
 

Journal homepage: https://ojs.wiindonesia.com/index.php/ij3pei 

Strategy For Improving The Performance of State Civil Service In 

Developing Employee Performance Targets In The Government 

Environment of Tanah Bumbu District 
 

Dahliansyah1, Andi Tenri Sompa2, M. Riduansyah Syafari3 

1,2,3  Master of Development Administration, University Lambung Mangkurat 
Email Correspondence: Dahliansyah@gmail.com  

 

Info Article 

Received Accepted Published 

7 April 2021 13 June 2021 28 July 2021 

 

Keywords: 

Strategy 

Performance Improvement 

Apparatus Civil State 

Employee Performance Targets 

Government of Tanah Bumbu 

Regency 

 Abstract:  

 
This study aims to describe the strategy of improving the State Civil 

Apparatus (SCA) performance in preparing Employee Performance Targets 

(EPT) within the Tanah Bumbu Regency Government. This research is 

motivated by the low ability of SCT in the practice of EPT in the Tanah 

Bumbu Regency Government. Through this research, it is hoped that 

strategies that have been carried out can be identified, evaluated, and provide 

recommendations for systems that can be used. The theory used to answer 
the problem is the theory of employee performance improvement strategies 

in EPT preparation. This research method uses a qualitative approach with a 

descriptive research type. The research subject is the Head of Human 

Resources Agency of Tanah Bumbu Regency. The research locus, namely 
Human Resources Agency as the best agency in preparing EPT, and the 

Health Office as the lowest agency to prepare EP. The data collection type is 

primary and secondary data, and data collection techniques are carried out 

through interviews, documentation, and observation. This study indicates that 
the Human Resources Agency applies a strategy to create a harmonious 

organizational climate and effective leadership. In contrast, the Health Office 

involves a pleasant organizational environment, effective leadership, and 

career development. Based on the comparisons made, the Department of 
Health needs to optimize the strategies that have been carried out. The 

suggestions that can be given to the Tanah Bumbu Regency Government are 

to improve the performance of SCT in the preparation of EPT by optimizing 

the strategy of creating a harmonious organizational climate, maximizing the 
role of effective leadership, and developing ASN careers. 
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1. INTRODUCTION 

Local government agencies are required to show more professionalism in providing services to the 

community. Every organization generally wants its employees to carry out tasks according to the plan 

effectively, efficiently, productively, and professionally. The achievement of these expectations is 

determined by the planning, performance, and effectiveness of employees in carrying out their duties. This 

aims to ensure that the organization has the capacity, capability, and high competitiveness to produce quality 

public services and development under community expectations. 

The achievement of the objectives of government administration cannot be separated from the quality of 

the government apparatus. Establishing a quality government apparatus requires continuous management of 

Human Resources (HR). Employee performance appraisal is an integral part of Human Resources (HR) 

management. Based on experience in the field, assessments related to the merit system in the Management of 

the State Civil Apparatus (ASN), employee performance appraisals have not been carried out correctly. 

Employee performance appraisals tend to be only in assessment content, namely excellent in Regional Work 

Units (SKPD).  
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In the management of Civil Servants (PNS), several assessment policies have been implemented. The 

assessment policy begins with an assessment based on the Work Implementation Assessment List (DP3) 

based on Government Regulation Number 10 of 1997. In implementing the evaluation with the DP3, some 

obstacles and inconsistencies occur, for example, the formulation of Government Regulation Number 46 of 

2011 concerning the Assessment of PNS Work Performance. In Government Regulation Number 46 of 2011, 

the assessment is divided into employee work targets (SKP) and Work Behavior. Along with the way, the 

internalization of Government Regulation Number 46 of 2011, which is considered immature, coupled with 

Law Number 5 of 2014 concerning State Civil Apparatus (ASN), and one of the implementing regulations of 

the law, namely Government Regulation Number 30 of 2019 regarding the Performance Assessment of Civil 

Servants. This Government Regulation Number 30 of 2019 was prepared to improve the performance 

appraisal process for civil servants and integrate employee performance appraisals with agency performance. 

