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Abstrak

Penelitian ini bertujuan untuk menguji dan menganalisis Pengaruh Pelatihan , Kompetensi, Remunerasi
Dan Employee Engagement Terhadap Kinerja Tenaga Kesehatan Lain Di RSAB Harapan Kita Jakarta.
Penelitian ini adalah penelitian kuantitatif Deskriptif dengan populasi dan sample adalah tenaga
kesehatan lain di RSAB Harapan Kita Jakarta sejumlah 70 (Tujuh puluh tujuh) orang. Instrumen penelitian
adalah kuisioner dengan skala likert serta analisa Regresi linear berganda. Berdasarkan hasil penelitian
tentang Pengaruh Pelatihan , Kompetensi, Remunerasi Dan Employee Engagement Terhadap Kinerja
Tenaga Kesehatan Lain Di RSAB Harapan Kita Jakarta, dapat ditarik kesimpulan bahwa Pelatihan ,
Kompetensi, Remunerasi berpengaruh positif dan signifikan terhadap Kinerja Tenaga Kesehatan Lain Di
RSAB Harapan Kita Jakarta. Namun, Employee Engagement berpengaruh negatif dan tidak signifikan
terhadap Kinerja Tenaga Kesehatan Lain Di RSAB Harapan Kita Jakarta.

Kata Kunci: Pelatihan, Kompetensi, Remunerasi, Employee Engagement, Kinerja
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Abstract

This study aims to test and analyze the effect of training, competence, remuneration and employee
engagement on the performance of other health workers at RSAB Harapan Kita Jakarta. This research is
a descriptive quantitative research with the population and sample are other health workers at RSAB
Harapan Kita Jakarta totaling 70 (seventy seven) people. The research instruments are questionnaires
with Likert scales and multiple linear regression analysis. Based on the results of research on the Effect
of Training, Competence, Remuneration and Employee Engagement on the Performance of Other
Health Workers at RSAB Harapan Kita Jakarta, it can be concluded that Training, Competence,
Remuneration have a positive and significant effect on the Performance of Other Health Workers at
RSAB Harapan Kita Jakarta. However, Employee Engagement has a negative and insignificant effect on
the performance of other health workers at RSAB Harapan Kita Jakarta.

Keywords: Training, Competency, Remuneration, Employee Engagement, Performance

INTRODUCTION

A hospital is a health facility and a place for carrying out health efforts as well as an
organization with an open system and always interacting with its environment to achieve a
dynamic balance and has the main function of serving people who need health services.
Good and quality health services cannot be separated from the role of medical and non-
medical personnel. One of the successes of a hospital is largely determined by human
resource management. Many human resource management problems are still found in
practice, one of which is problems related to performance.

Performance does not mean individual characteristics, such as ability, but is a
manifestation of talent or ability itself. Performance is the work results achieved by
employees in carrying out tasks and work originating from the organization. Performance
(work achievement) is the result achieved by an employee in carrying out his duties in
accordance with the responsibilities given to him (Anggraini & Badriyanto, 2023).

In modern organizations, training is an important tool to create readiness and flexibility
to face future competition. Knowledge management can influence performance. Human
resources in hospitals which include aspects of education, experience and skills are required
to not only be technically trained but also able to analyze and solve work-related problems,
work productively as a team and be capable in various fields of work according to with
scientific disciplines and professions (Khotimah, 2021). Training aims to find gaps between
employee knowledge and abilities and what they should know and do. The gaps identified
from the comparison are spaces for competency development through training or other

means. Training is a foundation for forming, preparing, developing and developing human
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resource capabilities which are crucial in the success of future development (Karundeng,
2021).

Service-oriented businesses demand good performance in serving consumer needs
professionally through the competence of employees. Performance with competence is the
work result that can be achieved by a person or group of people in the organization, in
accordance with their respective authority and responsibilities in order to achieve
organizational goals. If individual performance is good, then it is likely that the company's
performance will be good and the good influence of performance can improve the quality
of the company in a service-based business environment. This performance can be
influenced by the competencies possessed by employees (Toendan, 2019). Competency is
the ability to carry out tasks in accordance with knowledge and skills as well as technology
and experience relevant to the field of work so that it can develop the relevant work
motivation and improve performance (Irmayanti, Widiastini, & Suarmanayasa, 2020).

The performance of employees in an agency is given by the government as a form of
appreciation given in the form of additional salary allowances. The implementation of this
remuneration system is often assessed as changing employee performance. Wages and
salaries are given for performance that has been carried out based on performance
standards that have been determined or mutually agreed based on personal contact. If
wages and salaries are given for workers' standard performance, incentives are additional
compensation for performance above the specified standards. The existence of incentives
is expected to be a driving factor in improving work performance above standards
(Permatasari, Nurbaeti and Ahri, 2021). Remuneration or rewards have a wider scope than
wages or salaries. Rewards include all expenses incurred by the organization for its
employees and received or enjoyed by employees, either directly, routinely or indirectly one
day (Rauf & Syarifuddin, 2019).

