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Abstract

Human Resou
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The purpose of this study was to find out how the training and performance of nurses
in Emergency Unit at Cibabat General Hospital according to nurses' views and to determine

the effect of the trai ibabat General Hospi rmance.

This research study involving 5 sample. The
method of data coll istributing questio 5-point Likert
scale. The statistical performed is desc simple linear
regression analysis t is by using SPSS for processing
the data.
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1.  Introduction

Human resources ma
that focuses on human re
systematically cultivate the huma orkforce that perceives it is
work. Human resources management gement field that studies human
relationships and roles in corporate organizations. The human resource management
element is the human manpower of the company [1].

The hospital is one of the institutions that move in health care with the responsibilities
of treatment, care, working toward healing and health of the patient and seeking a healthy
life for the community. The hospital’s understanding is according to (Regulation of The
Minister of Health The Republic of Indonesia : 2010) number 340/MENKES/PER/111/2010,
suggest that the hospital is a health-care institution that regulates individual health care that
provides hospitalization, outpatient care, and emergency services. [2].

Nurses are the most critical resource in carrying out the services of a hospital; nurses are
required to have intellectual abilities, interpersonal communication, technical and moral

nization management
uman resources is to
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abilities. The characteristics of nurses who always determine the direction and strength of
work are motivation and others such as level of knowledge, work skills, innovative values,
dedication and dedication to each profession.

Training is good for the organization, the goal of training is to improve labor
productivity because of its lack of skills, knowledge, and employment. The training can be
done with every employee in the company but, more than it can do with operational
employees [3].

Percentage of Nurse Performance in Emergency Unit
Cibabat General Hospital Cimahi
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2.  Literature Review and
2.1 Human Resource Managem

Human resource management is a nagement process, through planning,
recruitment, selection, Training, development, compensation, career, safety and health and
maintaining industrial relations until termination of employment in order to achieve
company goals and increase the welfare of stakeholders [4].
2.2 Performance

Performance is the result of work and work behavior that has achieved in completing
the tasks and responsibilities given in a given period [4].
2.3 Performance Appraisal Dimension

This indicator will become a benchmark in measuring employee performance. The
explanations of each of the dimensions above are as follows [4]:
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a.  Quality
Performance measurement was done by looking at the quality (quality) of the
work produced through a particular process..
b.  Quantity
To measure the performance can also be done with a view of the quantity
produced by someone.
c. Time
For certain types of work given a time limit in completing work.
d.  Emphasis Fees
Costs incurred for each activity the company has budgeted before the activity
execut

e.  Superv
With s
f. Interpe
The pe n or harmony
among
2.4 Training

Training is a business improve employee technical, theoretical, conceptual and moral
abilities by the needs of work or position through education and Training [5].
2.5 Training Dimension

nowledge and

his is because
ols that require ski

C.
has a variety of m ording to their
d.
hat methods are
by the leve
e. ini

red by the Training
irements for participants
are also neglected.

2.6 Relationship between Performance and Training

If the result of the Training assessments that are being acquired during good Training,
then the company will be affected, as well as the increased performance of the employees,
and will accomplish the vision and mission of the company. So it is the opposite [4].
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2.7 Research Framework

TRAINING (X) PERFORMANCE (Y)
1. Aim and target training 1. Quality
2. The quality of coach 2. Quantity

trainer ¥ 3. Time

3. Training materials 4. Emphasis on expense
4. The training methods 5. Surveillance
F6J- Trainee 6. Employee relationship

Mangkunegara

Kasmir (2016: 208)
(2011: 44)

Figure 2. 1
Research Framework

3. Research Methodology A
3.1 Population and Sample

The population in this study were all 50 nurses in Emergency Room at Cibabat
General Hospital Cimahi. Writer use non-probability sampling techniques to remove
samples that don’t prwi rtunity for every agent or population to
be selected as sampl positive purposive s Ily considered
sample picking tech

a.
1)
data is needed be f the static test
(t-test lation. [7].
2) ualities in the
b.
Linear e the effect of
independ . [7].
C.

1) Determinati
The coefficient
of influence betwe
formula for finding the

ee how much the level
e dependent variable. The
ion (R?) is as follows [8]:
KD=r 0%

Description:
KD = Coefficient Determination Value
r? = Coefficient Determination Value

The coefficient of determination is 0< r? < 1 if the coefficient of determination gets
smaller or near zero means that the independent variable does not affect the dependent
variable at all. If the coefficient of determination gets bigger or closer to one, it can be said
that the independent variable affects the dependent variable.

