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Abstract

Many things can affect the performance of midwives to create results that meet expectations. Some things that can
affect performance are competence and professionalism. To analyze the influence of competence and
professionalism significantly on the performance of midwives at the Kendari City Regional General Hospital. To
analyze the influence of competence significantly on the performance of midwives at the Kendari City Regional
General Hospital. And to analyze the influence of professionalism significantly on the performance of midwives
at the Kendari City Regional General Hospital. This study uses quantitative methods. The population in this study
was midwives working at the Regional General Hospital (RSUD) of Kendari City. Respondents taken in this study
amounted to 41 people with information from midwives who were in the Raung Ponek Azalea. The data collection
method used in this study was using questionnaires and documentation. This study used multiple linear regression
analysis. Competence and professionalism together have a positive and significant influence on the performance
of midwives at the Kendari City Regional General Hospital (RSUD). Competence and professionalism together
have a very important role in improving the performance of midwives at the Kendari City Regional General
Hospital (RSUD).

Keywords occupational safety, occupational health, employee performance.
1. Introduction

Human Resources (HR) is one of the most important assets for an organization or company. In
the era of globalization and increasingly tight competition, the success of an organization is
highly dependent on the abilities and competencies of its employees. Quality HR can drive
innovation, increase productivity and create a positive work environment. Therefore,
investment in HR development is a must for organizations that want to survive and thrive in a
dynamic market.

The role of HR is not only limited to recruitment and selection, but also includes training, career
development and performance management. This process aims to ensure that every individual
in the organization has the skills and knowledge needed to achieve common goals. With a good
HR management system, organizations can create teams that is solid and collaborative, which
in turn will result in better performance and achievement of strategic goals.

The performance of midwives in hospitals is one of the important factors in determining the
quality of health services, especially in the field of midwifery concerning maternal and child
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health. In the Regional General Hospital (RSUD) of Kendari City, the role of midwives is very
strategic, considering the high demand for midwifery services and the challenges faced in
maintaining the quality of services amidst limited human resources and facilities. The
phenomena that occur in the field show that although midwives have a great responsibility in
providing medical services, there has been no in-depth study of the factors that directly
influence their performance, such as competence and professionalism.

There is a gap between expectations and reality in the field. Ideally, midwives are expected to
have optimal competence in providing maternal and child health services in accordance with
applicable standards. However, in reality, there are still midwives who have not fully mastered
communication with patients and families. In addition, the professionalism of midwives should
be reflected in dedication to the profession, social obligations, independence, belief in
professional regulations and relationships with fellow professionals. In reality, some midwives
face obstacles such as high workloads, lack of ongoing training and limited appreciation of their
profession which can have an impact on professionalism in performance. With this gap, more
concrete efforts are needed to improve the competence and professionalism of midwives, both
through ongoing training, improving the welfare of health workers and improving the hospital
management system so that the performance of midwives at the Kendari City Hospital can be
more optimal in providing quality health services.

This study aims to analyze the influence of competence and professionalism significantly on
the performance of midwives at the Kendari City Regional General Hospital, to analyze the
influence of competence significantly on the performance of Midwives at the Kendari City
Regional General Hospital. And to analyze the influence of professionalism significantly on the
performance of Midwives at the Kendari City Regional General Hospital.

The results of this study are expected to play an important role in the development of science
and problem-solving in various fields. In every study, there are benefits that can be obtained,
both for the researcher himself and the wider community. The benefits of the results of this
study include theoretical and practical uses.

2. Literature Review

The independent variables in this study are the competence and professionalism of midwives,
while the dependent variable is the performance of midwives.

1) Midwife Competency: Competence is basically a set of minimum requirements for a person
to carry out a task or function according to their field, covering several aspects that are
needed by a midwife. With indicators, namely
a) Skills: skills are the midwife's ability to carry out certain tasks well and efficiently.

b) Knowledge: knowledge refers to the understanding and information an individual has
regarding a particular field or subject matter.