One way to improve employee performance is to encourage employee involvement
with work (Employee Engagement). individuals can become personally engaged in work,
investing positive emotional and cognitive energy into work performance. Employee
involvement shows various productive behaviors that increase synergistic efforts to achieve
organizational goals which ultimately leads to increased employee performance. Employees
who have high involvement with their work will do their work with enthusiasm and show
differences compared to employees who do not have involvement in the form of
understanding their work and being loyal to the organization (Agustina, Dewi & Kusyana,
2021).
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Hospitals have an important role in accelerating the achievement of these goals both
in terms of increasing access and quality of health services for mothers, babies and children.
RSAB Harapan Kita is the only vertical hospital under the Ministry of Health that focuses on
special maternal and child health services, responsible for ensuring that mothers and
children receive the best care. Meanwhile, as the National Center for Maternal and Child
Health, RSAB Harapan Kita is required to be at the forefront because it has been appointed
as a reference for handling tertiary cases of mothers and children, so it needs to continue
to strive to improve the quality of services and create competitive superior services.

Based on Survey resultsCulture of Morality for RSAB Harapan Kita Employees. In 2022,
the average index of implementation of the Moral Culture of 48.1% is in the low category
and is below the average index of implementation of Moral Principles for seven ministries
and institutions, namely 53.1% in the sufficient category. Of the seven aspects measured in
this survey, the "Adaptive" value was in the lowest position, namely 29%, far below the

average value of Morals set by the Indonesian Ministry of Health, namely 45.1%.
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Figure 1. 1 Index of Moral Implementation for Our Hope RSAB Employees in 2022
Source: BerAKHLAK Culture Health Index (ACHI) RSAB Harapan Kita report,

Accelerated Culture Transformation Consulting International,2023

This data supports the phenomenon that has occurred over the last few years,
especially before the pandemic, where the service target at RSAB Harapan Kita has not
reached the expected target. The trend of outpatient visits in the period 2015 to 2021
continues to decline. The patients who come are dominated by non-BPJS patients, but every

year the number continues to decline.
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This ultimately had an impact on employee remuneration which was stagnant and
even experienced a drastic decline in 2017. The rupiah index point is a variable that greatly
influences the calculation of remuneration where the formulation is determined by dividing
the number of hospital admissions by the total value of all employees' positions per year.
These Rupiah Index Points (PIR) are used as a multiplying factor in the position value and
performance achievements of each employee which will determine the amount of money
they receive each month. This stagnant PIR has become a major concern for employees,
especially when compared to several other BLU hospitals whose PIR has actually increased.

It is of course feared that this condition will trigger employee demotivation and the
hardest part is the challenge in maintaining the best resources at their disposal. The best
resources an organization has can be retained by providing positive perceptions of support
from the organization to its employees. Organizational support to increase competency,
provide training and build employee engagement as well as providing satisfactory

remuneration will improve employee performance.

RESEARCH METHOD

This research uses a quantitative descriptive approach. In this quantitative descriptive
research, the author focuses research on the influence of training, competency,
remuneration and employee engagement on the performance of other health workers in
the hospital where they work. This research was used to see the influence of training,
competency, remuneration and employee engagement on the performance of other health
workers at RSAB Harapan Kita Jakarta.

In conducting this research, the time required is 6 (six) months starting from
observation to producing data results and research conclusions and will be carried out in
Jakarta in the range October 2023 - March 2024.

The population in this study were other health workers at RSAB Harapan Kita Jakarta,
totaling 217 people. The sample taken in this research was 70 people (total sampling).

This research will use a probability sampling approach. The sampling technique in this
study used a distraficated random sample (Stratified random sampling) so that the method
allocated for taking this sample was a proportional allocation of 30% of each type of health
worker, namely 70 people.

Primary data is data that can be obtained directly from respondents relating to
Training, Competency, Remuneration and Employee Engagement of Other Health Workers

at RSAB Harapan Kita Jakarta. In this case, data obtained directly from respondents will be
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processed using the Bergdana Linear Regression analysis tool with the help of SPSS 25

software.
RESULT AND DISCUSSION
Table 1 Multiple Linear Regression Results
No Variable Unstandardized B tcount Sig. Information
1 (Constant) 10,249
2 Training 0.147 3,259 0.027 Ha Accepted
3 Competence 0.583 5,905 0,000 Ha Accepted
4 Remuneration 014 2,021 0.047 Ha Accepted
5 Employee Engagement 0.125 1,315 0.193 Ha Rejected

Source: Primary data processed in 2024

Based on the table above, it can be seen that the regression equation formed is:

