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Introduction

Government

Abstract : Public service is an activity or series of activities
in the context of fulfilling service needs in accordance with the
laws and regulations for every citizen for goods, services, and/or
administrative services provided by public service providers.
Public service implementers are officials, employees, officers, and
everyone who works within the organizing organization in charge
of carrying out an action or series of public service actions.
Human resources of civil servants in the organization are the most
important factors in realizing the achievement of quality, fast and
easy public services. To produce good organizational
performance, organizations need to have quality human resources
with the right quantity. This study aims to determine the
relationship between the quality of civil servant human resources
and the performance of the Kotamobagu City government. This
research is categorized as a quantitative research using a
questionnaire. The results showed that there was a relationship
between the quality of civil servants' human resources and the
performance of the Kotamobagu City Government.

Keywords Government

Performance.

Human Resources Quality,

The 1945 Constitution states that the State of Indonesia is a Unitary State, in the form of a Republic
whose sovereignty is in the hands of the people and implemented according to the Constitution (Article 1
vv. 1-2). The President of the Republic of Indonesia holds governmental power and in carrying out his
obligations is assisted by one Vice President (article 4 v. 1-2). , and cities are required to compile the
number and types of civil servant positions based on job analysis and workload analysis if they want to
meet the needs of civil servants in their regions in accordance with Law Number 5 of 2014 concerning
State Civil Apparatus that is held based on the Merit system. Merit System is a policy and ASN
Management based on qualifications, competence, and performance in a fair and reasonable manner
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without distinction of political background, religion, origin, gender, marital status, age, or disability
condition. Civil servant recruitment is carried out based on priority needs. This encourages HR
Management to manage and use civil servants' human resources more selectively so that they are
effective and efficient in utilizing civil servants' human resources when carrying out their duties and
functions fairly and responsibly. This is the mechanism that must be carried out by local governments in
determining and determining the needs of civil servants in their regions. The organizational structure of
the Kotamobagu City Government Regional Apparatus in accordance with Regional Regulation Number
8 of 2016 concerning the Formation and Composition of the Kotamobagu City Regional Apparatus in
realizing its vision and mission in running the wheels of government is assisted by a Kotamobagu City
Regional Secretary who supervises 3 (three) Assistants and 9 (Nine) Part. Kotamobagu City has 21
(twenty one) offices and 6 (six) agencies, 1 (one) regional inspectorate, 1 (one) DPRD secretariat and 4
(four) sub-districts. With Human Resources totaling 1,891 civil servants with their respective positions. 1
(one) regional inspectorate, 1 (one) DPRD secretariat and 4 (four) sub-districts. With Human Resources
totaling 1,891 civil servants with their respective positions. 1 (one) regional inspectorate, 1 (one) DPRD
secretariat and 4 (four) sub-districts. With Human Resources totaling 1,891 civil servants with their
respective positions.

2.1.1.1 HR Management in Local Government

Managing Human Resources cannot be separated from the stages in HR management. In running the
government, the government has Human Resources. As a party that has Human Resources, the
government requires HR management to realize effectiveness and efficiency in administering
government. Jusuf (2001) about the importance of manpower as a resource that is very important for its
contribution to organizational goals and to be used effectively and fairly for the benefit of individuals,
organizations and society. In achieving organizational goals, Human Resources are used productively and
to satisfy the needs of individual workers. Through HR Management, there will be a way to manage the
right and ideal Human Resources that is based on effectiveness and efficiency. According to Bambang
(2010), HR management is the policies and practices needed by a person to carry out aspects of Human
Resources in a management process. Malay (2002:9). The definition of HR management is as an art to
regulate the relationship and role of the workforce in order to realize effectiveness and efficiency in
helping the realization of the goals of the company or certain parties. There are several opinions related to
the important points of HR management. However, because HR management is part of management, in
general it will have management functions such as planning, organizing, actuating and controlling. The
definition of HR management is as an art to regulate the relationship and role of the workforce in order to
realize effectiveness and efficiency in helping the realization of the goals of the company or certain
parties. There are several opinions related to the important points of HR management. However, because
HR management is part of management, in general it will have management functions such as planning,
organizing, actuating and controlling. The definition of HR management is as an art to regulate the
relationship and role of the workforce in order to realize effectiveness and efficiency in helping the
realization of the goals of the company or certain parties. There are several opinions related to the
important points of HR management. However, because HR management is part of management, in
general it will have management functions such as planning, organizing, actuating and controlling.