¢) Social roles: social roles refer to an individual's ability to interact and contribute
effectively in society.

d) Self-image: self-image is an individual's perception of themselves, which includes the
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assessments, beliefs and feelings they have about themselves.

2) Professionalism: profesionalism is the characteristics (ability, skills, way of carrying out
something, etc.) as are naturally found in or carried out by a professional. With indicators,
namely

3)

a)
b)
©)
d)

e)

Dedication: dedication namely an individual's commitment to give their best in their
work.

Social obligation: Social obligation reflects professional responsibility, namely
regarding how to contribute to society.

Autonomy demands: autonomy refers to the ability of professionals to make decisions
independently in their practice.

Human Resources (HR) Number: the total number of human resources available in an
organization to carry out various tasks and responsibilities.

Belief in self-regulation: Belief in professional regulations, namely showing the
importance of ethical standards and codes of conduct in every profession.

Performance is the work results achieved by a person/group of people in an organization in
accordance with their respective authorities and responsibilities in order to achieve the goals
of the organization concerned, legally, without violating the law and in accordance with
morals and ethics. With indicators, namely

a)
b)

©)
d)

Quantity of Work, namely, showing the amount of work produced by individuals or
groups as a requirement that will become the work standard.

Quality of Work, namely every employee in the company must meet certain
requirements to be able to produce work according to the quality required for a particular
job.

Punctuality, namely each job has different characteristics for certain types of jobs must
be completed on time because they are dependent on other jobs.

Attendance, which is related to a certain type of work, requires employees to be present
to work according to the specified time.

Collaboration Ability, namely related to the fact that not all work can be completed by
one employee alone, for certain types of work it may have to be completed by two or
more employees.

This research framework hypothesizes that competence and professionalism have a significant
influence on midwife performance, competence has a significant influence on midwife

performance and professionalism has a significant influence on midwife performance. The

following is a visual representation of the research framework:
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Figure 1. Research Framework
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Research Hypothesis

H1. Competence and Professionalism have a significant effect on Midwives’ performance.
H2. Competence has a significant effect on Midwives’ performance.

H.3. Professionalism has a significant effect on Midwives’ performance.

3. Research Method

This study uses descriptive research with a quantitative approach, namely revealing the
influence between variables expressed in numbers and explaining it by comparing it with
existing theories and using data analysis techniques that are appropriate to the variables in the
study. The population in this study was 116 people and the sample in this study focused on
midwives in the Azalea Ponek room, totaling 41 people. The data sources in this study include
two categories, namely: (1) Primary Data: This data is obtained directly from respondents
through questionnaires, group discussions, panels or documentation. In this study, primary data
was collected from Midwives at the Kendari City Regional General Hospital through
distributed questionnaires. (2) Secondary Data: This data is obtained from other sources such
as books, the internet and relevant documents. Secondary data in this study includes information
from books, online sources, and documents from the Kendari City Regional General Hospital,
including the number of employees, job levels, employee functions according to their fields and
other related documentation. The data processing technique for this research uses SPSS
computational calculations because this program has a graphical environment using descriptive
menus.

4. Finding and Discussion

The characteristics of respondents in this study are a description of individual identity
(Midwives). This data analysis aims to obtain information about individual identity which
includes: Age, gender, division/position, status, last education and length of service.

Table 1. Respondent Characteristics

Age Number of People | Percentage
(%)

23-27 years old 5 12%

28-32 years old 10 24%

33-37 years old 22 54%

38-42 years old 4 10%

Total 41 100%

Gender Number of People | Percentage
(%)
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Male 0 0%

Female 41 100%

Total 41 100%

Midwife Status Number of People | Percentage
(%)

Not married 5 12%

Married 36 88%

Total 41 100%

Group Number of People | Percentage
(%)

Skilled Midwife 12 30%

Advanced Midwife 10 24%

First Expert Midwife 9 22%

Associate Expert | 10 24%

Midwife

Total 41 100%

Last education Number of People | Percentage
(%)

D3/D4 31 76%

S1 7 17%

S2 3 7%

Total 41 100%

Years Of Service Number of People | Percentage
(%)

1-5 years 11 27%

6-10 years 25 61%

11-15 years 5 12%

Total 41 100%
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According to Ghozali (2006), a questionnaire is said to be valid if the variable loading factor
value is greater than 0.5 (0.5 > Sig.) According to Sugiharto and Sitinjak (2006), validity is
related to a variable measuring what should be measured. Validity in research states the degree
of accuracy of the research measuring instrument to the actual content being measured. Validity
testing is a test used to show the extent to which the measuring instrument used in a measure
what is being measured.

