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ABSTRACT

Background: The performance of an orga-
nization is largely determined by the human
resources in it. If the human resources are
highly motivated, creative and innovative and
are led by leaders who are responsible and have
good leadership skills, their performance will
be good. This study aims to analyze the influ-
ence of the leadership style of the head of the
puskesmas and the work motivation of the em-
ployees on the performance of the employees of
the Puskesmas Ciamis District.

Subjects and Method: This study was con-
ducted using a cross sectional research design.
The study was conducted in Ciamis Regency in
November — December 2020. Sampling was
carried out using random sampling with a total
of 200 puskesmas employees in Ciamis Regen-
cy. The dependent variable is employee per-
formance. The independent variables include
leadership style, work motivation, job satisfac-
tion, education, treatment status, employee
status, length of work. Data were collected by
questionnaire and analyzed using a multilevel
multiple logistic regression.

Results: Good leadership style (b=3.58; 95%
CI= 1.11 to 3.80; p= 0.000), high work motiva-
tion (b=3.12; 95% CI= 0.83 to 3.65; p= 0.002),
have job satisfaction (b= 2.89; 95% CI= 0.67 to
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3.53; p= 0.004), higher education (b= 2.89;
95% CI= 0.60 to 3.13; p= 0.004), inpatient care
status (b= 2.66; 95% CI= 0.47 to 3.12; p=
0.008), health personnel status (b=3.68; 95%
CI= 1.46 to 4.80; p= 0.000), and length of ser-
vice 3 years (b=2.07; 95% CI= 0.78 to 2.76; p=
0.038) increase the possibility of the perform-
ance of puskesmas employees. Variations at the
puskesmas level show that there is a contextual
effect on employee performance (ICC= 11.75%).
Conclusion: There is a positive and statis-
tically significant effect on leadership style,
work motivation, job satisfaction, education,
treatment status, employee status, length of
work on the performance of puskesmas
employees. Variations at the puskesmas level
show that there is a contextual effect on
employee performance.
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BACKGROUND

Improving the quality of human resources
aims to change their behavior into behavior
that is more capable of carrying out activi-
ties in their respective fields, so that organi-
zational goals can be achieved. (Rustilah,
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2018). Human resource is a very strategic
thing in the organization, meaning that
humans play an important role in carrying
out activities to achieve organizational
goals. For this reason, the existence of
human resource in organizations is very
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strong (Aziz, 2016). The performance of an
organization is largely determined by the
human resources in it. If the human
resources have high motivation, are crea-
tive and innovative and are led by respon-
sible leaders and have good leadership
skills, their performance will be good
(Wibowo, 2016).

Performance is basically something
that employees do or don't do, employee
performance affects how much they contri-
bute to the organization, including the
quantity and quality of output, duration of
attendance at work and cooperative atti-
tude (Mathis and Jackson, 2002). Perform-
ance is the result or level of success of a
person as a whole during a certain period in
carrying out tasks compared to various
possible standards of work results, targets
or targets that have been determined and
have been mutually agreed upon. There-
fore, employee performance will run effecti-
vely if it is supported by work motivation
(Rivai, 2005).

Motivation is the center of energy for
employees in an organization. Motivation
greatly affects the morale of employees. It is
the spirit of building good relations with
stakeholders, enthusiasm in carrying out
the job description or the spirit of the
employees themselves in improving their
lives. Of course, this is done with a sense of
comfort, security and happiness, so that in
the end it will have an effect on increasing
performance and increasing productivity
both in quality and quantity (Salbiah and
Mahardika, 2017). Motivating is a leader-
ship task, so that employees can do a good
job and achieve goals (Sulistiyani, 2008).

According to Maslow (1994 in Sari et
al., 2016) employee work motivation will
affect the performance that can be achieved
only arising from within an employee
(internal motivation) or motivation that
comes from outside the employee concern-
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ed (internal motivation). Work motivation
in the organization is more directed to
provide strength and encouragement in an
employee which will affect the implement-
tation of his duties and responsibilities
towards public services. Giving the right
motivation to employees will produce
optimal performance in serving the public
interest (Wahyuni, 2015).