The preparation of employee performance planning or employee performance targets (SKP) is the first 

stage of the civil servant performance management system based on agency strategic planning, performance 

agreements, organization and work procedures, and work targets of direct superiors. The process of preparing 

employee performance target planning is based on the agency's strategic planning (Renstra) sequentially until 

it reaches the executive ranks. 

Employee Performance Targets (SKP) must be prepared by Civil Servants (PNS) and PNS performance 

appraisal officials and performance managers compiled in Government Regulation No. 30 of 2019. The 

regulations concerning PNS Performance Assessment to be later agreed upon by the employee concerned 

with PNS performance appraisal officials. After obtaining a review by the performance manager. Planning 

employee performance targets is carried out systematically, and performance appraisal applies to 

performance and behavior, which cannot be separated from performance guidance and behavioral counseling 

to maintain and improve employee performance. 

The DP3 era is based on Government Regulation Number 10 of 1997, Government Regulation Number 

46 of 2011 concerning the Assessment of PNS Work Performance. In general, structural leaders or officials 

within the Tanah Bumbu Regency Government do not understand the rules of performance appraisal, even 

though leaders or officials have a central role in managing employees under his leadership.  

In the Work Unit in Tanah Bumbu Regency, there are problems with the performance of ASN, namely 

related to the preparation of the SKP. This problem is based on the results of the evaluation of the Regional 

Personnel Agency (BKD) of Tanah Bumbu Regency, namely, the preparation of Employee Performance 

Targets (SKP) is not appropriate. Of the 40 Work Units in the Tanah Bumbu Regency Government, the 

Health Office is the local government agency with the most performance appraisal problems, primarily 

through the Employee Performance Target (SKP). The problem is the performance assessment is "The Health 

Office has never conducted an evaluation, but only in the form of observations when the person concerned 

wants to be promoted." (Head of BKD Tanah Bumbu Regency: 2021) This condition shows that the 

preparation of the SKP at the Health Office is only under the needs of employees but is not in line with the 

regional government's strategic plan, which in its implementation is prepared according to the stages.  

The Health Office is a local government agency that must receive special attention. This is related to 

their problems and the number of employees in this agency, including the second largest in Tanah Bumbu 

Regency. There are 663 employees at the Health Service who are civil servants/CPNS with 521 contract 

employees. This number is large compared to other agencies. On the other hand, there are Work Units that 

are considered the best in preparing SKP. The work unit is the Regional Personnel Agency (BKD). (Head of 

BKD Tanah Bumbu Regency, 2021) As the Regional Work Unit for the Organizing of Mandatory Affairs for 

the Personnel Sector, the Regional Personnel Agency has the main task of carrying out the preparation and 

implementation of regional policies in regional personnel management. This agency must be a model and 

comparison for other government agencies. 

Within the Tanah Bumbu Regency Government. The Regional Personnel Agency (BKD), as the 

Regional Work Unit for Organizing Mandatory Affairs for the Personnel Sector, has the main task of 

carrying out the preparation and implementation of regional policies in regional personnel management. In 

carrying out these main tasks, it leads to creating Regional State Civil Apparatus (ASN) resources who can 

carry out their duties professionally, both in government administration, development, and services. 

Therefore, based on the existing problems, it is crucial to know the strategy to improve the performance of 

ASN in the preparation of Employee Performance Targets (SKP) in the Tanah Bumbu Regency. This 

research was conducted to analyze the process for improving the performance of the State Civil Apparatus 

(ASN) in the Preparation of Employee Performance Targets (SKP) within the Tanah Bumbu Regency 

Government and producing recommendations for strategies for improving the performance of the State Civil 

Apparatus (ASN) in the Preparation of Employee Performance Targets (SKP). 