According to Ghozali (2006) reliability testing is an index that shows the extent to which a
questionnaire can be trusted or not. A questionnaire is said to be reliable if a person's answer to
the statement is consistent or stable over time. A variable is said to be reliable if it gives a
cronbach alpha (o) value greater than 0.6.

Table 3 Results of Multiple Linear Regression Analysis

Regression Results

Variable Coefisient | t count | tsig
Regresi

Competence 0,160 2,062 0,046

Profesionalism | 0,594 7,271 0,000

Constanta =19,104 N=41

F count =45,761 o= 0,05

F sig = 0,000

R =0,841

R Square =0,707

Adjusted R Square = 0,691

Based on Table 3, the results of multiple linear regression analysis produce the following
equation: Y=19.104 +0.160X1 + 0.594X2 + e

Referring to the table and equation above, it can be interpreted as follows: The regression
equation shows the relationship between the dependent variable (Y) and two independent
variables (X: and X2). The constant value of 19.104 indicates that when Xi and X: are zero, Y
is estimated to be 19.104. The regression coefficient for X is 0.160, which means that every 1
unit increase in Xi, assuming Xo remains constant, will increase Y by 0.160 units. The
regression coefficient for X of 0.594 indicates that every 1 unit increase in Xz, assuming Xi
remains constant, will increase Y by 0.594 units. Since the coefficient value of X is greater
than Xi, it can be concluded that X has a greater influence on Y than Xi. There is an error term
(e) that reflects other factors outside the model that can affect the value of Y.

Hypothesis Testing. The F test aims to find out whether the independent variables
simultaneously affect the dependent variable. The F test is conducted to see the effect of all
independent variables simultaneously on the dependent variable. The level used is 0.05, or 5%,
namely if the significant value of F <0.05 then it can be concluded that the independent
variables simultaneously affect the dependent variable (Ghozali, 2016). Based on the
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results of the F test shown in Table 3, it is known that the F count value of 45.761 indicates that
the model has a strong relationship between the independent variables, namely competence and
professionalism, with the dependent variable, namely midwife performance. In addition, the
significance value (Sig.) Of 0.000, which is less than 0.05, indicates that this model is
significant. Thus, it can be concluded that the regression model used in this study is significant,
so that competence and professionalism simultaneously affect the performance of midwives at
Kendari City Hospital. Partial t-test aims to test the research hypothesis, namely to see whether
each independent variable (X) partially has a significant effect on the dependent variable (Y).
This hypothesis test can be done by comparing with and the value with a: 0.05. If > or < from
a: 0.05, then accept H1 or reject HO. Conversely, if < or > from a: 0.05, then reject H1 or accept
HO. Based on the results of the t-test shown in Table 3, it is known that both competence and
professionalism have a significant influence on the performance of midwives at Kendari City
Hospital. The competence variable has a t-value of 2.062 with a significance level of 0.046,
which is smaller than 0.05, so it can be concluded that competence has a significant effect on
midwife performance. Meanwhile, the professionalism variable has a t-value of 7.271 with a
significance level of 0.000, which is much smaller than 0.05, indicating that professionalism
has a stronger and more significant influence on midwife performance than competence. Thus,
although both variables affect midwife performance, professionalism has a greater impact on
improving performance than competence.