Based on the description, there are
other factors that affect individual perform-
ance in the organization. That factor is
leadership. The role of the leader will be
important and needed to meet various
needs and also to create a conducive situa-
tion. Of the various ways that leaders do in
moving their employees to achieve organi-
zational goals, in the end, they must also be
able to lead to good performance in their
employees. Indirectly, leadership also
determines the good or bad performance of
its employees. The better a person's
leadership towards employees, the higher
the employee's performance (Siagian,
2008).

Leadership style is a key factor in the
organization. Leadership style is a way for
leaders to influence employees to be able to
work better in order to achieve organiza-
tional goals. An organization will run
smoothly in achieving the organizational
goals that have been set is strongly influ-
enced by the leadership factor. Therefore,
the leader has always been the focus of
evaluation as a description of the assess-
ment of the success of an organization
(Wahyuni, 2015).

According to the Health Profile of
Ciamis Regency in 2017, Ciamis Regency,
West Java, has 37 Puskesmas consisting of
20 Nursing Health Centers, 17 Non-Main-
tenance Health Centers and 85 Supporting
Health Centers to serve 1,398,346 residents
of Ciamis Regency with a ratio of 1 UPTD
Puskesmas in Ciamis Regency for 37,793
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people. The percentage of employees
spread across the Ciamis District Health
Center in 2017 was 64.4% of all Ciamis
District health employees. However, with a
sufficient ratio of Ciamis health center to
employees in Ciamis Regency, it does not
guarantee the achievement of the health
service performance target of Ciamis health
center, because the achievement of targets
is not optimal in 2017.

Based on the description above, the
author is interested in studying empirically
by conducting a study entitled "The Influ-
ence of the Leadership Style of the Head of
the Health Center and Employee Work
Motivation on the Performance of the
Public Health Center in Ciamis Regency".

SUBJECTS AND METHOD

1. Study Design

This research was conducted using a cross
sectional research design. The study was
conducted in Ciamis Regency in November-
December 2020 at 25 health centers in
Ciamis Regency.

2. Population and Sample

In this study, the population studied were
puskesmas employees in Ciamis Regency in
November-December 2020. Sampling was
carried out using a random sampling tech-
nique to select employees and puskesmas in
Ciamis Regency. The subjects used were
200 subjects from 8 subjects at each level 2
unit (health center).

3. Study Variables

The dependent variable is employee per-
formance. Independent variables include:
leadership style, work motivation, job satis-
faction, education, treatment status,
employee status, length of work and level 2
is heath center.

4. Operational Definition of Variable
Performance is the result of work both in
quality and quantity achieved by employees

www.thejhpm.com

in carrying out their duties in accordance
with the responsibilities given to them.
Leadership style is the behavior shown
by individuals when influencing the acti-
vities of others as perceived by others.
Work motivation is an encouragement to
a series of behavioral processes in achieving
goals.

Job satisfaction is the feelings and
attitudes of employees towards work, work
situations and conditions, interactions and
employee roles in the work environment
related to the needs to be achieved.
Education is the respondent's official
education level as a puskesmas employee.
Health Center Care Status is the status
as an inpatient puskesmas or a non-
inpatient puskesmas.

Employee Status is the respondent's
status as civil servant, honorarium/
internship.

Length of work is the period of service of
the puskesmas respondents at the health
center. The measurement scale in the inde-
pendent variable uses a continuous scale,
because for the needs of data analysis it is
converted into a dichotomous scale skala.
5. Instruments

Data collection techniques were carried out
with primary data and secondary data.
Primary data were obtained using a ques-
tionnaire filled out by the research subjects.
Secondary data were obtained from the
Ciamis District Health Office in the form of
puskesmas employee data and puskesmas
data in Ciamis Regency. The instrument
used is a questionnaire.

6. Data Analysis

Univariate analysis was carried out to see
the frequency distribution and character-
ristics of research subjects, while bivariate
analysis used the chi-square test and the
calculation of odds ratio (OR) with 95%
confidence level (CI) to study the relation-
ship between the performance of puskes-
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mas employees and the independent vari-
ables. Multivariate analysis was performed
using logistic regression through a multi-
level approach indicated by the Intra Class
Correlation (ICC) value.