Y =10.249+ 0.147 X1 + 0.583 X2 + 0.114 X3 + 0.125
From this equation it can be explained that:
Constant (a)
A constant value of 10.249 indicates that if the Training, Competency, Remuneration
and Employee Engagement variables have a value of 0, the performance of other
health workers at RSAB Harapan Kita Jakarta has a performance level of 10.249.
Training Coefficient (b,)
The Training coefficient value or Training variable (1) is 0.147 with a positive value.
This means that for every 1 increase in training, the performance of other health
workers at RSAB Harapan Kita Jakarta will increase by 0.147 assuming the other
variables are constant.
Competency Coefficient (b2)
The Competency coefficient value or Competency variable ($2) is 0.583 with a positive
value. This means that for every increase in competency by 1 time, the performance of
other health workers at RSAB Harapan Kita Jakarta will increase by 0.583 assuming the
other variables are constant.
Remuneration Coefficient (b3)
The Remuneration value or Remuneration variable (33) is 0.114 with a negative value.
This means that for every 1 time increase in remuneration, the performance of other
health workers at RSAB Harapan Kita Jakarta will decrease by 0.114 assuming the other

variables are constant.
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e. Employee Engagement Coefficient (b4)
The value of Employee Engagement or the Employee Engagement variable (B3) is
0.125 with a negative value. This means that for every 1 time increase in Employee
Engagement, the performance of other health workers at RSAB Harapan Kita Jakarta

will decrease by 0.125 assuming the other variables are constant.

Discussion
The Effect of Training on the Performance of other health workers at RSAB Harapan Kita
Jakarta

The Training variable has a value of tcount > ttable (2.259 > 1.994) and a significance
of 0.027 < 0.05, so Ho is rejected and Ha is accepted. It can be concluded that there is a
positive and significant influence of training on the performance of other health workers at
RSAB Harapan Kita Jakarta.

The results of research on training have a positive and significant effect on the
performance of other health workers at RSAB Harapan Kita Jakarta are in line with research
conducted by Khotimah (2021) and Karundeng (2021) with the results that education and
training are proven to have an influence on employee performance.

The training attended by other health workers at RSAB Harapan Kita Jakarta has really

supported the functional performance of other health workers.

The Influence of Competency on the Performance of other health workers at RSAB Harapan
Kita Jakarta

The Competency variable has a value of tcount > ttable (5.905 > 1.994) and a
significance of 0.000 < 0.05, so Ho is rejected and Ha is accepted. It can be concluded that
there is a positive and significant influence of competency on the performance of other
health workers at RSAB Harapan Kita Jakarta.

The results of research on Competency have a positive and significant effect on the
Performance of other health workers at RSAB Harapan Kita Jakarta, in line with Irmayanti,
et.,al (2020), Toendan, (2019), the results show that compensation and competence have a
significant effect on performance.

The competencies followed by other health workers at RSAB Harapan Kita Jakarta have

really supported the functional performance of other health workers
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The Influence of Remuneration on Performance on the Performance of other health workers
at RSAB Harapan Kita Jakarta

The Remuneration variable has a value of tcount > ttable (2.021 > 1.994) and a
significance of 0.047 < 0.05, so Ho is rejected and Ha is accepted. It can be concluded that
there is a positive and significant influence of remuneration on the performance of other
health workers at RSAB Harapan Kita Jakarta.

Research on Remuneration on the Performance of other health workers at RSAB
Harapan Kita Jakarta. significant effect in line with research by Permatasari, et.,al (2021) and
Rauf & Syarifuddin (2019) with the result that remuneration has a positive influence on
employee performance.

The remuneration shared by other health workers at RSAB Harapan Kita Jakarta has

really supported the functional performance of other health workers

The influence of Employee Engagement on the Performance of other health workers at
RSAB Harapan Kita Jakarta

The Employee Engagement variable has a value of tcount < ttable (1.315 > 1.994) and
a significance of 0.193 > 0.05, so Ho is accepted and Ha is rejected. It can be concluded that
there is no positive and significant influence of Employee Engagement on the performance
of other health workers at RSAB Harapan Kita Jakarta.

The results of research on Employee Engagement on the Performance of other health
workers at RSAB Harapan Kita Jakarta have a positive and significant effect, which is not in
line with research conducted by Anggraini & Badriyanto (2023) and Agustina, et,al (2021)
with the results that Employee Engagement has a positive and significant effect. significant
impact on employee performance.

Employee Engagement of other health workers at RSAB Harapan Kita Jakarta does not

influence functional performance, because they tend to still be transactional.

CONCLUSION
This research aims to examine and analyze the influence of training, competency,
remuneration and employee engagement on the performance of other health workers at
RSAB Harapan Kita Jakarta. This research is a descriptive quantitative research with a
population and sample of 70 (seventy seven) other health workers at RSAB Harapan Kita
Jakarta. The research instrument was a questionnaire with a Likert scale and multiple linear
regression analysis. Based on the results of research on the influence of training,

competency, remuneration and employee engagement on the performance of other
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health workers at RSAB Harapan Kita Jakarta, it can be concluded that training,
competency and remuneration have a positive and significant effect on the performance
of other health workers at RSAB Harapan Kita Jakarta. However, Employee Engagement
has a negative and insignificant effect on the performance of other health workers at RSAB
Harapan Kita Jakarta.

In order to improve the performance of other health workers at RSAB Harapan Kita
Jakarta, support is needed to increase competency by improving training programs that
are able to improve the performance of staff, especially in the Other Health Workers
Committee. Hospitals need to selectively provide training improvement programs and

opportunities for other health workers to develop their professional practice skills.
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