2.1.2.1.Planning

Understanding Planning is a planning process about something that will be done in an effort to achieve
goals. Can be a step-by-step program of what will be carried out in a series of activities to achieve a
certain goal. Moh (2009) suggests that in the Planning or planning stage it will be more appropriate if it is
formulated as setting goals, police, procedures, budgets and programs of an organization. From this
opinion, the police or what kind of policies and procedures are appropriate to take, especially in the scope
of HR so that they are appropriate in the implementation of all programs that have been determined as a
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means to achieve the initial goals that have been set in the planning stage. Sugiyes (2008) states that
planning is the determination of a series of actions to achieve a desired result, taking into account things
such as what actions must be taken; what is the reason why the action must be done; where the action
should be performed; when the action should be done; who will do the action; how to carry out this
action.

2.1.2.2.0rganizing

The definition of organizing according to Moh (2009) is that the organizing stage is able to group the
required activities, namely the determination of the organizational structure along with the duties and
functions of each unit in the organization. synergy with each other. Organization or organizing can also
be formulated as the overall management activity in grouping people and determining the duties,
functions, authorities, and responsibilities of each with the aim of creating activities that are efficient and
effective in achieving predetermined goals. Organizing is a form of cooperation between human
resources that occurs in a structured manner in achieving certain goals or a number of goals. Where the
target is determined at the Planning stage, planning. Based on the needs in accordance with the initial
planning, a human resource cooperation structure is needed to carry out activities in achieving goals. their
respective responsibilities in the overall activity.

2.1.2.3.Actuating

According to Wawan (2009), existing human resources must work in accordance with their respective
duties, functions and roles, expertise and competencies to achieve the vision, mission and work program
of the organization that has been set. The implementation of activities is carried out after going through
the stages of planning and organizing appropriately. This is done after the Human Resources structure is
structured, so that the implementation of activities in accordance with each task is guided by the
directions that have been set at the planning stage. Optimization of existing Human Resources is needed
to achieve the organization's vision, mission and work program. Implementation of work needs to be in
line with the existing work plan according to the previous stage.

2.1.2.4.Controlling

In implementing the program, various situations and conditions will be encountered that can affect the
process of achieving the objectives of the activity, for that in that situation the next management process
is needed, namely the controlling or monitoring process. To keep the work running in accordance with
the vision, mission, rules and work program, a control stage is needed. Control is carried out in the form
of supervision, supervision, inspection to audit. The important point of this stage is how to find out
deviations that occur in a work process early on. This aims to make corrections, anticipations and
adjustments to situations and conditions so as to be able to make adjustments to problems that arise
quickly. The function of management Controlling or supervision is given in the form of evaluation, in
order to be able to see the need for a correction to the direction of the process that has been carried out.
With proper supervision, the course of a process of achieving goals through programs that have been
made previously will remain in accordance with the directions that have been set at the beginning,
thereby reducing the non-achievement of goals because the process is not running as expected. Human
resource management has a process as proposed by Hani Handoko (2000), namely:

1. Recruitment

The HR planning process needed when starting an organization's work operations is the initial part of HR
management. The required educational specifications and appropriate competencies are the task of HR
management in planning. According to Veithzal Rivai (2008:147) Recruitment is a process to get a
number of quality human resources (employees) to occupy a position or job in a company. Recruitment is
an activity in the form of a search to find competent candidates for the positions offered in accordance
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with the agency/company HR management plan.
Methods
1.1. Types of research

This study aims to analyze the relationship between the quality of civil servants' human resources and the
performance of the Kotamobagu City Government in the regional work unit of the Education and
Training Personnel Agency using the Descriptive Analysis research method through questionnaire data
collection, sampling with purposive sampling technique and Likert scale. Likert scale is an interval
measurement scale. Carrafio and Rocco (2007) in (Weksi 2017) state that the Likert scale can produce an
interval measurement scale. Measuring intervals.

1.2. Location or Research Object

This research was conducted in the province of North Sulawesi, more precisely in the Kotamobagu
Region in the regional work unit of the Education and Training Personnel Agency. The research was
conducted on May 1 to May 31, 2021. The research location by the researcher was determined in the
Kotamobagu Region with the following considerations:

1. The ease of researchers in obtaining access to information and data needed for this research.
2. Easyto carry out research.

1.3. Method of collecting data

Data collection procedures to be carried out in this study are:

1. Questionnaire/Questionnaire

Data collection using questionnaires is data collection by distributing sheets of paper containing questions
regarding the variables to be studied and then the results of the answers from respondents will be
processed with SPSS version 21.

2. Interview

Data collection by interview is done to get more accurate results by asking directly to the source of the
research.

3. Observation

The purpose of research conducted by observation is to observe directly the work activities that occur at
the research site.