 

 

 



98 
 

International Journal of Politic, Public Policy and Environmental Issues (IJ3PEI) Vol. 1 No 2, October 2021 

 

2. METHOD  

This study uses a qualitative approach. Qualitative research is research on research that uses in-depth 

analysis. Process and meaning (subject perspective) are more detailed in qualitative research. This theoretical 

basis is used as a guide so that the research focus. The type of research is descriptive qualitative. 

This method is used to consider the relevance of the research material. Namely, the research carried out 

is descriptive. In comparison, the types of data in this study are primary and secondary data. They describe 

the reality of the events being studied to make it easier for the author to obtain objective data to know and 

understand the factors that affect the ability of employees to prepare the SKP of the Tanah Bumbu Regency 

Government. , then through the identification of these factors can be formulated the right strategy. 

This research is in the Tanah Bumbu Regency Government, focusing on research on the Tanah Bumbu 

Regency Health Office, the most problematic government agency in preparing Employee Performance 

Targets (SKP). The informant of this research is the Head of the Regional Personnel Agency (BKD) of Tanah 

Bumbu Regency. Research informants are sources that can provide information related to facts related to 

human resource development at the Tanah Bumbu District Health Office and the Regional Personnel 

Agency. In addition, as a comparison, the Regional Personnel Agency is a work unit with the best 

qualifications in the preparation of SKP.   

 

3. FINDINGS AND DISCUSSION 

 

3.1 Health Office 

The Performance Unit, a local government agency in Tanah Bumbu Regency with the lowest ability 

to prepare SKP, is the Health Office. The health office has 663 civil servants and 521 contract employees, so 

they need more attention. The following are the steps of BKD in improving the performance of ASN in the 

context of preparing SKP at the Health Office. 

Based on the theory of strategies to improve the performance of ASN in the preparation of SKP at 

the Health Service Office, the following data were obtained. Based on indicators of increasing work 

motivation, the Head of BKD Tanah Bumbu Regency explained that "There is no program to increase 

employee motivation in preparing SKP." Through this explanation, it is known that in encouraging employee 

performance, there is no specific support to improve the ability to prepare SKP. Based on the researchers' 

observations, there was no motivation given to employees related to the preparation of the SKP. 

Based on the indicators of improving employee welfare, it is explained that "so far there has been no 

program to improve employee welfare to improve the ability to prepare SKP or there are no rewards." Based 

on the results of these interviews, so far in the Department of Health, the management of employees is not 

carried out with an orientation to improve employee welfare.  

Based on the indicators of creating a harmonious organizational climate, the Head of BKD Tanah 

Bumbu Regency explained that "The program of activities carried out for the Health Office in creating a 

harmonious organizational climate includes conducting evaluation meetings to find out obstacles and follow 

up." Based on the results of interviews obtained, evaluation becomes a strategy in creating a harmonious 

organizational climate. This shows that in performance management, assessing the performance that has been 

carried out has received attention. In line with this, through researchers' observations, to create harmonious 

conditions, evaluations related to the performance and state of the work institution are carried out.  

Based on the indicators of effective leadership, explained by the Head of BKD, his role as a leader is 

"Forming a Technical Standard Preparation Team for Employee Performance Target Activities consisting of 

Ess Officers. II and Ess. III at the Health Office.  

Based on the researcher's observations, the leadership process does not run effectively. This is seen 

through the lack of top leadership in coordinating employees structurally. This condition resulted in 

communication not running smoothly, including directions related to the preparation of the SKP. It explained 

that the career development strategy in improving performance is carried out through tiering training for 

several available positions, competency testing, and practical training. It was also added that the SKP had 

been prepared during the management of promotions.  

 

3.2 Regional Personnel Agency (BKD) 

Agency Tanah Bumbu Regional Personnel Agency (BKD) is responsible for managing personnel 

within the Regional Government Work Unit (SKPD) of Tanah Bumbu Regency. This authority also applies 

to personnel management in the BKD agency itself in increasing the ability of ASN in the preparation of 

Employee Performance Targets (SKP). The Tanah Bumbu BKD is considered the best Regional Government 

Work Unit in preparing the SKP in 2020.  
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Based on the theory of strategies to improve the performance of ASN in the preparation of the SKP. 

