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The Effect Of Human Relations And Autonomy On
Employee Employability
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Abstract: Employability is an essential component of the organization. Therefore, organizations need to pay attention to factors that can improve
employability. This study aimed to examine the effect of human relations and autonomy on employee employability. The participants of this study were
employees at the University of X Yogyakarta, with a total of 49 employees. The sampling technique used was simple random sampling technique. Data
collection was conducted by using human relations scale, autonomy scale, and employability scale. Data analysis was conducted using multiple linear
regression techniques. The results showed that 1) there was a very significant effect between human relations and autonomy simultaneously on
employability with p =.000 (p <.01), 2) there was a very significant effect of human relations on employability with p =.003 (p <.01), 3) there was a very
significant effect of autonomy on employability with p =.001 (p <.01). Simultaneously, human relations and autonomy contributed 40.8% to employability.
Autonomy contributed more dominantly to employability (22.2%) than human relations to employability (18.6%). Therefore, the employability of

employees can be predicted based on human relations and autonomy.

Index Terms: Attention, Autonomy, Employee, Employability, Human Relation, Organization, Univesity

1. INTRODUCTION

Employability skills are essential for every individual in
educational institutions, companies, and organizations. This
statement is in line with Jameson [1] which emphasized the
importance of developing and improving employability. Some
experts believe that employability can affect individuals to
better manage their careers [2], [3]. Thus, the work and career
continuity of employees can work well if employees have
employability. Employability can improve the ability of
teamwork, communication, self-management, analysis, and
critical thinking [4]. Low employability level has an impact on
low self-esteem, effort, and willingness to enter the workforce
[5]. Individuals with low employability tend to have more
difficulties to enter the workforce regarding the expected
career [6]. Also, the increase in unemployment is due to the
low employability of individuals [7]. Other impacts caused by
low employability are inadequate decision making, conflict,
inappropriate leadership, low meta-cognitive skills, ineffective
performance, low social responsibility, and pessimism [8].
Employability is defined as a form of skills of special abilities
that allow employees to identify and be aware of career
opportunities [9]. Employability is an individual's perception of
his/her ability to stay or find another job according to his/her
interests or desires [10]. Employees who have high
employability no longer depend on one company to continue
working but depend on their ability to work [11]. Employability
can change employee perceptions of situations that threaten
the continuity of their work to be challenging situations that
must be faced [12], [11], [13]. Employability refers to skills,
knowledge, and competencies that enhance the ability of
individuals in work [14].Fugate, Kinicki, and Ashforth [15]
provide the concept of employability dimensions. These
dimensions consist of career identity, personal adaptability,
and social and human capital. 1). Career identity, career
identity is a construction of role identity, job identity, and
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organizational identity that refers to how employees work in a
particular work context. In the context of work feasibility, career
identity includes goals, expectations, and concerns;
personality traits; values, beliefs, and norms. 2). Personal
adaptability is the ability of individuals to change personal
factors of themselves as employees so that they can adapt to
the demands of the workplace. The skills contained in this
ability consist of several skills, namely: optimism in adapting,
tendency to learn, openness, self-control, and self-efficacy. 3).
Social and human capital, the ability of individuals to identify
and recognize employment opportunities, are strongly
influenced by social and human capital. Social and human
capital are good intentions inherent in social networks.
Individuals with social and human capital seek career
opportunities by utilizing social and more formal networks.
Social and human capital includes internship experience,
training experience, emotional intelligence, and knowledge.
Human relations have a significant impact on the formation of
employability [16]. In addition, human relations are also
beneficial to improve employability and career progress [17].
Individuals with excellent human relations skills understand
what knowledge organizations need, such as communication
skills and cognitive strategies to operate harmoniously and
productively in organizations [18]. Individuals can develop
themselves, remain competitive, skilled if they have excellent
human relations skills [19].