Results of Determination Coefficient Analysis (R2). The determination test is used to measure
the model's ability to explain how much influence the independent variables simultaneously
influence the dependent variable which can be indicated using R Square if there is only one
independent variable and using Adjusted R Square if there are more than one independent
variable. Because this study uses more than one independent variable, Adjusted R Square is
used. According to Ghozali (2016), a small determination coefficient value means that the
ability of the independent variables to explain the dependent variable is very limited, conversely
if the value is getting closer to 1, it can be interpreted that the independent variables have the
ability to provide all the information needed to predict the dependent variable. Based on the
results of the determination coefficient test shown in Table 3, the Adjusted R Square value of
0.691 indicates that 69.1% of the variation in the dependent variable, namely performance
Midwives can be explained by independent variables, namely competence and Professionalism.
The remaining 30.9% is explained by other factors outside this research model. The high
Adjusted R Square value, which is close to 1, indicates that the regression model has a good
ability to explain the relationship between independent and dependent variables. Thus,
Competence and Professionalism simultaneously contribute significantly to explaining the
performance of Midwives at the Kendari City Regional General Hospital (RSUD). So it can be
concluded that Competence and Professionalism have a strong influence on the performance of
midwives so that these aspects need to be the main focus of the Hospital in order to improve
the overall performance of midwives.

The Influence of Competence and Professionalism on Midwife Performance. The results of the
first hypothesis test (H1) show that the variables of competence and professionalism together
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have a positive and significant effect on the performance of midwives at the Kendari City
Regional General Hospital (RSUD). This finding explains that the better the competence and
professionalism in the hospital, the better the performance of midwives at the Kendari City
Regional General Hospital. The competence of a midwife includes various elements, including
the ability to handle the labor process and care for the mother and baby, which shows their level
of technical expertise. A thorough understanding of medical procedures, developments in the
field of midwifery, and health policies are important foundations for providing quality services.
The social aspect is also a crucial part of competence. A midwife must be able to communicate
effectively with patients, families, and other health professionals. A good self-image contributes
to instilling public trust in the midwife profession, which is reflected in the behavior, ethics,
and responsibility shown in every action. The professionalism of a midwife shows attitudes,
values, and dedication in carrying out tasks in accordance with applicable ethical norms and
professional regulations. Professionalism in midwifery involves several main indicators,
namely: (1) devotion to the profession that reflects the midwife's compliance with standard
operating procedures (SOP) and hospital regulations; (2) social responsibility that reflects the
midwife's commitment to providing optimal health services to patients and the community; (3)
autonomy, which includes moral aspects, integrity, and attitudes towards oneself and patients;
(4) belief in professional regulations that reflect certainty regarding various existing
regulations; and (5) interactions with fellow professionals that demonstrate the midwife's ability
to collaborate with other medical personnel to improve performance. Empirically, various
studies have shown that the competence and professionalism of midwives have a real impact
on improving their performance. Midwives with high competence tend to be more capable of
handling patients quickly, accurately and in accordance with midwifery service standards. Good
competence also allows midwives to make the right decisions in emergency situations,
improving the safety of mothers and babies. In addition, high professionalism reflects the
attitude of responsibility, discipline, and commitment of midwives in providing good
performance. Midwives who work with high professionalism will be more disciplined in
carrying out their duties, following established procedures and maintaining good
communication with patients and other medical personnel. Research in various hospitals shows
that midwives who have high professionalism also tend to be more satisfied with their work
which ultimately has a positive impact on improving performance in the hospital.