The following data are obtained, based on the indicators of increasing work motivation, the Head of BKD 

Tanah Bumbu explained that: 

"There is no special program in increasing employee motivation in preparing SKP, but employees 

are given opportunities for assignments outside the region and the region in the form of SPPD." 

Based on this explanation, it is known that in motivating to improve performance, employees are 

given the right to develop themselves outside the agency by providing official travel permits in SPPD. Based 

on the researcher's observations, the self-development program given to employees encourages them to work 

better. Based on indicators of improving employee welfare, the Head of BKD Tanah Bumbu explained that: 

"So far, there has been no reward program in preparing SKP or best work performance. Moreover, 

making SKP as the main program succeeds in getting certain rewards, but there is a regional performance 

allowance for each employee, which is a step by the government to ensure the welfare of employees". 

Based on the indicators of creating a harmonious organizational climate, the Head of BKD Tanah 

Bumbu explained that "The preparation of SKP in BKD is done by building a performance dialogue together 

from superiors to implementers." Based on this explanation, it is known that the BKD strategy in improving 

employee performance is through performance dialogue. The Head of Employee Development Division 

further explained that: 

"Organizational Performance Dialogue is a management practice that brings together superiors and 

direct subordinates, is organized, structured, and planned, and uses performance data to review the 

performance of each unit. Also, it understands the root causes of performance gaps, then decides how to deal 

with it and agree on a plan of action." 

According to this explanation, it can be interpreted that the performance dialogue is a forum for 

meeting layers of employee elements within the scope of work of the BKD and becomes a space for 

exchanging ideas and distributing information with two-way communication.  

Based on the observations of the researchers, a harmonious work climate was built in the BKD work 

environment. This is seen through the work ethic and synergy that has been built. The researcher saw that 

several efforts were made to create this climate, including building good communication between employees 

vertically and horizontally, providing clear and comprehensive directions to subordinates, conducting and 

evaluating each performance. 

In this case, it is known that the leader has a vital role in the success of the SKP preparation 

program. Based on indicators of effective leadership, the Head of the Tanah Bumbu Regency BKD explained 

that "The role of the BKD Head is central in improving employee performance in the BKD work 

environment."  

Through the interview results, it was explained that the central role was carried out by directing and 

evaluating the results of the SKP with the team and ensuring that the vision carried it out, mission, strategic 

plan, and work agreement. In addition, leadership functions to coordinate so that elements of employees from 

various career levels can run synergistically. An example technically by the Head of BKD Tanah Bumbu 

Regency explained that: 

"for example, in a dialogue, performance is carried out by delegation of duties and authorities from 

Ess. II to the executor has gone well so that the SKP is arranged to cascade from top to bottom. Cascading 

itself is the process of elaboration of strategic objectives, key performance indicators, and performance 

targets the organization vertically and horizontally which aims to create harmony within the organization 

"These examples illustrate that the leaders in the dialogue performance are done, directing an 

employee from a high level to the executive to prepare an SKP basis of cascading, namely the synergy 

between the main performance targets and performance targets. 

The next step taken by the Head of BKD in improving the ability of employees in preparing SKP is 

to form a drafting team, namely "SKPD forms a Technical Standard Preparation Team for Employee 

Performance Target Activities." It was further explained that the team for drafting the technical standard 

consisted of "Ess. II and Ess. III on BKD". Regarding the task of the group, he explained that:  

"Compile and analyze all data and information needed in the implementation of the preparation of 

technical standards for employee work target activities; Identifying job duties activities by interviewing 

incumbents; Validating the preparation of technical standards for the work target activities of employees of 

each position by confirming the identification results to their direct superiors, and being able to receive 

opinions from officials/employees who have held positions/appointed employees or experts/experts in their 

field; Develop technical standards for employee work target activities 

Concerning these tasks, the activities carried out include "Gathering data and information, 

identifying and validating." Furthermore, regarding the obstacles in preparing SKP, he explained that "There 

are still some employees who have not fully understood the main tasks and functions, causing several 

activities that are not included in the performance targets. 
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Based on career development indicators in improving performance, the Head of BKD Tanah Bumbu 

explained that "Because the reward program for employees who excel in their performance has not yet been 

implemented, SKP has not become the main consideration in employee career development." Through this 

explanation, it is known that the success of the preparation of the SKP has not been synergistic with the 

career development of employees because the career development strategy has not been realized. Based on 

researchers' observations, leadership has been going well, and this is done with good coordination between 

leaders and subordinates in the direction of performance.  