1.4. Population and Sample

The population is a generalization area consisting of subjects or objects that have certain qualities and
characteristics set by researchers to be studied and conclusions drawn by Sugiyono (2007) in Syahril
(2016). The sample is part of the number and characteristics possessed by the population. In this study,
the sample method used purposive sampling technique. According to (Sugiyono 2018) purposive
sampling is a sampling technique with certain considerations. The sample is part of the population. The
population of this study was ASN Kotamobagu as many as 1,891 civil servants and the sample for this
study was 100 ASN obtained from the Slovin formula according to Husein (2008) in Fajri (2013),
namely:
N
1+Nr2

n= =902.73

N = Sample size
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n = Population size

r = Allowance for inaccuracy due to sampling error (0,1)

The criteria for respondents who can become samples in this study are:

1. ASN is a permanent employee, not honorary

2. Been working for about 3 years

3. Fill in the statements in the questionnaire based on the consideration of the work done every day
1.5. Data analysis technique

1.5.1. Validity and Reliability Test

The data quality test is to test the instruments that are evaluated through reliability and validity tests
which aim to determine the consistency and accuracy of the data collected. Reliability testing was
conducted to test the stability and consistency of the instrument in measuring the concept. In addition,
reliability testing is carried out to help determine the suitability of the measurement. Testing the
reliability of each variable was carried out using the Cronbach alpha technique. This technique is an inter-
item reliability test, which uses question items on a multipoint scale Sekaran (1992) in Dalmy (2009). An
instrument is said to be reliable if it has a Cronbach alpha value greater than 0.6 Nunnally (1978) in
Dalmy (2009). Validity test is done by looking at the calculated r value compared to the r table value,

1.5.2. Descriptive Analysis Test

Descriptive analysis is an analysis that provides an overview or description of a data seen from the
average value (mean), standard deviation, maximum and minimum variance (Ghozali, 2011). This
analysis is used to analyze the data one by one based on the respondents’ answers to the questionnaires
given during the research. The way of categorizing data based on the formula from Azwar, (2009) in
Sugiyanto (2016) is as follows:

a. Height : X M + SD

b. Medium: M —-SD X <M + SD

c. Low: X<M-SD

Information :

X = Variable/score

M = Mean

SD= Standard deviation

4.6.3. Descriptive Analysis Test Based on Respondents’ Level of Achievement

In this section, the respondent's achievement in distributing the questionnaire is analyzed, so in this
description section the percentage and category of the respondent's achievement will be described. To
find out the achievement and criteria of the respondents, it is done by using the following formula
classification:

Average score =

(5.SS) + (4.S) + (3.N) + (2.TS) + (1.STS)
SS+S+N+TS+STS

Where :

26 Published by “ CENTRAL ASIAN STUDIES" http://www.centralasianstudies.org

Copyright (c) 2021 Author (s). This is an open-access article distributed under the terms of Creative Commons
Attribution License (CC BY).To view a copy of this license, visit https://creativecommons.org/licenses/by/4.0/



CAJITMF Volume: 02 Issue: 10 | Oct 2021 I

SS = Strongly agree

S = Agree
TM = Unspecified
TS = Disagree

STS = Strongly disagree
Meanwhile, to find the level of achievement of respondents' answers, the following formula is used:
TCR = Average score x 100
5
TCR = Level of attainment of respondents’ answers

with the following achievement criteria:
Percentage of Achievement Criteria
TCR value 90%-100% : Very good
TCR value 80%-89.99% : Good

TCR value 65%-79.99% : Enough
TCR value 55%-64.99% : Not good
TCR Value 0%-54.99% : Not Good
1.5.3. Chi Square Test

The analytical tool is Chi Square (Square) to answer the question of the relationship variables (X1)
Knowledge, (X2) Attitude, (X3) Skills and (Y) Performance. Chi Square or chi square is used to test the
comparative hypothesis (test differences) on average k independent samples with each sample having
several classes or categories (Sugiyono 2011) in (Nur 2018). The statistical test used is Chi Square, where
the Chi test Square can be used to test the hypothesis if the population consists of two or more classes
where the data is in the form of categories. Chi Square basic formula:

B2=()2

Information :

X 2 = value of Chi Square

fo = observed frequency

fe = expected frequency

a Find the value of X2 table with the formula dk = (k-1)(b-1)
description :

k = number of columns

b = number of rows

The association hypothesis will answer whether there is a relationship between two variables with a
measurement scale for categorical variables and unpaired data. Relationship criteria based on p value >
0.05 then Ho is accepted, Ha is rejected and if p value. The Chi Square test was conducted to answer the
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questions about the relationship between Knowledge (X1), Attitude (X2), Skills (X3) and Performance
(YY) variables.

Results

This research was conducted based on a descriptive research method that aims to determine the
relationship between the quality of civil servants' human resources and the performance of the
Kotamobagu City government. The quality of the Human Resources of Civil Servants are knowledge,
skills and attitudes.

5.3.1. Relationship between Knowledge and Government Performance

The results of the research conducted by researchers indicate that there is a relationship between the
knowledge variable of Civil Servants’' HR and the performance of the Kotamobagu City Government.
This is as shown by the results of the Chi Square analysis.