7. Research Ethics

Research ethics include informed consent,
anonymity, confidentiality and ethical
clearance. Ethical clearance in this study
was carried out at Dr Moewardi Hospital
Surakarta and was declared ethically fit

based on decree number: 1.404/XII/

HREC/2019.

RESULTS

1. Characteristics of study subjects

Table 1 shows that the measurement of the
research subjects which amounted to 200
employees with the characteristics of
employee age had a mean value = 38.04
and SD = 10.73 with the lowest age being
20 years and the highest being 58 years.

Table 1. Characteristics of study subjects (continuous data)

Characteristics N

Mean

SD Min. Maks.

Age (year) 200

38.04

10.73 20 58

Table 2 shows that most of the research
subjects were female, 104 employees
(52.0%) and 96 employees (48.0%) were
male.

2. Univariate of Analysis

Univariate analysis on, among others,
leadership style, work motivation, job
satisfaction, employee performance.

Table 2. Characteristics of research subjects (dichotomous data)

Characteristics %
Gender
Male 48.0
Female 104 52.0
Table 3. Univariate analysis (continuous data)
Variable N Mean SD Min. Maks.
Leadership Style 200 55.35 13.55 27 75
Working Motivation 200 186.63 38.40 111 241
Job Satisfaction 200 15.77 5.83 4 25
Employee Performance 200 27.93 7.27 10 38
Table 4. Univariate analysis (dichotomous data)
Variable N %
Education
<DIII 51 25.5
> DIII 149 74.5
Treatment Status
Non hospitalization 54 27.0
Non hospitalization 147 73.0
Employee Status
Intern 31 15.5
Non permanent employee/Civil servant 169 84.5
Duration of Working
<3 years 44 22.0
>3 years 156 78.0
www.thejhpm.com 171
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Table 3 shows the measurement of the
leadership style variable for the head of
the puskesmas has a mean= 55.35 and
SD= 13.55 with the lowest value of the
leadership style variable is 27 and the
highest is 75. The work motivation vari-
able has a mean= 186.63 and SD= 38.40.
The variable job satisfaction has a mean=
15.77 and SD= 5.83. The employee per-
formance variable has a mean= 27.93 and

Table 4 shows that most of the study
subjects >DIII education were 149 (74.5%),
inpatient treatment status was 147 (73.0%),
public employment was 169 (84.5%),
tenure 3 years (78.0%).

3. Data Analysis

Statistical analysis was used to see the
effect of a dependent variable (employee
performance) on the independent variable
(the influence of the leadership style of the

SD= head of the puskesmas and work
=7.27. . . .
motivation) in table 5.
Table 5. Bivariate Analysis
Employee Performance Total
Variable Group Lacking Good OR p
n % N % N %
Leadership Style
Lacking 27 44.8 22 552 49 100 1112 <0.001
Good 15 9.9 136 90.1 151 100
Working Motivation
Low 19 43.1 25 56.9 44 100 4.39 <0.001
High 23 14.7 133 85.3 156 100
Working Satisfaction
Less satisfied 22 41.5 31 585 53 100 4.50 <0.001
Satisfied 20 13.6 127 86.4 147 100
Education
<DIII 23 45.0 28  65.0 51 100 5.62  <0.001
> DIII 19 12.7 130 87.3 149 100
Treatment Status
Non Hospitalization 24 44.4 30 556 54 100 5.68 <o0.001
Hospitalization 18 12.3 128 87.3 146 100
Employee Status
Intern 17 54.8 14 452 31 100 6.99 <0.001
Non Civil Servant 25 14.7 144 85.3 169 100
Lama Kerja
<3 years 18 40.9 26 59.1 44 100 3.80 >0.001
>3 years 24 15.3 132 84.7 156 100

Table 5 shows the results of the chi-square

test of the influence of the leadership style

of the head of the puskesmas and work
motivation on employee performance as
follows:

a. The influence of the leadership
style of the head of the puskesmas
on employee performance