It is reviewing the performance of employees in preparing SKP at the Health Office and BKD of 

Tanah Bumbu Regency. The Head of BKD explained that "The team for preparing technical standards for 

employee performance target activities at BKD runs according to their duties and functions while at the 

Health Office it is not optimal under their duties and functions. Has a Technical Team for Compiling 

Technical Standards for Employee Performance Target Activities which has the task of directing and 

evaluating in the preparation of SKP so that it cannot be separated from the vision, mission, strategic plan, 

and work agreement of the BKD itself". 

Based on this explanation, it can be seen that the Health Office has been less than optimal in 

implementing strategies for improving the performance of ASN employees related to the preparation of SKP. 

This is different from BKD, which is considered to have more mature efforts in improving employee 

performance.  

Based on the research results obtained in the Tanah Bumbu Regency Government, with the research 

locus at the Health Service and Regional Personnel Agency (BKD), then an analysis of the research results 

obtained was based on the theory of strategies for improving the performance of ASN in the preparation of 

the SKP used. 

 

A. Providing Motivation 

In the Health Service Work Unit, no motivation was found to encourage good SKP preparation. This 

is evidenced by the absence of a motivational program either through training, socialization, or rewards. In 

the BKD Work Unit, it is known that there is no specific program, but employees are allowed to develop 

themselves, so they are allowed to take official trips with an introduction in the form of SPPD. This self-

development effort is considered effective in increasing employee morale at work.  

 

B. Providing Employee Welfare 

In the Health Service Work Unit, there was no attempt to provide employee welfare related to SKP. 

In the BKD Work Unit, it is known that employee welfare is pursued through regional performance 

allowances. This regional performance allowance is an effort to improve employee welfare which is expected 

to be correlated with employee performance in preparing SKP.  

 

C. Creating a Harmonious Climate  

Creating a Harmonious Climate in the Health Service Work Unit, BKD in creating a harmonious 

organizational climate is carried out through evaluation, intended to identify obstacles faced by employees to 

overcome them. In the Regional Personnel Agency Work Unit of Tanah Bumbu Regency, it can be 

recognized that the strategies implemented in improving the performance of ASN in the preparation of the 

SKP include creating a harmonious organizational climate. This can be proven by forming a cooperative 

work climate, so a performance dialogue builds openness and good communication flow. The performance 

dialogue itself is carried out between levels of the government hierarchy, namely from superiors to 

implementers. This is needed to build mutual trust within the scope of government organizations. 

 

D. Effective Leadership 

Effective Leadership at the Health Office, effective leadership strategies are carried out by 

implementing the authority to guide the preparation of SKP to officials and implementing level employees at 

the Health Office, and forming a Technical Team for Compiling Technical Employee Performance Targets. 

Still, this team has not run according to its function. 

In the BKD Performance Unit, the implementation of the second strategy is through effective 

leadership. Effective leadership is done by placing the leader in a central position in managing the led. This is 

manifested through a hierarchical system, i.e., the direction goes well from the top to the bottom level so that 

the SKP is cascadingly arranged from top to bottom. In addition, the strategic role of the leader can be 

identified by his position as the Technical Head of the Technical Standard Preparation Team for Employee 

Performance Target Activities and the optimization of this team's work. 
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E. Career Development 

Career Development at the Health Office, the following strategy is to develop employee careers. 