The Influence of Competence on Midwife Performance. The results of the second hypothesis
test (H2) show that competence has a positive and significant effect on the performance of
midwives at the Regional General Hospital (RSUD) of Kendari City. This finding indicates that
the better the application of competence applied by midwives, the better the performance tends
to increase significantly. In other words, competence plays an important role in supporting the
achievement of optimal performance. Midwives’ competencies cover various aspects, such as
skills in handling childbirth and maternal and infant care, which demonstrate their technical
expertise. In addition, extensive knowledge of medical procedures, developments in midwifery
science, and health policies are the main foundations in providing quality services. Not only
that, social roles are also an important part of competency, where midwives must be able to
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interact with patients, families, and other health workers effectively. Furthermore, a positive
self-image also plays a role in building public trust in the midwife profession, which is reflected
in the attitudes, ethics, and responsibilities shown in every action. Empirically, various studies
have shown that midwife competence directly contributes to improving performance in
hospitals. Midwives with high competence are more capable of providing safe, effective
midwifery care in accordance with standard operating procedures, for example, competence in
mastering technical skills allows midwives to handle the labor process more quickly and
precisely, thereby reducing the risk of complications for mothers and babies. Competence in
communication and education aspects also plays an important role in building good
relationships with patients, increasing patient confidence and helping them understand the steps
of care that must be taken. Research conducted in several hospitals in Indonesia shows that
midwives with a high level of competence are quicker in making medical decisions, more
careful in documenting medical records and more disciplined in following midwifery service
standards which ultimately have an impact on improving overall performance.

The Influence of Professionalism on Midwife Performance. The results of the third hypothesis
test (H3) show that professionalism has a positive and significant effect on the performance of
midwives at the Kendari City Regional General Hospital (RSUD). This finding indicates that
the higher the professionalism attitude of midwives, the more their performance tends to
increase significantly. In other words, professionalism plays a role as one of the important
factors that supports the achievement of optimal performance. Midwife professionalism reflects
attitudes, values, and commitments in carrying out duties in accordance with ethical standards
and professional rules. Professionalism in midwifery includes several main indicators,
including: (1) devotion to the profession, which reflects midwives' compliance with standard
operating procedures and hospital regulations; (2) social obligations, which reflect midwives'
dedication to providing the best health services to patients and the surrounding environment;
(3) independence, which involves moral aspects, integrity and attitudes towards oneself and
patients; (4) belief in professional regulations which reflects belief in all existing regulations;
and (5) Relationships with fellow professions, which show the ability of midwives to work
together with other medical personnel to improve performance. Empirically, various studies
have shown that midwife professionalism directly contributes to improving midwife
performance. Midwives who have a high level of professionalism tend to be more disciplined
in carrying out their duties, following established procedures and maintaining good
communication with patients and other medical personnel. Good professionalism is also
reflected in an attitude of empathy, concern and ability to deal with various patient conditions
calmly and responsibly, professional midwives will always comply with standard operating
procedures in handling childbirth, conduct thorough examinations and provide clear education
to patients regarding pregnancy and post-partum care. In addition, midwives with high
professionalism tend to have a strong commitment to their profession, continue to improve their
skills, and work together with the medical team to provide optimal performance. Various studies
in hospitals and health service centers have shown that a good level of professionalism
contributes to increasing patient satisfaction, the effectiveness of medical personnel, and overall
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performance quality.
5. Conclusion

Based on the results of the analysis of the discussion obtained, the following conclusions can
be put forward: 1. Competence and Professionalism simultaneously have a significant influence
on midwife performance. These two variables support each other in creating a conducive work
environment. A combination of good competence and professionalism can improve midwife
performance. Competence has a positive and significant effect on midwife employee
performance. This shows that skills, knowledge, social roles and self-image can improve
midwife performance. Professionalism also has a positive and significant effect on midwife
performance. Devotion to the profession, social obligations, independence, belief in
professional regulations and relationships with fellow professions can create working
conditions that support midwife performance.

References

Abidin Djalla, R. N. H., & Patintingan, A. (2018). Faktor-faktor yang mempengaruhi
profesionalisme petugas kesehatan di Puskesmas Baroko Kabupaten Enrekang. Jurnal Ilmiah
Manusia dan Kesehatan, 1(1), 16-23.

Achmad, S. R. (2022). Pengaruh pelatihan terhadap kompetensi bidan di rumah sakit. Jurnal
Manajemen Sumber Daya Manusia, 14(1), 45—60.

Afdal, L. (2024). Pengaruh kepuasan kerja dan organizational citizenship behavior terhadap
kinerja bidan di Rumah Sakit Umum Daerah Kota Kendari* (pp. 32-35).