The influence of a poor leadership style

increases the possibility of under perform-

ance in employees. Employees with a per-
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ception of a bad leadership style increase
the likelihood of poor employee perform-
ance by 11.12 times than employees with a
good perception of leadership style (OR=
11.12, p<0.001).

b. The effect of work motivation on

employee performance

The effect of low work motivation increases
the possibility of lack of performance in
employees. Employees with low work
motivation increase the possibility of poor
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employee performance as much as 4.39
times than employees with high work
motivation (OR=4.39, p<0.001).
c. The effect of job satisfaction on
employee performance
The effect of unsatisfied job satisfaction
increases the possibility of under perform-
ance in employees. Employees with less job
satisfaction increase the likelihood of poor
employee performance as much as 4.50
times than employees with high job satis-
faction (OR= 4.50, p<0.001).
d. The influence of education on
employee performance
The influence of low education increases
the likelihood of underperformance in
employees. Employees with low education
increase the likelihood of poor performance
by 5.62 times than employees with high
education (OR=5.62, p<0.001).
e. Effect of treatment status on
employee performance
The effect of non-hospitalized care status
increases the possibility of underperform-
ance in employees. Employees with non-
inpatient treatment increase the possibility
of poor performance by 5.68 times than
employees with inpatient treatment status
(OR=5.68, p<0.001).
f. The influence of employee status
on employee performance
The effect of intern status increases the
likelihood of underperformance in
employees. Employees with apprenticeship
status increase the likelihood of poor
employee performance by 6.99 times than
employees with PTT/PNS employee status
(OR= 6.99, p<0.001).
g. The effect of working time on
employee performance
The effect of working length <3 years
increases the possibility of a lack of per-
formance in employees. Employees with <3
years of service increased the possibility of
poor performance by 3.80 times than

www.thejhpm.com

employees with 3 years of service (OR=

3.80, p<0.001).

4. MultivariateAnalysis

Multilevel multiple logistic regression

analysis explains the influence of more than

one independent variable and the variable
at level 2 is puskesmas. The results of the

analysis can be seen from Table 6.

a. The influence of the leadership
style of the head of the puskesmas
on employee performance

There is a positive influence of the leader-

ship style of the head of the puskesmas on

the performance of the puskesmas
employees. The good leadership style of the
head of the puskesmas increased the per-

formance of the puskesmas staff with a

logodd of 2.59 units than the poor leader-

ship style and was statistically significant

(b=3.58; 95% CI= 1.11 t0 3.80; p< 0.001).

b. The effect of work motivation on
employee performance

There is a positive effect of work motivation

on the performance of puskesmas

employees. Work motivation increased the
performance of puskesmas employees with
logodd by 2.46 units than employees who
were less motivated and statistically signi-
ficant (b=3.12; 95% CI= 0.83 to 3.65; p=

0.002).

c. The effect of job satisfaction on
employee performance

There is a positive effect of job satisfaction

on the performance of puskesmas

employees. High job satisfaction increased
the performance of puskesmas employees
with logodd by 2.59 units than low job
satisfaction and was statistically significant

(b=2.89; 95% CI= 0.67 to 3.53; p= 0.004).

d. The influence of education on
employee performance

There is a positive effect of education level

on the performance of puskesmas

employees. Education level D3 improved
the performance of puskesmas employees

173



Indriastuti et al./ Leadership Style and Motivation Influence the Work Performance

with logodd by 2.45 units than education

level <D3 and was statistically significant

(b=2.89; 95% CI= 0.60 to 3.13; p= 0.004).

e. The effect of treatment status on
employee performance

There is a positive influence on the health

center inpatient status on the performance

of puskesmas employees. The status of
health centers with inpatients decreased
the performance of puskesmas employees
with logodd by 2.59 units than those of
puskesmas with non-hospitalization and
was statistically significant (b=3.68; 95%
CI=1.46 t0 4.80; p< 0.001).

