spending target of IDR 1,763,526,464.44 was realized at IDR 1,732,973,446.00.
In 2019, the effectiveness presentation was 95.50%, within the effective category, with the spending target of IDR 1,981,247,945.34 realized at IDR 1,892,176,763.00. In 2020, the effectiveness presentation reached 95.33%, categorized as effective, with the spending target of IDR 1,952,035,046.83 realized at IDR 1,860,991,090.00. In 2021, the effectiveness presentation was 95.42%, falling under the effective category, as the spending target of IDR 2,264,809,828.83 was realized at IDR 2,161,247,308.00. Finally, in 2022, the effectiveness level reached 98.41%, categorized as effective, with the spending target of IDR 1,902,359,081.83 realized at IDR 1,872,212,181.92.
Despite fluctuations, the average effectiveness of village fund management from 2018-2022 remains relatively high, with an effectiveness ratio reaching 96.58%. This affirms that the government has been effective in managing village finances, aligning with its defined objectives. In conclusion, the research findings affirm that the management of village fund allocations in Sinjai Regency has been consistently effective during the 2018-2022 period. The hope is that this effectiveness will continue to ascend, providing optimal benefits for the village community in terms of infrastructure development and public services.

[bookmark: _bookmark40]5. Closing
5.1 Conclusion
Based on the results of research conducted at the data collection, data management, and data analysis stages regarding the influence of career development on the performance of Gowa Regency Ministry of Religion employees. It can be concluded that career development has a positive and significant effect on the performance of Gowa Regency Ministry of Religion employees. 

5.2 Suggestions 
a. Employees are expected to participate in training activities more often and increase their potential, competence, and performance so that this can have an impact on increasing work performance.
b. For future researchers, it is recommended to conduct research with other material coverage based on career development and employee performance which researchers conducted on the performance of employees of the Gowa Regency Ministry of Religion.
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