
ISMoPHS 2020
The 2nd International Scientific Meeting on Public Health and Sports
(ISMoPHS 2020)
Volume 2021

Conference Paper

Analysis of Human Resources Performance
Evaluation Instrument at X Health Centre in
Malang
Indah Nur Putri Pratiwi1, Sendhi Tristanti Puspitasari1, and Roesdiyanto2

1Department of Public Health, Faculty of Sport Science, Universitas Negeri Malang, Malang, East
Java, Indonesia
2Faculty of Sport Science, Universitas Negeri Malang, Malang, East Java, Indonesia

ORCID:
Sendhi Tristanti Puspitasari: https://orcid.org/0000-0003-1568-9384

Abstract
X Health Centre is one of the health centres located in the Sukun sub-district of Malang,
with a working area covering four villages. As a healthcare facility, X Health Centre is
expected to continuously improve the quality of its services and performance. However,
over a period of three years, from 2016 to 2018, the performance and the level of
community satisfaction of X Health Centre has downgraded. The overall performance
of the health centre depends on the total value of its employee performance. The
employee performance can be determined by evaluating individual performance
using performance evaluation instruments. Thus, the purpose of this study was to
analyse the instrument for evaluating the performance of the employees of X Health
Centre in Malang. This qualitative descriptive study used a case study design and a
cross-sectional approach. The samples in this study were selected through purposive
sampling techniques. Based on the results of the study, it was observed that the
instrument for evaluating the performance of the employees of X Health Centre does
not meet the requirements stated in the Government Regulation of the Republic of
Indonesia Number 30 of 2019 about the Performance Evaluation of Civil Servants.

Keywords: health centre, employee performance evaluation, employee performance
evaluation instruments

1. Introduction

Malang City has an area of 110.06 km2 which is distributed into five sub-districts namely
Kedungkandang, Sukun, Klojen, Blimbing, and Lowokwaru. Sukun Sub-district is the
second largest district in Malang City and has a population of 194,321 inhabitants.
Sukun Sub-district has three health centres as the health service facilities namely, Janti
Health Centre, Cipto Mulyo Health Centre, and X Health Centre [1]. X Health Centre has
four work areas with the highest population growth rate in the Mulyorejo Urban Village,
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so X Health Centre has a higher workload compared to the other two health centres in
Sukun Sub-district [2].The organization needs to assess its performance to determine
the benchmarks of success [3].

X Health Centre as an organization certainly evaluated its performance. The perfor-
mance evaluation of health centre was carried out by the Malang Public Health Office
so that the performance evaluation of X Health Centre was carried out by the Malang
Public Health Office as stipulated in Malang Mayor Regulation Number 26 of 2016

about Position, Organizational Structure, Duties and Functions and Work Procedures

of the Public Health Office [4]. The results of preliminary studies showed that within a
period of three years, starting in 2016, X Health Centre was able to achieve a Health
Centre Performance Evaluation with a score of 8.01 and then increased to 8.95 in 2017.
However, this value has decreased by 0.65 between 2017 and 2018 to 8.3. Besides, the
decrease in the level of patient’s satisfaction level at X Health Centre also happened
consecutively during the last three years: 82.80%; 81.46%; and 80.50%.

The decline in performance at X Health Centre was a reflection of the decline in
the performance of its human resources or staff. This occurred because the organiza-
tional performance was very dependent on the total performance of employees as the
members of the organization [5]. Health service facilities must improve service quality
through health service quality assurance by evaluating individual performance based
on Individual Performance Indicators [6]. The performance evaluation carried out was
one of the activities of Human Resources Management[HRM] which was conducted
to increase company support and commitment in the organization [7]. The level of
organizational success in assessing its employees would depend on the instruments
used [8]. Based on the background explanation above, this study was conducted to
analyse the instruments of human resources’ performance evaluation at the X Health
Centre in Malang.

2. Material and Method

This research was a descriptive qualitative research with case study design using a
cross-sectional approach. The informant was selected using the purposive sampling
method by considering some criteria. The informant was the employee who performed
performance evaluation or performance evaluation activities, knew the process and
all preparations of human resources’ performance evaluation, had the authority to
supervise and place all work units, and had the authority to carry out the human
resources’ activities.
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In conclusion, the informant chosen in this study was the Head of Administration
at X Health Centre. The information was obtained using interviews about employee
performance indicator and documentation methods including employee performance
regulation at X Health Centre Malang, manual of employee performance evaluation and
employee performance evaluation report for three years ago to support the results of the
interview. Interviews were conducted in a structured manner using interview guidelines.
The results of the information obtained were analysed by using the qualitative method.