The government has very important duties and responsibilities in carrying out government administration
in realizing development for the welfare of the community in stages starting from the central level to the
regions. In carrying out the duties and responsibilities of the government, adequate quality of civil servant
human resources is needed because it is supported by the quality of civil servant human resources who
have knowledge so that they are able to carry out their main duties and functions as civil servants.

The recruitment and placement of civil servants needs to be adjusted to the needs of the organization so
that civil servants can carry out their duties according to the knowledge they have to the maximum. In a
previous study by Wicaksono (2011), the relationship between the quality of civil servant human
resources and the performance of the government of Madiun Regency stated that there was a relationship
between the knowledge of civil servants and the performance of the government.

5.3.2. Relationship between Skills and Government Performance

The results of research conducted by researchers indicate that there is a relationship between the skills of
civil servants and the performance of the Kotamobagu City Government. This is as shown by the results
of the Chi Square analysis.

Previous research on skills has also been carried out by Wicaksono (2011), the Relationship between the
Quality of Civil Service Human Resources and the Performance of the Madiun Regency Government
stated that there is a relationship between skills and performance. This shows that every civil servant
must and must have skills in carrying out their duties so that decision making is always based on their
abilities. Civil servant skills are obtained by involving civil servants in education and training activities
that are held regularly in order to improve the skills they have through trainings that are carried out and
followed by civil servants.

5.3.3. Relationship between Attitude and Government Performance

The results of research conducted by researchers indicate that there is a relationship between the attitude
variable of Civil Servants' HR and the performance of the Kotamobagu City Government. This is as
shown by the results of the Chi Square analysis.

Previous research on skills has also been carried out by Wicaksono (2011), the relationship between the
quality of human resources of civil servants and the performance of the government of Madiun Regency.
PNS attitudes such as honesty and discipline are important factors needed in carrying out government
duties. An honest attitude in carrying out tasks will have a positive impact on the performance of the
agency, for certain groups and for the civil servants themselves. Therefore, honesty must be possessed by
every civil servant who carries out government duties.
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The speed and accuracy of responding to problems that arise is the fruit of time discipline so as to
produce quality performance. Policies taken and implemented will always be based on existing
regulations as a result of discipline.

Conclusion
6.1. Conclusion

Conclusions from the discussion and research results obtained in this study can be concluded based on
the research formulation, namely:

1. Fields obhserved or researched

Analysis of the Relationship between the Quality of Human Resources of Civil Servants and the
Performance of the City Government of Kotamobagu, with the research variables Knowledge, Attitudes
and Skills with the location of the specifications where the research is more focused on the Kotamobagu
City Personnel, Education and Training Agency.

2. Goals to be achieved

The purpose of this study is to describe, describe the data and results observed from the field in
accordance with the results of monitoring and processing the data obtained based on the questionnaires
that have been distributed. From the questionnaires that have been distributed totaling 100 questionnaires,
that the respondents have sufficient classification to participate in this study based on the results of the
TCR that have been obtained.

3. Literature review

Based on the literature review so that the variables that support research or affect the Performance of
Human Resources are Knowledge, Attitudes and Skills, these variables are obtained from previous
research theories.

4. Research methodology formulation

This research is a descriptive research and chi square analysis. Methods of data collection using
questionnaires and literature study. The results obtained are in accordance with the explanation in chapter
V.

5. Data collection procedure

The data collection procedure is to distribute a questionnaire with statement items, then withdraw it and
process it using SPSS. Then observation and structured interviews.

6. Research tools/instruments
The research tools/instruments used are descriptive analysis and chi square
7. Population and Sample

The population is Civil Servants totaling 1,891 employees with a sample using the Purposive Sampling
technique as many as 100 employees based on considerations, namely length of work, position, education
and ability to make decisions.

8. Data analysis
a. Descriptive data analysis

Analysis of descriptive data based on variables, it can be concluded that the level of Performance (Y) of
Civil Servants in Kotamobagu City is in the medium category, the Attitude (X1), Knowledge (X2), and
Skills (X3) variables are in the medium category which means that the performance is in the middle
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stage. safe and can be investigated further. Descriptive analysis based on the respondent's level of
achievement is calculated based on the TCR, all variables used with the results of the study can be
concluded that the average respondent meets the research standards with sufficient results.

b. Chi square

Based on gender and education, from these data it can be concluded that the number of female
respondents is more dominant than male respondents and the level of education Strata 1 in total 72
respondents is more dominant than Diploma and Strata 2. Characteristics of respondents based on Length
of Work and Position, it can be concluded that 45 respondents with a length of work 6-10 years with a
total of 44 respondents and the position of Head of Section / Sub Division with a total of 45 respondents,
with these data supporting the research that respondents made a major contribution to research because
the length of work and position had met the target based on the sample criteria.
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