Table 6. The results of multilevel multiple logistic regression analysis of the
influences of the leadership style and work motivation on employee performance

. 95% CI
Independent Variable b Lower Limit _ Upper Limit P
Fixed Effect
Leadership Style (good) 3.58 1.11 3.80 <0.001
Work Motivation (high) 3.12 0.83 3.65 0.002
Job Satisfaction (satisfied) 2.89 0.67 3.53 0.004
Education (=DIII) 2.89 0.60 3.13 0.004
Treatment Status (hospitalized) 2.66 0.47 3.12 0.008
Employee Status (nakes) 3.68 1.46 4.80 <0.001
Length of Service (=3 years) 2.07 0.07 2.76 0.038

Random effect
Variable of Health Center
N observation= 200
N group= 25
Average group= 8, min=8, max=_8
Log likelihood= -45.03
P<o0.001
p LR test vs logistic regression= 0.274
ICC=11.75%

f. The influence of employee status
on employee performance
There is a positive influence of employment
status on the performance of health center
personnel. Employment status of -civil
servant decreased health center personnel
performance with logodd by 3.14 units
compared to interns employment status (b
= 3.14; 95% CI = 1.69 to 7.34; p = 0.002).
g. The effect of working time on
employee performance
There is a positive effect of length of service
on the performance of health center per-
sonnel. The length of service 3 years
increased the health center personnel
performance with logodd of 1.97 units than
the length of service <3 years (b=2.07; 95%
CI= 0.78 to 2.76; p= 0.038).
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h. The influence of health center on
the performance of puskesmas
employees

There was a contextual effect of health

center on the health personnel performance

(ICC= 11.75%). Variations in performance

of employees as much as 42.12% are

influenced by health centers.

DISCUSSION
1. The influence of the head of health
center leadership style on

employee performance
The results of this study indicate that there
is a positive influence of the leadership style
of the head of the puskesmas on the per-
formance of the puskesmas employees. The
good leadership style of the head of the
puskesmas increased the performance of

174



Indriastuti et al./ Leadership Style and Motivation Influence the Work Performance

the puskesmas staff with a logodd of 2.59
units than the leadership style which was
not good and statistically significant (b=
2.59; 95% CI= 0.69 t0 4.96; p= 0.010).

This study is in line with Marzuki et
al., (2019) which states that leadership style
affects the performance of puskesmas. That
means that the leader can provide encoura-
gement and enthusiasm for subordinates,
which has a big impact in providing ser-
vices to the community. Work planning
affects the performance of the puskesmas
where work planning on the performance of
the puskesmas is very detailed because it
has an annual work program that involves
staff/groups in preparing quality programs.
In addition, the health program imple-
mented by the puskesmas has an influence
on the performance of the puskesmas
through a dominant leadership style
approach.

2, The Influence of Work Motivation

on Employee Performance

The results of this study indicate that there
is a positive effect of work motivation on
the performance of puskesmas employees.
Work motivation increased the perform-
ance of puskesmas employees with logodd
by 2.46 units than employees who were less
motivated and statistically significant (b=
2.46; 95% CI= 0.59 t0 5.10; p= 0.014).

This study is in line with Rahmadani
et al., (2019) which states that motivation
has an influence on the performance of
midwives and is statistically significant.
Midwives who have high motivation per-
form better than midwives with low moti-
vation. Higher motivation in doing a job or
anything can increase better performance.
It can be assumed that midwives with
strong motivation tend to provide health
services (Wahidah et al., 2018).