2) The Significant Test
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Description :
r = Coe
n = The number of respondents
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The t-test is used to find out how the independent variables affect the
dependent variable. So the hypothesis is:

H°% Training did not significantly influence the performance of Cibabat
General Hospital Cimahi nurses.

H®: Training significantly influences the performance of Cibabat General
Hospital Cimahi nurses.

The t-test is a test method in statistics that is used to test the influence of
Training variables as independent variables on performance variables as
dependent variables. The usefulness of this t-test is to test whether the
Training variable (X) influences the performance of the Nurse on Emergency
Unit at Cibabat General Hospital Cimahi, using the formula Sugiyono (2011:
223)

= Hypothetical test

In this study the basis of a nures’s performance in determining a hypothesis is
based on T-test:

<t count < ttable,
-t table, then H, i

Lignore.

Table 4.1
ts' Responseto T

Training 8,80%
Objectives

Coach 84,40%
Material 82,40%
Methods 620 750 82,67%
Participants 601 750 80,13%
Total 2852 3500 81,49%
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Figure 4.1
Training Variable Continuum Line
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ble 4. 2
Total Respondents' Response to Performance Variables

Sub-Variable Total Score Ideal Score

Percentage

Quality

82,23%

Performance Va uum Line
20% 36% 52% 68% 84% 100%
uite
Very Not Q
Good Not Good Good Good Very Good

82,23%
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Ideally, the expected score for the respondent's answer to 14 statements is 3500. From
the calculations in the table show the value obtained 2878 or 82.23% of the ideal score is
3500. Thus the performance variable is in the good category.

4.2 Test of Classical Assumptions
a.  Normality Test

Table 4.3
Kolmogorov-Smirnov Normality Test

One-Sample Kolmogorov-Smirnov Test

Instandardiz

ed Residual

I 50
Mormal Parametars®? Mean a0ooooo
Std. Deviation 524487545

Most Extrermne Differences  Absolute A78
Fositive 083

Megative - 175

Test Statistic J7h
Asymp. Sig. (2-tailed) A141°

a. Test distribution is Marmal.
b. Calculated from data.

. Lilliefors Significance Caorrection.

value of the
ore than 0.05,
istributed.

From the tab
Unstandardized Resi
which means that Ho

b.

Scatterplot

Dependent Variable: Performance

Regression Studentized Residual

Regression Standardized Predicted Value
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From the scatterplots, the graph shows that the points spread randomly and spread
both above and below the number 0 on the Y-axis. It can be concluded that there is no
heteroscedasticity in the regression model so that a decent regression model is used to
predict the dependent variable based on the input of the independent variable.

c. Simple Linear Regression Test

Table 4. 4
Simple Linear Regression Analysis
Coefficients”

Standardized
nstandardized Coefficients Coefficients

Maodel B Std. Error Beta i Sig.
1 (Constant) 10,270 4,305 2,386 021
Training 824 074 244 11,155 0ao

a. Dependent Variable: Performance

Based on the output of SPSS 24 above, thevvalue of a (Constant) is obtained at 10.270,
and the value of b (Regression Coefficient) is 0.829. Thus a simple linear regression
equation can be formed as follows:

'= 10,270 + 0,829X
quation can be inter

if Training is cons
,270.
if training increase

changes, then

e will increase

Table 4.
ial Test Res

Coefficients”

Standardized
Instandardized Coefficients Coefficients

Madel B Stal. Error Beta i Sig.
1 (Constant) 10,270 4,305 2,386 021
Training 828 074 844 11,155 0oo

a. Dependent Variable: Performance

Based on the table above, it is known that there is a significant influence between the
Training (X) variable on Performance (Y) from the obtained tcount which is equal to
11.155 higher than the number of ttable which is 1.677 (11.155> 1.677) and the significant
value obtained is 0.000 less than 0.05 (0,000 <0,05).
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4.4 Coefficient of Determination

Table 4. 6
Determination Coefficient Analysis

Model Summarf'

Adjusted R Std. Error of
Model R R Square Square the Estimate
1 a4g® 722 716 5,299

a. Predictors: (Constant), Training

b. Dependent Variahle: Performance

The results of
the Performance va
Training is influenced by Performance v
other factors not examined in this research.

e explained by
, meaning that
2% while 27.8% is influenced by

5. Conclusion
Based on the results of the research and discussion that have been submitted previously, the
conclusions from thi
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responses of r
respondents o
Where the tot

ibabat General Ho d based on the
ople. Based on the chieved by the
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