3. Results

The performance evaluation of human resources at X Health Center was conducted by
the Head and the Head of Administration of X Health Center. This activity was carried
out routinely once a year, every December 31st. The evaluation was carried out in each
unit of X Health Center, which employed staff entitled State Civil Apparatus. The legal
basis used as a reference for carrying out performance evaluation at X Health Center
was the Government Regulation of the Republic of Indonesia Number 46 of 2011 about

Performance Evaluation of Civil Servants.

The human resource’s performance evaluation at X Health Center was carried out
using instruments in the form of employee performance evaluation forms that referred
to the Government Regulation of the Republic of Indonesia Number 46 of 2011 about

Performance Evaluation of Civil Servants. The performance evaluation instruments
contained two main aspects: employee work goals and work behavior. There were
several indicators used to assess employee work goals, namely:

1. Quantity: X Health Center measured the quantity aspect by comparing the achieve-
ment targets with the results achieved by employees within one year.

2. Quality: the quality aspect was assessed by looking at the quality of the work and
how many mistakes made by the employee.

3. Time: the time aspect was seen by assessing howwell the employee couldmanage
the time provided to achieve the targeted results.

4. Cost: the cost aspect was associated with the budget required in each workload.

5. Attendance: the attendance aspect was not included in the indicators of employee
work goals at X Health Center.

DOI 10.18502/kls.v0i0.8882 Page 218



ISMoPHS 2020

In addition to the aspect of the employee work goals, aspects of work behavior were
also considered for evaluating employee performance. The following indicators were
used to assess the employee work behavior at:

1. Service orientation: X Health Center assessed the service orientation aspect by
observing how well the employees prioritized the professional work beside their
errand.

2. Commitment: X Health Center assessed the commitment aspect by observing how
loyal the employee was to the institution and how obedient they were in running
the assigned regulations.

3. Work initiatives: X Health Center had not yet created a framework for this aspect
for the performance evaluation.

4. Ability: X Health Center assessed the ability aspect by observing the ability of
employees to cooperate with their colleagues and seniors.

5. Motivation: X Health Center had not yet created a framework for this aspect for
the performance evaluation.

6. Career Opportunities: X Health Center had not yet created a framework for this
aspect for the performance evaluation.

7. Leadership: this aspect was applied for structural officials and not used for func-
tional employees.

The employee work goals and work behaviour were assessed by assigning different
weights. X Health Centre set the weighting of the employee work goals at 60% and
the work behaviour at 40%. X Health Centre determined the employee performance
categories as follows: [1] Very Good: 91-100; [2] Good: 76-90; [3] Not bad: 61-75; [4] Poor:
51-60; [5] Very poor: 0-50. The results of the performance evaluation were delivered
to each employee concerned. If the employee concerned felt that the results of the
performance evaluation were not appropriate, then he could defend himself. The results
of the human resources performance evaluation at X Health Centre were served as the
basic reference for the promotion of employee positions and as the evaluation to find
out what needed to be improved.
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4. Discussion

Performance evaluation was one of the activities in performance management as a
series of Human Resource Management [HRM] activities to assess and evaluate indi-
vidual performance [9]. The purpose of the performance evaluation was utilized as a
basis for providing fair feedback [10]. Performance evaluation had a positive relation-
ship with employee performance [11, 12] so every organization needed to improve the
performance evaluation process for employees. The following is a description of the
performance evaluation at X Health Center:

Performance evaluation was carried out by a team formed to consider the promotion,
transfer, and dismissal in positions, competency development as well as giving awards
to civil servants [13]. The team could be formed from management officials, such as the
Head of Health Center and the Head of the Administration [14]. Based on the findings of
the study, the performance evaluation at X Health Center was conducted by the Head
of Health Center and the Head of the Administration. This was in line with research
conducted by Aisyah & Hariani [2015] that the performance evaluation at the Rowosari
Health Center was also conducted by the Head of the Health Center and Head of
Administration [15].

Furthermore, X Health Center had not yet referred to the latest regulation, the Gov-

ernment Regulation of the Republic of Indonesia Number 30 of 2019 about Performance

Evaluation of Civil Servants. Besides, the reference that should be used as a guideline

was the Decree of the Minister of Health of the Republic of Indonesia Number 857 /

Menkes / SK / IX / 2009 about Guidelines for Health Human Resources’ Performance

Evaluation in Health Center. The change of rules was carried out to motivate employees

to obtain as many “Good” criteria as possible during the performance evaluation

process [16].