Human relations are related to the way individuals anticipate,
prevent, or resolve conflicts between social groups [20].
Human relations is the interaction between individuals and
other people both in work situations or in employment
organizations [21]. Human relation is a relationship that
involves identifying all interactions of human behavior and
social behavior in an organization [22]. Human relations is the
interaction between individuals in society emerged because of
a bond that connects individuals with society in organizations
[23]. Another factor that can influence employability is
employee autonomy at work. Work autonomy is identified as
the quality most often sought by employers in prospective
employees because autonomy is the leading quality that can
affect employability [24]. Autonomy is considered as a factor
that helps individuals to enter the workforce [25]. Individuals
with autonomy are seen as having better employability in
terms of attitudes, motivation, skills, and knowledge [26]. Also,
some employers consider that individuals with autonomy tend
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to have more employabilty and can adapt to new
environments [27]. Autonomy is defined as the belief that
individuals must be independent of other people, especially
regarding their ability to work [28]. Autonomy is an individual
belief in his/her ability to solve problems and respond to stress
effectively [29]. Autonomy refers to the ability of individuals to
think and act without help or the influence of others and the
ability to decide what should be done [30]. Autonomy is the
ability of individuals to face life's challenges and has the
creativity to benefit themselves and others or their
environment [15]. Based on the explanation above the
influence of human relations and autonomy on employability
for employees can be described in the chart below:

Human relation
¢ The need to cooperation
¢ Mental readiness
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analysis on the human relations scale obtained the results of
the reliability coefficient (a) of .900 with the corrected item-total
correlation range moving from .587 to .815. The results of the
trial analysis on the autonomy scale obtained the reliability
coefficient (a) of .869 with the corrected item-total correlation
range moving from .382 to .668.

2.4 Data Analysis

The data analysis method used was parametric statistics
method. Data analysis was performed using IBM SPSS
Statistics 21.0, through multiple regression technique, a
statistical analysis technique to determine the effect of human
relations and autonomy on employability. Before testing the
hypothesis, assumption tests were carried out, they are
normality test, linearity test, and multicollinearity test.

3 RESULT AND ANALYSIS

* Emlftlor;zl Cokmml p Employability 3.1 Assumption Test
e (Cultural backgroun o Career
* Identity 3.1.1 Normality Test
Autonomy * Personal The result of the normality test can be seen in table 1.
e Emotional autonomy adaptability
* Behavioral autonomy e Social and
« Value autonomy human capital 5 TABLE 1 s
NORMALITY TEST
K-Sz
Variable Score Sig. Annotation
. . . . Employabili .809 .530 Normal
This study aimed to examine the effect of human relations and ployabilly
autonomy on employability of employees at the University of X, b0 iation 1.070 202 Normal
Yogyakarta.
Autonomy .847 470 Normal

2 RESEARCH METHOD

2.1 Population and Sample

The population in this study was all employees at University X
in Yogyakarta, Indonesia. The samples in this study were
employees at the University of X Yogyakarta, 49 people in
total. The selection of research participants was randomized
using the simple random sampling technique.

2.2 Instrumen

The method of data collection in this study was using scales,
they were employability scale, human relations scale, and
autonomy scale. The employability scale was based on the
dimensions of employability according to Fugate, Kinicki and
Ashforth [32], namely: career identity, personal adaptability,
social and human capital. The human relations scale was used
to measure human relations aspects according to Rakhmad
[33], namely the need for cooperation, mental readiness,
emotional control and cultural background. The autonomy
scale was constructed based on aspects of autonomy
according to Steinberg [34], namely: emotional autonomy,
behavioral autonomy and value autonomy. All of the scales
mentioned above used Likert scales.

2.3 Instrument Validity and Reliability

The scale was given to 30 employees at the University of X in
Yogyakarta, Indonesia for trial. The results of the trial analysis
on the employability scale obtained the results of the reliability
coefficient (a) of .821 with the corrected item-total correlation
range moving from .289 to .510. The results of the trial

Source: Research Result, 2019 (processed data)

Based on the results of the normality test shown in table 1, it is
known that the significance value of the employability, human
relations, and autonomy variable are .530, .202, and .470
respectively (p >.05), indicating that each data are normally
distributed. In other words, it can be concluded that each
variable has a normal data distribution.