This career development is carried out by facilitating functional jobs at the Health Office, such as grading 

training for several operational positions, competency testing, and other applicable training. Strategies that 

are not applied to the Health Office include increasing work motivation and improving employee welfare. In 

this case, it can be seen that the appreciation of SKP as an essential element in employee performance is 

lacking.  

Based on the reviews of the two government agencies, it can be seen that the BKD of Tanah Bumbu 

Regency is more optimal in the realization of performance improvement strategies. Both use systems to 

create a harmonious organizational climate and effective leadership. Regarding a balanced organizational 

environment, BKD applies evaluation and a more effective performance dialogue to improve performance. 

Regarding effective leadership, the Head of BKD provides direct, hierarchical direction regarding the 

preparation of SKP to reach all existing employees. In contrast, at the Health Office, leadership is limited to 

making coaching programs. The result of the implementation of this strategy is that the BKD of Tanah 

Bumbu Regency has succeeded as the best agency in preparing the SKP. In BKD Agencies, providing 

motivation is carried out in the form of self-development of employees inside and outside the region by 

supplying SPD and providing regional performance allowances as a form of strategy to improve employee 

welfare. The strategy that is not used for BKD in enhancing the performance of ASN is a career development 

strategy. 

Based on this comparison, it is possible to formulate recommendations for strategies to improve the 

performance of ASN in the preparation of SKP at the Health Office. The recommended approach is 

optimization in creating a harmonious organizational climate, especially in performance dialogue, optimizing 

ineffective leadership to run a leadership system that reaches all officials and implementers.  

 

 

4. CONCLUSION  

This research shows differences in the performance improvement strategies applied in the Health Office 

and the Regional Personnel Agency (BKD) of Tanah Bumbu Regency in the program for preparing 

Employee Performance Targets (SKP). Effective leadership strategies are applied at the Department of 

Health, creating a pleasant organizational climate and career development. Regarding effective leadership 

strategies, the program for establishing a technical team for developing SKP standards in its implementation 

has not run optimally. Regarding creating a harmonious organizational climate, it is only limited to 

conducting evaluations. Regarding career development, SKP is only used when the employee is taking care 

of promotion. 

There are differences in the Regional Personnel Agency of Tanah Bumbu Regency. The performance 

improvement strategy is to create a harmonious organizational climate and effective leadership, motivate and 

improve welfare. Creating a pleasant organizational environment is carried out by conducting performance 

dialogues from the top level to the implementer and evaluating to identify the obstacles. This is done by 

running a hierarchical work system to reach all employees in the work unit in an effective leadership strategy. 

The Technical Preparation Team for Employee Performance Targets is running well. 

Recommendations that can be given technically to the Regional Government Work Units in Tanah 

Bumbu Regency:  

a.  They are optimizing employee performance improvement strategies through creating a harmonious 

climate by realizing an effective performance dialogue for all levels of employees from top to 

bottom. 

b. Optimizing employee performance improvement strategies through effective leadership by 

optimizing the Technical Preparation Team for Employee Performance Targets and optimizing the 

leadership function in charge of structurally integrating each employee. 

c. Optimizing employee performance improvement strategies through career development and 

continuous SKP preparation programs.  

d.  Implementing performance improvement strategies that have not been carried out include providing 

motivation and employee welfare. 

e. Technical advice is addressed to the BKD of Tanah Bumbu Regency, namely to implement a 

performance improvement strategy that has not been carried out, namely career development. 

 

 

 

 

 

 



102 
 

International Journal of Politic, Public Policy and Environmental Issues (IJ3PEI) Vol. 1 No 2, October 2021 

 

REFERENCES  

Agus Sabardi, (2001). Management Introduction to, Revised Edition. Yogyakarta. Publisher: Management 

Academy Corporate YKPN. 

Alamsyah, Lufhti Faturahman, Firdaus Muhammad, Bagas Lukman, (2017)  Performance Improvement 

Strategy Using Balanced Scorecard in North Jakarta City Government Performance Improvement 

Strategy using Balanced Scorecard at The North Jakarta Government 1, Journal of Regional 

Development Management Volume 9 Number 1, June 2017. 

