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ABSTRACT 

This study aims to find out how the Performance of Employees in the Office of Population and Civil 

Registry of North Morowali Regency. This type of research used is descriptive and the basic research 

used is qualitative research methods. The informants in this study were determined positively by the 

number of informants as many as 7 people, data collection techniques through observation, interviews 

and documentation. In this study using Suyadi Prwirasentono's theory, where there are 4 (four) indicators 

that there are employee performance at the Office of Population and Civil Registration of North Morowali 

Regency in terms of effectiveness, authority and responsibility, discipline, initiative. Based on the results 

of existing research that the performance of employees at the Office of Population and Civil Registry of 

North Morowali Regency is considered quite good. 
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INTRODUCTION 

Government is a group of people who manage the authorities of the institutions where 

they are placed as personifications of power. So, if the rules of the game and institutions are two 

abstract and static components of a government system, the bureaucratic apparatus and political 

officials who sit in the three branches of government are concrete, active and dynamic 

components (Badjido & Samad, 2014) 

State management certainly cannot be separated from the role of the government 

apparatus as the main driver of the running of the government. The State Civil Apparatus (ASN) 

as the government apparatus and public servants as the most important assets that spearhead in 

carrying out the tasks of the responsibility of government agencies is to carry out the functions 

of service, development and empowerment to the community as beneficiaries, therefore every 

government agency must realize excellent service where these objectives will not be achieved if 

it is not supported by maximum performance. Bureaucracy in Indonesia has certain 
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characteristics, so people are often allergic when dealing with bureaucracy (Amirullah & 

Darwis, 2015; Astini, Wijaya, & Muluk, 2015; Siagian, Sondang, 2004). 

Coordination is defined as an activity carried out by various parties that are equal to 

provide information and arrange together (agree) certain things, so that on one hand the process 

of carrying out the tasks and the success of one party does not interfere with the process of 

carrying out the tasks and success of the other party, while on the other hand one directly or 

indirectly supports the other party. 

Government efforts in providing optimal public services are important to do 

(Hardiansyah, 2011; Kamaruddin Sellang, 2016; Rukayat, 2017). Public services must get 

serious attention because they are the main tasks and functions inherent in the government 

apparatus. The level of quality of public service performance has broad implications in various 

aspects of life, especially to achieve the level of community welfare. Therefore efforts to 

improve public services must be carried out continuously and carried out by all levels of the 

local government apparatus (Enggarani, 2016; Maryam, 2016; Mirnasari, 2013). The quality of 

public services is generally determined by several aspects, namely: systems, institutions, human 

resources, and finance in the administration of public services. Public services, as is the case in 

many other countries, include education, health, public transportation, housing, social welfare, 

electricity and drinking water provided by government bureaucracy with the aim of improving 

citizens' welfare (Hartley, 2005; Seaden & Manseau, 2001 ; Ziman, 1991) 

Employee performance is the result of quality and quantity of work achieved by an 

employee in carrying out their duties in accordance with the responsibilities given to him 

(Mangkunegara, 2003, 2016). Improved employee performance is important given the change in 

direction of government policy as desired by the spirit of reform to broader provide space and 

greater participation for the community in government and development activities (Kompaso & 

Sridevi, 2010; Shahzadi, Javed, Pirzada, Nasreen, & Khanam, 2014; William, 2010). Where the 

government and apparatus have more roles as facilitators. This change in policy direction has 

implications for the ability of professionalism of employees in responding to the challenges of 

the globalization era in the face of tight competition with other countries in the world. Starting 

from this thought, the improvement in the performance of the apparatus is an urgent matter that 

must be carried out today for the sake of the good aspects of government as a subject in the 

implementation of servants and the community which are the objects of recipients of these 

services. 

Employee Performance at the Department of Population and Civil Registration of North 

Morowali Regency as a government agency that is bound by its main duties and functions in 

service to the community certainly cannot be separated from the process and results of the 

achievement at the end of work, in this case employee performance is the work of employees 

both in terms of quality and quantity based on predetermined performance standards that have 

been achieved by the Department of Population and Civil Registration of North Morowali 

Regency in carrying out their duties in accordance with their responsibilities. Performance is the 

achievement of results (outcomes) at the level or unit of the organization, performance at the 

organizational level is related to organizational goals, organizational design, and organizational 

management legally, does not violate the law and a long process other than by improving the 

quality of performance towards the better. conducted by employees of the Office of Population 

and Civil Registration in North Morowali Regency. 
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METHOD 

This type of research is a qualitative descriptive study. The types of data used are primary 

data and secondary data. Data collection techniques used are observation, interviews, 

documentation and triangulation. Data analysis consists of data collection, data condensation, 

data presentation and drawing conclusions. 