The timing of the performance evaluation of employees at X Health Center was fol-

lowing the Government Regulation Number 30 of 2019 about Performance Evaluation

of Civil Servants [13]. Every organization must avoid focusing on a single aspect only. In

general, performance evaluation consists of several criteria, namely individual charac-

teristics, behavioral characteristics, the achievement of objectives, development, and

competence [17]. X Health Center assessed the employee performance by using a

performance evaluation form that referred to aspects of employee work goals and

work behavior. Here are the details:
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4.1. Employee work goals

Employee work goals were set and agreed upon between employees and their supe-
riors and realized in the form of individual work indicators [18]. Employee work goals
were used as a benchmark for each activity of the position of a civil servant [19]. The
following are some aspects of employee work goals:

4.1.1. Quantity

Quantity is the amount that must be completed [20]. The quantity was applied to deter-
mine the level of work performance of employees [Noermijati, 2013: 44]. Meanwhile,
based on the Government Regulation Number 30 of 2019 about Performance Evalu-

ation of Civil Servants, quantity is the amount of output of funds or benefits that must
be present in each performance target. The quantity aspect was used as an indicator
to find out an individual’s performance in carrying out his work or task performance [21]
as a reference for evaluating the performance of public service employees [22].

4.1.2. Quality

Quality is a qualitative measure of results that reflects how well a job is completed [23].
Quality here is the quality of output and or quality of benefits [13]. Quality is related to the
quality of work results, such as neatness, accuracy, and error rate [20, 24]. The quality
aspect can be observed from the suitability of work completed following established
standards [25].

4.1.3. Time

Timeliness or punctuality is related to quantitative measures of being punctual in com-
pleting activities. The time measure is arranged based on a previous experience [23].
Timeliness also determines how fast the work can be accomplished [26]. Time is the
standard time used to complete activities [13]. The use of time indicators in measuring
employee performance has a significant relationship with the organizational perfor-
mance [27].
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4.1.4. Cost

Cost is a measure of employee performance to observe how well the employees can
manage the budget provided [26]. Cost is the funds needed to complete activities [13].
The cost indicator in measuring employee performance has a significant relationship
with the organizational performance [27]. The evaluation of the cost aspect refers to
the effectiveness of costs, such as the ability to gain profit and decrease improvidence
[28].

4.1.5. Attendance

Attendance is the amount of employee attendance to go to work every month. Pres-
ence has a significant relationship with organizational performance, so it needs to be
considered by the organization. Employee absences can occur due to several things
such as illness, family problems, and employee’s lack of commitment to work. Employee
absence can harm organizational productivity [29], [30].

4.2. Work behaviour

Work behaviour is any behaviour, attitude, or action taken by the employee or that
should not be carried out by the employee following laws and regulations [13]. Con-
textual performance can be used as a reference to evaluate the performance of public
service employees [22]. Here is the explanation:

4.2.1. Service orientation

Service orientation is the attitude and work behaviour in providing the best service
to the community, superiors, colleagues, related work units, or other agencies [13]. X
Health Centre was a public service organization at the District level [31]. As a public
service, it has the responsibility for carrying out services following the assigned rules
and regulations [32].

4.2.2. Commitment

Commitment is the ability to align attitudes and actions to achieve organizational goals
by prioritizing service interests rather than self-interest, and / or groups [13]. The view

DOI 10.18502/kls.v0i0.8882 Page 222



ISMoPHS 2020

that work is a commitment can encourage employees to pursue their work [33]. This
happens because commitment is a psychological condition that becomes the power
for the individual to act and maintain the organization in which he works and creates
bonds between individuals and the organization [34]. Commitment has a significant
relationship with the organizational performance [34]. A leader can increase employee
work commitment by providing a comfortable work atmosphere and provide motivation
[35, 36]

4.2.3. Work initiative

Work initiative is thewillingness and ability to create new ideas for performance improve-
ment, thewillingness to help colleagues in need, to see problems as opportunities rather
than threats, the willingness to work for the better, and enthusiasm [13]. Someone who
has the initiative can take the right action without being given instructions in advance
[37]. Individuals who have the initiative in working can adapt to the work environment
[38]. Several aspects can increase employee initiatives, such as 1] Behaviour, it is related
to the reciprocity of the results of initiative development, 2] Social pressure, it can
increase initiative because it provides ways on how to maintain targets and priorities;
3] Ability, it can find various ways for improvement or development [39].