Edison, Emron Etc. (2017). Human Resource Management (Strategy for Change to Improve Employee and 

Organizational Performance). Bandung: Alphabeta. 

Fredy Rangkuti, (2005). Techniques SWOT Analysis Business Case Surgery. Jakarta. Publisher: PT Gramedia 

Pustaka Utama. 

Ghozali, Imam. (2011). Aplikasi Analisis Multivariabel Dengan Program SPSS. Semarang: Badan Penerbit 

Universitas Diponegoro. 

H. Hadari Nawawi, (2003). Manajemen Sumber Daya Manusia Untuk Bisnis Yang Kompetitif, Cetakan ke-7, 

Gadjah Mada University Press, Yogyakarta. 

Hasibuan, Malayu SP (2016). Manajemen Sumber Daya Manusia.Edisi Revisi. Jakarta : Penerbit PT Bumi 

Aksara. 

Heny Sidanti (2015). Pengaruh Lingkungan Kerja, Disiplin Kerja Dan Motivasi Kerja Terhadap Kinerja 

Pegawai Negeri Sipil Di Sekretariat DPRD Kabupaten Madiun. Jurnal JIBEKA, Volume 9. No.1, 

Februari 2015. 

Ilyas, Yaslis. (2011). Kinerja, Teori, Penilaian dan Pelatihan. Jakarta. BP FKUM UI. 

Kaplan RS, Norton DP. (1996). Balanced Scorecard : Menerapkan Strategi Menjadi Aksi, Jakarta: Erlangga. 

Mangkunegara, Anwar Prabu, (2003 Perencanaan dan Pengembangan Sumber Daya Manusia, Bandung: 

Refika Dharma. 

Notoatmodjo, Soekidjo. (2009). Pengembangan Sumber Daya Manusia.Jakarta : PT. Rineka Cipta. 

Perubahan Rencana Strategis Badan Kepegawaian Daerah Kabupaten Tanah Bumbu 2016-2021. 

Regional Personnel Agency Document (2020), Regency Tanah Bumbu. 

Rencana Strategis Dinas Kesehatan Kabupaten Tanah Bumbu 2019. 

Rivai, Veithzal (2008). Manajemen Sumber Daya Manusia Untuk Perusahaan. Jakarta: dari Teori dan 

Praktik. Jakarta: Grafindo Persada. 

Sadarmayanti, (2014). Manajemen Strategi. Bandung. Penerbit: Refika Aditama. 

Salem, R., Sompa, AT and Muharram, S., (2021). Urgency Analysis And Identification of Weaknesses In 

Implementation Of Accountability System Performance of Government Institutions (Sakip) Tanah 

Bumbu Regency 2015-2021.International Journal of Politic, Public Policy, and Environmental 

Issues,1(01), pp.16-24. 

Sarwono, (1993). Teori-teori Psikologi Sosial. PT Raja Grafindo Persada. : Jakarta. 

Simamora (2004). Manajemen Sumber Daya Manusia. Jakarta : Bumi Aksara. 

Sjafrizal. (2014). Perencanaan Pembangunan Daerah Dalam Era Otonomi. Jakarta: PT Rajagrafindo Persada. 

Sompa, AT, (2021). Legislative Election 2019: Overview of the Civil Apparatus Position in Barito Kuala. 

Sugiyono. (2005). Memahami Penelitian Kualitatif. Bandung: CV.Alfabeta. 

Suhartono (2017) Strategi Peningkatan Kinerja Pegawai Aparatur Sipil Negara (ASN) Kecamatan Muntilan 

Kabupaten Magelang. Tesis STIE Widya Wiwaha. 

Wake up, Wilson (2012). Human Resource Management. Jakarta: Erlangga. 

Wirawan (2009). Evaluasi Kinerja Sumber Daya Manusia Teori Aplikasi dan Penelitian. Jakarta. Penerbit: 

Salemba Empat. 