Afidatul Munawaroh. (2019). Pengaruh kompetensi dan motivasi kerja terhadap kinerja
perawat di Rumah Sakit Paru Manguharjo Madiun tahun 2019* (pp. 22-24).

Angka Utama. (2018). Kompetensi, kompensasi dan motivasi dalam mempengaruhi kinerja
pegawai pada PT KMAC Kyosei Nandya Indonesia [Skripsi, Sekolah Tinggi Ilmu Ekonomi
IPWI]. Jakarta.

Arifai, M., Haris, A., Yasir, Y., Kurra, S. D., & Hardiyanti. (2023). Pengaruh kepemimpinan,
kompetensi dan motivasi terhadap kinerja pegawai pelayanan kesehatan Kabupaten Teluk
Bintuni Provinsi Papua Barat. Jurnal Manajemen Pelayanan Kesehatan, 12(2), 67-78.

Armila Astiyana Triadi. (2024). Analisis pengaruh kompetensi terhadap kinerja pegawai di
rumabh sakit. Jurnal Manajemen Kesehatan, 14(3), 150—160.

Arnila Astiyana Triadi, dkk. (2024). Pengaruh kompetensi PMIK terhadap kinerja petugas
rekam medis di Rumah Sakit Angkatan Udara Dr. Esnawan Antariksa. Jurnal Kesehatan, 2(2),
287-297.

Budiharjo, & Alviana, C. (Eds.). (2017). Manajemen sumber daya manusia. Jakarta: [Penerbit
not specified].

Damayanti, F. N., Santosa, B., & Ta’adi. (2023). Profesionalisme bidan dalam penanganan

377

FMI

Published by:
l DK f MANAJEMEN
SONFESIA
KIRAMDA LML LI .‘



Semunar Nasional IR
FMI 2025 Batam Batam

2025

e-ISSN: 3026-4499

Prosiding Vol. 5

21-23 Oktober 2025

kegawatdaruratan COVID-19. Jurnal Keperawatan, 15(2), 89-98.

Davi, F. H., Widiyanto, R., Lestari, M. A. C., & Damayanti, N. A. (2023). The effect of proactive
personality, professionalism, and work engagement on performance among village midwives
in neonatal complication management using the integrated management of childhood illness.
Journal of Economic and Development Policies, 15(1), 1-12.

Devi Geshila Ramadhani, & Sulistiyawan, E. (2023). Pengaruh kualitas sumber daya manusia
(SDM) dan profesionalisme kerja terhadap kinerja pegawai pada Dinas Sosial Provinsi Jawa
Timur. Journal of Sustainability Business Research, 4(4), 44—54.

Fariz Dwi Ramadhan, & Suhana. (2022). Peningkatan kinerja pegawai: Peran kompetensi,
lingkungan kerja fisik dan non fisik. Journal of Management & Business, 5(1), 591-600.

Fariz Dwi Ramadhan, F. (2022). Kompetensi dan kinerja bidan: Perspektif teoritis dan praktis.
Jakarta: Penerbit Health Science.

Hadian Widyatmojo, H. (2023). Faktor-faktor yang mempengaruhi kinerja pegawai di sektor
kesehatan. Jurnal Manajemen Kesehatan, 12(1), 65-75.

Hadian Widyatmojo, H. (2023). Studi kompetensi dan profesionalisme bidan. Jurnal Ilmu
Kesehatan, 12(4), 210-220.

Hariyanto, A. A., Tewal, B., & Uhing, Y. (2023). Pengaruh profesionalisme, motivasi, dan
keselamatan kesehatan kerja (K3) terhadap kinerja pegawai di Rumah Sakit TNI AL Dr. Wahyu
Slamet Bitung selama masa pandemi COVID-19. Jurnal Administrasi Bisnis, 15(1), 1-10.

Hidayati, L. (2024). Pengaruh kompetensi dan kepuasan kerja terhadap kinerja perawat dan
bidan pada Rumah Sakit Ibu dan Anak Zainab Pekanbaru [Skripsi, Universitas Islam Riau].