 

RESULT AND DISCUSSION 
 

Morowali Regency Uatara Regency Population and Civil Registry Office staff are 

demanded to have good performance in carrying out government duties, because as employee 

performance, it is used as a benchmark by the community to assess the effectiveness and 

efficiency of carrying out the duties of employees in providing services to the community. 

 

Employee Effectiveness 

 

Employee effectiveness is the beginning of organizational success, because the 

effectiveness of individuals (employees) will produce group-level effectiveness, the 

effectiveness of this group moves in an organization that has a common goal or bias said the 

level of organizational effectiveness in this case the Office of Population and Civil Registry of 

Morowali Regency North, intended to be able to achieve organizational goals in accordance 

with a predetermined time. 

 

Employee Discipline 

 

Based on the results of disciplinary research the attendance of employees does not 

comply with applicable rules. The delay is due to outside constraints such as those who are 

already taking care of the household and taking care of the children, organizing the school first 

and the existing authority as an office employee is late entering the office. Although this is the 

case, employees who are late in adding office hours out of hours determined by the rules. 

 

Employee Authority and Responsibility 

 

Responsibility is a very important thing that must be owned by every individual, as well 

as in the scope of the organization, the attitude of responsibility that grows from an employee 

will have an impact on the applied aspects of exercising authority that will be delegated by 

superiors. Based on the research results, the authority and responsibility of the employees are 

good enough, but professionalism and work enthusiasm have not been maximized and the 

sanctions given have not been maximized. 

 

Employee Initiative 

 

Initiative is the ability for someone to decide and do something right without having to be 

told, able to find what should be done about something that is around, trying to keep moving 
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and doing something with good ideas. Based on the results of the study, employee initiatives are 

in the quite good category, this is seen from the awareness in an employee in the demands of 

work is still not optimal. 

 

 

 

Discussion 

 

Employee Effectiveness 

 

Each employee is required to have the ability of human resources so that in carrying out a 

job can be completed within the allotted time. If the target is achieved and can be said to be 

effective, and vice versa if the target cannot be achieved according to the target, then it can be 

said then the results of the work are less effective. 

 

Employee Discipline 

 

Work discipline can be defined as an attitude of respect, respect, obedience and obedience 

to the applicable regulations, both written and unwritten and able to run without avoiding to 

accept what sanctions if they violate the duties and authority given to him. Discipline is a 

management action that encourages employees to meet various standards that must be met by 

employees. The provisions set by the organization are certainly an emphasis on each individual 

employee. 

 

Employee Authority and Responsibility 

 

Responsibility is a very important thing that must be owned by every individual, as well 

as in the scope of the organization, the attitude of responsibility that grows from an employee 

will have an impact on the applied aspects of exercising authority that will be delegated by 

superiors. Each employee is equipped with the authority to carry out work and to adhere to the 

inherent or accountability authority. Authority and responsibility must be balanced. Every job 

must be able to provide accountability in accordance with the authority. Therefore, the smaller 

the authority the smaller the responsibility and vice versa. 

 

Employee Initiative 

 

Every human being must have an initiative that distinguishes the levels, there are low and 

high tones, the level of initiative is directly proportional to the level of risk, low initiative 

employees will get little or no risk because he works according to orders, while employees who 

have the initiative high will have a high risk too. But the high risk will be followed by the 

success obtained when funding initiatives work steps taken with a good idea or idea base 

(Sentono, 2012). 

CONCLUSION 



Jumiani1, Syahruddin Hattab2; Employee Performance at the Office of Population …|107 

 

 

 

Based on the results of the study, the organizational performance of the Palu City 

Regional Disaster Management Agency office is still not good, seen from the indicators of 

productivity, service quality, responsiveness, responsibility, and accountability. Even though the 

indicators of responsibility and accountability have received quite good responses from the 

community, but indicators of productivity, service quality, and responsiveness still need more 

attention from the office of the Palu City Disaster Management Agency.  
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