3.1.2 Linearity Test
The result of the linearity test can be seen in table 2.

TABLE 2
LINEARITY TEST
Variable F Linearity Sig. Threshold Annotation
Human 20.129 .000 P<.05 Linear
Relations
Autonomy 24.119 .000 P<.05 Linear

Source: Research Result, 2019 (processed data)

Based on the linearity test results shown in table 2, human
relations to employability obtained F linearity of 20.129 with a
significance level (p) of .000 and autonomy to performance
obtained F linearity of 24.119 with a significance level (p) of
.000. This indicates linearity or the presence of a straight line
that connects human relation with employability, as well as
autonomy with employability.
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3.1.3 Multicollinearility Test
The result of multicollinearity test can be seen in table 3.

TABLE 3
MULTICOLLINEARITY TEST

Variable Tolerance VIF Annotation
Human 907
relation 1.103 No multicollinearity
Autonomy .907 1.103 No multicollinearity

Source: Research Result, 2019 (processed data)

Based on table 3, it is shown that human relations and
autonomy have VIF values = 1.103 (VIF <10) and tolerance
.907 (tolerance>. 1). Thus, there is no multicollinearity
between human relations and autonomy.

3.1.4 Regression Analysis
The result of regression analysis can be seen in table 4.

TABLE 4
PARTIAL ANALYSIS

Variable Partial Sig Threshold Annotation
Human 418 .003 P <.01 Very
relation on Significant
employability effect
Autonomy on .460 .001 P <01 Very
employability significant

effect

Source: Research Result, 2019 (processed data)

Based on table 4, it can be seen that the relationship between
human relations and employability is obtained by partial value
= .418 with a significance level of p = .003 (p <.01) which
means that there is a very significant effect of human relations
on employability. The effect of autonomy on employability can
be seen from partial value = .460 with a significance level of p
= .001 (p <.01) which means that there is a very significant
effect of autonomy on employability.

TABLE 5
SIMULTANEOUS ANALYSIS
Variable F R Sig. Thresh  Annotation
Squar old

e
Human 15.876  .408 P= P <01 Very
Relations and .000 significant
Autonomy on effect

Employability

Source: Research Result, 2019 (processed data)

Based on the result of multiple linear regression analysis in
table 5, human relations and autonomy simultaneously
contribute to the employability of employees at the University
of X Yogyakarta. These results indicate that the first
hypothesis was accepted, namely that employability can be
predicted based on human relations and autonomy.
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Simultaneously, the two independent variables contributed
40.8% to employability so that other factors could influence the
remaining 59.2%. Other factors that affect employability
include soft-skill, problem-solving skill, internship experience,
exceptional skill, and learning achievement [35]. Human
relations contributed 18.6%, and autonomy contributed 22.2%
to employability. Thus, autonomy provides a more dominant
contribution than the contribution of human relations to
employability. Work autonomy is indicated by a change in the
attachment of emotional relationships between employees and
others. It is also shown by the ability of employees not to
depend on emotional support from employers or colleagues.
Autonomous employees are not dependent on others and can
rely on their abilities at work. Also, employees could make
choices and decisions independently at work. Behavioral
autonomy includes the ability to ask for the opinions of others
if needed as a basis for developing choices, weighing various
choices that exist, and ultimately being able to conclude an
accountable decision. Employees have confidence in their
value, so they can think according to their own beliefs and
values, and behave according to their own beliefs and values.