Hendry Supriyadi. (2017). Pengaruh kompetensi kepemimpinan dan motivasi terhadap kinerja
pegawai RSUD Dr. Abdul Rivai Kabupaten Berau [Skripsi, Universitas Terbuka]. Jakarta.

Indrawan, E. (2022). Manajemen sumber daya manusia. Jakarta: Penerbit Adab.

Indri, P., Damanik, R., & Marisan, S. (2020). Pengaruh profesionalisme dan etika kerja terhadap
kinerja pegawai Rumah Sakit Umum Daerah (Studi pada pegawai ASN RSUD Citra). Jurnal
Manajemen, 2(3), 1-12.

Kalidi, S., Jannang, A. R., & Soleman, M. M. (2022). Pengaruh kompetensi dan job description
terhadap kinerja pegawai pada Dinas Kesehatan Kota Tidore Kepulauvan. Jurnal Manajemen
dan Bisnis, 9(2), 101-113.

Kementerian Kesehatan Republik Indonesia. (2015). Rencana strategis kesehatan 2015-2019.
Jakarta: Kementerian Kesehatan RI.

Kementerian Kesehatan Republik Indonesia. (2020). Pedoman peningkatan kualitas pelayanan
kesehatan di rumah sakit. Jakarta: Kementerian Kesehatan RI.

Kode Etik Profesi Kesehatan. (2012). Pedoman etika kesehatan di Indonesia. Jakarta:

Published by:
FOBRUM MANAJEMEN
ON A

E M1 pmy

KTRAMDA LML LT



Semunar Nasional LS
FMI 2025 Batam Batam

2025

e-ISSN: 3026-4499

Prosiding Vol. 5

21-23 Oktober 2025

Kementerian Kesehatan RI.

Maksum, E., & Indrawijaya, S. (2022). Pengaruh profesionalisme kerja, karakteristik
pekerjaan, dan budaya kerja terhadap kinerja pegawai nonmedis pada Rumah Sakit Umum
Daerah Raden Mattaher Jambi. Jurnal Manajemen, 4(2), 151-162.

Mangkunegara, A. A. A. P. (2013). Manajemen sumber daya manusia perusahaan. Bandung:
PT Remaja Rosdakarya.

Mokosolang, M., Liando, D. M., & Sampe, S. (2023). Pengaruh profesionalisme pegawai
terhadap kinerja pegawai Dinas Kesehatan dalam pencegahan penularan COVID-19 di
Kabupaten Minahasa Tenggara. Jurnal Administrasi Publik, 11(2), 87—100.

Mulyadi, Y., & Prasetyo, A. (2023). Analisis pengaruh kompetensi dan profesionalisme
terhadap kinerja bidan di RSUD. Jurnal Kesehatan Masyarakat, 11(2), 150-160.

Muslimin. (2024, Juni 3). DPRD blak-blakan pelayanan RS Abunawas Kota Kendari tak sesuai
SOP bakal disanksi. 7elisik.id. Retrieved September 23, 2024, from https://telisik.id/news/dprd-
blak-blakan-pelayanan-rs-abunawas-kota-kendari-tak-sesuai-sop-bakal-disanksi

Parashakti, R. D., Fahlevi, M., Ekhsan, M., & Hadinata, A. (2023). The influence of work
environment and competence on motivation and its impact on employee performance in the
health sector. International Journal of Public Health, 14(2), 123—134.

Parashakti, R. D., Fahlevi, M., Ekhsan, M., & Hadinata, A. (2023). Pengaruh lingkungan kerja
dan kompetensi terhadap motivasi serta dampaknya pada kinerja pegawai bidang kesehatan.
Jurnal Manajemen Pelayanan Kesehatan, 12(3), 145-156.

Peraturan Menteri Kesehatan Republik Indonesia Nomor 46 Tahun 2013 tentang Registrasi dan
Praktik Bidan.

Peraturan Menteri Kesehatan Republik Indonesia. (2013). Standar pelayanan minimal rumah
sakit. Jakarta: Kementerian Kesehatan RI.