4.2.4. Ability

Psychological abilities consist of Intelligence Quotient [IQ] and cognitive abilities [knowl-
edge and skills,40]. The ability aspect has a significant relationship with employee
performance [41]. This means that the higher the ability of employees is, the higher the
performance can become [42].

4.2.5. Motivation

Motivation is the thing that underlies someone to behave or not behave [43]. Motivation
can occur either consciously or unconsciously. Motivation can be derived from the
environment or the person himself [44]. The work result of an employee is a function
of motivation, understanding, and ability to do work following the role or position in the
organization [45]. Motivation has a significant relationship with employee performance
[46]. These motivational aspects consist of appreciation, direction, and material stim-
ulation [47]. Every person [employee] has a motivational axis that can be raised [48].
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Bosses need to motivate employees to help the organization achieve its goals [43].
Providing incentives and giving attention has a significant relationship with employee
motivation at Walenrang Health Centre in Luwu Regency [49].

4.2.6. Career opportunities

Career opportunities can encourage individuals to constantly improve learning about
their potential so that they can improve their talent [50]. The organization plays an
important role in career development or career planning for employees because career
development can help the organization to improve individual performance and can
overcome other competitive challenges [30]. Career opportunities is an external factor
that can affect individual performance [51–53].

4.2.7. Leadership

Leadership is the ability and willingness to motivate and influence the member of an
organization to achieve the organization’s goals [13]. As a leader, it is expected to be able
to motivate employees to carry out tasks [54]. Leadership has a significant relationship
with employee performance [55–57].

Performance evaluation instruments are determined by weighting the percentage.
Weighting the percentage emphasizes the individual performance indicators as a pri-
ority. Weighting the value of the employee work goals assessment aspects is set with
the provisions of 60% for employee work goals and 40% for work behaviour [13]. The
minimumweighting rate is 5%; a weighting of<5% indicates that the number of assigned
Key Performance Indicator is too much [18]. The category of performance evaluation in
the Government Regulation of the Republic of Indonesia Number 30 of 2019 about

Performance Evaluation of Civil Servants is drawn as follows: [1] Very good: 110-120; [2]
Good: 90-110; [3] Enough: 70-90; [4] Less: 50-70; [5] Very Poor: <50. The performance
category in the Government Regulation mentioned before has higher value criteria in
the hope of being able to increase the target achievement of the State Civil Apparatus
[the employees,16].

The level of success of employees in carrying out their duties could be drawn
by determining the performance evaluation method [8]. The employee performance
evaluation method at X Health Centre was a managerial evaluation method using
a performance evaluation form. The managerial evaluation was top-down-designed
and did not require active employee participation [26]. The evaluation was done by
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assessing employee performance during the last one-year period. The goal was to
evaluate employee work performance objectively [8]. This was conducted by comparing
employee performance with the expected output [employee work goals,57].

Performance evaluation in each position was the responsibility of superiors [58].
The Head of Health Centre and Head of Administration had the duty and authority to
conduct employee performance evaluations [59]. If the performance evaluation was run
well, then it could improve the performance and career development of employees [58].
Also, performance evaluation could assist the superiors in making decisions on either
punishment or reward [45, 60]. The results of the performance evaluation were used for
1] identifying and planning education or training needs; 2] developing competencies; 3]
developing a career opportunity; 4] providing benefits; 5] considering the transfer and
promotion; 6] giving rewards and sanctions or punishments following assigned rules
and regulations; 7] following up on the problems found in the assessment of employee
work goals and work behaviour [13].

Having an appraisal discussion with the employee was the final step in evaluating
performance. Having an appraisal discussion with the employee was an activity of
analysing and communicating the results of an employee performance evaluation that
was assessed to know the performance expected by the organization [61–64]. Discus-
sion on the results of employee performance evaluation at XHealth Centrewas following
the Government Regulation Number 30 of 2019 concerning Performance Evaluation of

Civil Servants. A superior should also convey positive and negative things about the
employee’s performance in this discussion. Finally, a boss in this case must also discuss
the targets to be achieved by employees in the following year [65, 66].

5. Conclusion

Based on the results of the study, it was obtained that the instrument for evaluating the
performance of human resources at X Health Centre did not meet the requirements as
stated in the Government Regulation of the Republic of Indonesia Number 30 of 2019

about Performance Evaluation of Civil Servants. The legal basis used as a reference for
carrying out performance evaluation at X Health Centre was the Government Regulation
of the Republic of Indonesia Number 46 of 2011 about Performance Evaluation of Civil
Servants.
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