The results of the analysis showed that the second hypothesis
was accepted, which means there was an influence of human
relations on employability of employees at the University of X
Yogyakarta. This result is in line with the findings of previous
research, which also found that human relations were able to
play a role in supporting employability [36]. Individuals with
excellent human relations tend to be more confident and have
extensive knowledge to continue successfully in organizational
culture [18]. Furthermore, individuals with human relations can
bring new information that can enhance interpersonal relations
to improve employability [19]. Employees who are at work can
work well with their colleagues and superiors so that a strong
social network will be created between fellow employees and
superiors so that the real opportunities in a career are more
significant to be obtained. Cooperation with fellow employees
and superiors in various forms of work will also have an impact
on increasing employee experience, training experience, and
employee knowledge. Also, employee mental readiness in
work and emotional control need to be continuously developed
by employees as a way to adapt to the demands of substantial
and varied work and an ever-changing work environment. The
third proposed hypothesis was also accepted, namely that
there is a significant effect of autonomy on the employability of
employees. The results of these studies are in line with
previous studies showing that autonomy is one of the most
influential factors that can predict employability [37]. One effort
that can be done to improve the employability of individuals is
by exercising their independence, in addition to autonomy,
they can shape the character of manners, tolerance, and self-
control [38]. Autonomy is considered as the attribute that is
most likely desired by employers because autonomy can build
work ethics and individual teamwork that will later affect
employability levels [24]. Employee autonomy is shown by
employees having the ability to make their own decisions
when faced with specific jobs and dare to carry out those
decisions with various consequences. In addition, employees
can adjust to changes in relationships with coworkers and
superiors, do not depend entirely on coworkers and superiors
at work, and get used to being able to work independently in
completing their work. Thus, autonomous employees will
quickly adapt to their work and work environment and be able
to identify their own ability to excel in their career. The
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implications of this study can provide insight and awareness to
employees and organizations in carrying out their work. This
research showed that human relations and autonomy have a
sizeable positive impact on employee employability. The
organization is expected to create a productive work
environment and build good communication relations between
employees so that good human relations can be created.
Employees who have good human relations will be able to
work well with their colleagues and superiors. This shows that
human relations play a role in supporting the low level of
employability. Organizations must also be able to be realistic in
providing training and direction in building employee
autonomy. This is because autonomy is considered as the
most likely attribute to be desired by employers because
autonomy can build work ethics and individual teamwork,
which will affect employability. The limitation in this study lies
in the small number of samples, it is expected that in
subsequent studies, increasing the number of samples and
the study population. The next researcher is expected to add
or use other variables besides human relations and works
independence, so they can know the effect of other variables.

4 CONCLUSION

The conclusion in this study is that there is a very significant
effect between human relations and autonomy simultaneously
on employability, there is a very significant effect of human
relations on employability, and there is a very significant effect
of autonomy on employability. Simultaneously, human
relations and autonomy contributed 40.8% to employability.
Autonomy contributed more dominantly to employability
(22.2%) than human relations to employability (18.6%).
Therefore, employability could be predicted based on human
relations and autonomy.

ACKNOWLEDGMENT

The author would like to thank the Institute of Research and
Community Service (LPPM) of Universitas Ahmad Dahlan
Yogyakarta for providing research funds so that this research
could be carried out and resolve smoothly.

REFERENCES

[1] S. M. Jameson, “A Case Study of International Hospitality
Students Development of Employability Skills,“ Tourism
and Hospitality Research, pp. 57-59

[2] N. Hess, D. M. Jepsen and N. Dries, “Career and
Employer Change in the Age of the ‘Boundaryless’
Career,” Journal of Vocational Behavior, vol. 81, no. 2, pp.
280-288, 2012, https://doi.org/10.1016/j.jvb.2011.10.009.

[8] S. McArdle, L. Waters, J. P Briscoe and D. T. Hall,
“Employability During Unemployment: Adaptability, Career
Identity and Human and Social Capital,” Journal of
Vocational Behavior, vol. 71, no. 2, pp. 247-264, 2007,
https://doi.org/10.1016/j.jvb.2007.06.003.

[4] K. Lowden, S. Hall, D. Elliot and J. Lewin, Employers’
Perceptions of the Employability Skills of New Graduates.
London.: Edge Foundation, 2011.