Reza, N., Nasution, & Sarman. (2021). Bahan ajar manajemen sumber daya manusia (pp. 16—
18).

Robbins, S. P. (2007). Perilaku organisasi. Jakarta: Salemba Empat.

RSUD Kota Kendari. (2023). Rumah Sakit Umum Daerah Kota Kendari — Goalkes. Retrieved
from https://www.goalkes.com/rumah-sakit/rs-umum-daerah-kota-kendari

Saripuddin, A., & Handayani, D. (2017). Kinerja dan faktor yang mempengaruhi dalam bidan.
Jurnal Sistem Informasi Kesehatan, 6(3), 112—120.

Sedarmayanti. (2017). Manajemen sumber daya manusia. Bandung: PT Refika Aditama.

Sedarmayanti. (2017). Perencanaan dan pengembangan sumber daya manusia untuk
meningkatkan kompetensi, kinerja, dan produktivitas kerja. Bandung: PT Refika Aditama.

Spencer, L. M., & Spencer, S. M. (1993). Competence at work: Models for superior

FMI puy
Published by: — = ' = = %
FORUM MANAJEMEN h!

INDONESIA iy
TRAMDA LML SLIdTs


https://telisik.id/news/dprd-blak-blakan-pelayanan-rs-abunawas-kota-kendari-tak-sesuai-sop-bakal-disanksi
https://telisik.id/news/dprd-blak-blakan-pelayanan-rs-abunawas-kota-kendari-tak-sesuai-sop-bakal-disanksi
https://www.goalkes.com/rumah-sakit/rs-umum-daerah-kota-kendari

Seminar Nastonal LS
FMI 2025 Batam Batam

e-ISSN: 3026-4499

Prosiding Vol. 5

21-23 Oktober 2025

performance. New York: John Wiley & Sons.

Sukmalana, S. (2006). Kinerja bidan dan pengaruhnya terhadap pelayanan kesehatan. Jurnal
Kesehatan Masyarakat, 4(2), 45-50.

Supranto, J. (2001). Statistik teori dan aplikasi. Jakarta: Erlangga.

Sutrisno, E. (2016). Manajemen sumber daya manusia: Teori dan praktik. Jakarta: Salemba
Empat.

Undang-Undang Republik Indonesia Nomor 10 Tahun 2003 tentang Ketenagakerjaan.

Van Looy, B., Van Dierdonck, R., & Gemmel, P. (1998). Services management: An integrated
approach (2nd ed.). London: Pitman Publishing.

Wahyu Satrio, B., Hadi Sunaryo, & Anwarodin, M. K. (2019). Pengaruh kompetensi dan
pelatihan terhadap kinerja tenaga medis puskesmas. Jurnal Riset Manajemen, 107-125.

Widyatmojo, H., Rohendi, A., Wahyudi, B., & Andikarya, R. O. (2023). Pengaruh kompetensi
dan motivasi terhadap kinerja bidan pada Klinik Demam RS Primaya Karawang. Jurnal
Administrasi Kesehatan Indonesia, 11(1), 45-54.

Wijaya, S. (2024). Evaluasi kinerja bidan: Studi kasus di RSUD Kota Kendari. Jurnal
Kesehatan dan Pelayanan Masyarakat, 15(1), 90—100.

Waulandari, O. (2023). Pengaruh lingkungan kerja non fisik, komitmen organisasi, dan
profesionalisme terhadap kinerja pegawai (Studi pada perawat kontrak di Rumah Sakit Dr.
Soedirman Kabupaten Kebumen). Jurnal Manajemen Kesehatan, 9(1), 58—69.

Copyrights

Copyright for this article is retained by the author(s), with first publication rights granted to the
journal.

This is an open-access article distributed under the terms and conditions of the Creative
Commons Attribution license (http://creativecommons.org/licenses/by/4.0/)

= 5 380

FOBRUM MANAJEMEN
INDONESIA

Published by:

ey
KRAMDA LML LS