[5] R. Benabou, and J. Tirole, “Self-Confidence and Personal
Motivation,” The Quarterly Journal of Economics, vol. 117,
no. 3, pp. 871-915, 2002,
https://doi.org/10.1162/003355302760193913.

[6] M. Yorke and P. Knight, “Evidence-Informed Pedagogy
and The Enhancement of Student Employability,”

ISSN 2277-8616

Teaching in Higher Education, vol.12, no.2, pp.157-170,
2007, https://doi.org/10.1080/13562510701191877.

[71 P. Ronnas and L. Shamchiyeva, Employment Diagnostic
Analysis: Maluku, Indonesia. Geneva.: International
Labour Organization, 2011.

[8] D.Jackson and E. Chapman, “Non-Technical Skill Gaps in
Australian Business Graduates,” Education + Training,
vol. 54, no. 2/3, pp. 95-113, 2012,
https://doi.org/10.1108/00400911211210224.

[9] M. Fugate and B. E. Ashforth, “Employability: The
Construct, Its Dimensions, and Applications,” Academy of
Management Proceedings, vol. 1, pp. 1-6, 2003,
https://doi.org/10.5465/ambpp.2003.13792496.

[10] Rothwell and J. Arnold, "Self-Perceived Employability:
Development and Validation of a Scale,” Personnel
Review, vol.36, no.1, pp. 23-41, 2005,
https://doi.org/10.1108/00483480710716704.

[11]1. Silla, N. De Cuyper, F.J. Gracia, J.M. Peiro and H. De
Witte, “Job Insecurity and Well-Being: Moderation by
Employability,” Journal Happiness Studies, vol.10, pp.
739-751, 2009.

[12]N. De Cuyper, C. Bernhard-Oettel, E. Berntson, H. De
Witte, and B. Alarco, “Employability and Employees' Well-
Being: Mediation by Job Insecurity,” Applied Psychology:
An International Review, vol. 57, no. 3, pp. 488-509,
2008.

[L3]N. De Cuyper, H. De Witte, and G. Notalaers, “Job
Insecurity and Employability in Fixed-Term Contractor,
Agency Workers, and Permanent Workers: Association
with Job Satisfaction and Affective Organizational
Commitment,” Journal of Occupational Health
Psychology, vol. 14, pp. 193-205, 2009.

[14] L. Brewer, Enhancing Youth Employability: What? Why?
and How? Guide to Core Workskills. Geneva: International
Labour Organization, 2013

[15]M. Fugate, A. J. Kinicki, and B. E. Ashforth,
“Employability: A psycho-social construct, its dimensions,
and applications,” Journal of Vocational behavior, vol. 65,
no. 1, pp. 14-38, 2004,
https://doi.org/10.1016/j.jvb.2003.10.005

[16]W. Bao and W. Liu, “An Empirical Study on the Formation
Mechanism of Employability of Graduates,” Educational
Development Research, vol.l, pp. 48-55,n2016,
https://doi.org/10.14121/j.cnki.1008-3855.2016.01.010.

[17]M.K. Feeney and B. Bozseman, “Mentoring and Network
Ties,” Human Relations, vol.61, no.12, pp. 1651-1676,
2008, https://doi.org/10.1177/0018726708098081.

[18] Thomas, C. Piquette and D. McMaster, "English
Communication Skills for Employability: The perspectives
of Employers in Bahrain," Learning and Teaching in
Higher Education: Gulf, vol.13, no.1, pp. 1-17, 2016.

[19] A. Mahreen, Y. Hui and Z.Ali, “A Social Network Theory
Perspective on How Social Ties Influence Perceived
Employability and Job Insecurity: Evidence From School
Teachers,” Social Network Analysis and Mining, vol.9,
no.25, pp. 1-17, 2019, https://doi.org/10.1007/s13278-019-
0572-z.

[20]E.O. Ezenweke and L.K. Nwadialor, “Understanding
Human Relations in African Traditional Religious Context
in the Face of Globalization: Nigerian perspectives,”
American International Journal of Contemporary
Research, vol.3, no.2, pp. 61-70, 2013.

2506

IJSTR©2019
www.ijstr.org



INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY RESEARCH VOLUME 8, ISSUE 11, NOVEMBER 2019

[21] J.W. Newstrom and K. Davis, Organizational Behavior:
Human Behavior at Work. New Delhi.: McGraw Hill, 2015.

[22]N. Shahmohammadi, “The Relationship Between
Management Style with Human Relations and Job
Satisfaction Among Guidance Schools Principals in
District 3 of karaj,” Procedia-Social and Behavioral
Sciences, vol.205, pp .247-253, 2015,
https://doi.org/10.1016/j.sbspro.2015.09.069.

[23] K. Parhizkari, Human Relations in Management.: Bastan
Printing, Eshraghi Publication, 2008

[24]R. Nash, P. Stansbie and F. Bruce, “An Exploratory
Investigation Into the Effects Backpacker Travel Can Have
on Graduates'future Employability”, International Journal
of Art & Sciences, vol. 4, no. 25, pp. 91-100, 2011.

[25] A. Giddens, Sociology. Cambridge.: Polity Press, 2003.

[26] J. McNeill, “Employability Pathways and Perceptions of
‘Work’Amongst Single Homeless and vulnerably Housed
People,” Social Policy and Society, vol. 10, no. 4, pp. 571-
580, 2011, https://doi.org/10.1017/S1474746411000315.

[27] D. Lees, Graduate Employability-Literature Review. York.:
LTSN Generic Centre, 2002.

[28]J. C. Edward, K. G. Rush, W. Mckinley, and G. Moon,
“Business ldeologies and Perceived Breach of Contract
During Downsizing: The Role of the Ideology of Employee
Self-Reliance,” Journal of Organizational Behavior, vol.
24, no. 1, pp. 1-23, 2003, https://doi.org/10.1002/job.177.

[29]C.R. Reynolds, R.W. Kamphaus and K.J Vannest,
Behavior Assessment System For Children.,New York.:
Springer, 2011.

[30]1. Kim and M. Isma’il, “Self-reliance: Key to Sustainable
Rural Development in Nigeria,” ARPN Journal of Science
and Technology, vol. 3, no. 6, pp. 585-591, 2013.

[31]S. Hornby, Oxford Advanced Learner's Dictionary.
Oxford.: Oxford University Press, 2017

[32] J. Rakhmad, Communication Psychology (In Indonesia).,
Bandung.: Remaja Rosdakarya. 1999.

[33] L. Steinberg, Adolescence.Boston.: Mcgraw-Hill. 2016.

[34] D.J. Finch, K.L. Hamilton, R. Baldwin and M. Zehner,” An
Exploratory Study of Factors Affecting Undergraduate
Employability,” Education + Training, vol.55, no.7, pp.
681-704.2013, https://doi.org/10.1108/ET-07-2012-0077.

[35] Y. Chen, “Graduate employability: the perspective of
social network learning,” Journal of Mathematics Science
and Technology Education, vol.13, no.6, pp.2567-2580.
2017, https://doi.org/10.12973/eurasia.2017.01241a.

[36]Y. Jang, Y. H. Wang and J. D. Wang, "Return to Work
after Spinal Cord Injury in Taiwan: The Contribution of
Functional Independence,” Archives of Physical Medicine
rehabilitation. Vol. 86, no. 4, pp. 681-686, 2005,
https://doi.org/10.1016/j.apmr.2004.10.025.

[37]J. Ee and K. Soh, “Teacher Perceptions on What a
Functional Curriculum Should Be for Children with Special
Needs,” The International Journal of Special Education,
vol. 20, no. 2, pp. 6-18, 2005.

IJSTR©2019
www.ijstr.org

ISSN 2277-8616

2507