According to Abidin (2020), motiva-
tion can improve employee performance.
Motivation is an encouragement to a series
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of processes of human behavior in
achieving goals while the elements con-
tained in motivation include elements of
generating, directing, maintaining, showing
intensity, being continuous and having a
purpose. Motivation affects performance,
although it is not the only factor that shapes
performance. Individual input and work
context are two key factors that influence
motivation. Workers have abilities, work
knowledge, dispositions and traits, emo-
tions, moods, beliefs and values at work.
The work context includes the physical
environment, task completion, organiza-
tional approach to recognition and reward,
adequacy of supervisory and coaching sup-
port, and organizational culture (Wibowo,
2016).
3. The Effect of Job Satisfaction on
Employee Performance
The results of this study indicate that there
is a positive effect of job satisfaction on the
performance of puskesmas employees.
High job satisfaction increased the per-
formance of puskesmas employees with
logodd by 2.59 units than less job satis-
faction and was statistically significant (b =
2.59; 95% CI = 0.44 to0 4.23; p = 0.016).
This study is in line with Indrawati et
al., (2013) which states that employee job
satisfaction will be able to improve their
performance and be able to improve their
performance. The implementation of a
good compensation and career system, a
conducive work environment, a good rela-
tionship between co-workers and superiors
will trigger employee job satisfaction, so
that their technical and interpersonal skills
become good as well. If there is an increase
in technical and interpersonal skills, it
indicates an increase in performance,
Ezeanyim et al., (2019) shows the
results that job satisfaction has an influence
on the performance of an employee. Job
satisfaction is an emotional attitude that is
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pleasant and loves one's work. Job satis-
faction in work is job satisfaction enjoyed in
work by obtaining work results, placement,
treatment, equipment and a good working
environment. Job satisfaction will be
achieved if the needs of employees are met
through work in which job satisfaction is a
happy emotional state or positive emotion
that comes from the assessment of one's
work or experience. High job satisfaction
will improve employee performance
towards the organization where they work
(Damayanti et al., 2018).

4. The effect of education on

employee performance

The results of this study indicate that there
is a positive effect of the level of education
on the performance of puskesmas em-
ployees. Education level D3 increased the
performance of puskesmas employees with
logodd by 2.45 units than education level
<D3 but statistically significant (b= 2.45;
95% CI= 0.46 to 4.23; p= 0.014).

This study is in line with Dewi et al.,
(2016) which states that there is a positive
effect of education level on employee per-
formance and statistically significant. A
high level of education or more improve
employee performance than those with a
low level of education. Education level is
one of the factors that can be directly or
indirectly related to employee performance.
If the level of education applied by com-
pany leaders to employees is right, then
employee performance will be maximized,
and vice versa (Reza et al., 2017).

Education level is the level obtained
by a person starting from elementary
school to college level. The level of educa-
tion is needed by an employee, because it
will be able to bring a good influence on
himself and the organization where he
works. The level of education will also have
a strong influence on the performance of
employees to carry out and complete well-

www.thejhpm.com

defined work, because with adequate edu-
cation the knowledge and skills of these
employees will be wider and able to solve
the problems faced (Putra et al., 2016).

5. The Effect of Care Status on

Employee Performance

The results of this study indicate that there
is a positive influence of the inpatient status
of the puskesmas on the performance of the
puskesmas employees. The status of health
centers with inpatients decreased the
performance of puskesmas employees with
logodd by 2.59 units than the status of
puskesmas with non-hospitalization and
was statistically significant (b= 2.59; 95%
CI= 0.65 to 5.10; p= 0.015).

This study is in line with Marwandi et
al., (2020) which states that there is an
effect of the inpatient status of the puskes-
mas on the performance of the puskesmas
employees. The status of health centers
with inpatients lowers the performance of
puskesmas employees with logodd by 2.97
units than the status of puskesmas with
non-hospitalization. There are differences
in the performance of health services, both
between inpatient and outpatient or non-
inpatient Puskesmas. This is possible when
all the factors that support improving the
performance of both individuals, organiza-
tions and management are not carried out
optimally (Rotty, 2016).

Work facilities are a supporting factor
for achieving goals such as in inpatient and
non-inpatient facilities at the puskesmas.
Without work facilities, specific job tasks
cannot be performed and objectives cannot
be accomplished as they should be. The
number of quality and quantity should
receive priority attention from the leader.
Efforts to maintain quality are a leadership
strategy to maintain (preventive action).
The provision of work facilities and infra-
structure is one that needs to be considered
properly, because without the facilities, the
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work carried out will be constrained, as well
as decreased employee morale (Sianturi
and Hartono, 2019).

6. The Influence of Employee Status

on Employee Performance

The results of this study indicate that there
is a positive effect of PNS/PTT employee
status on the performance of puskesmas
employees. PNS/PTT status of puskesmas
employees decreased the performance of
puskesmas employees with logodd by 3.14
units than the status of interns and was
statistically significant (b = 3.14; 95% CI =
1.69 t0 7.34; p = 0.002).

This study is in line with Hendrajana
et al., (2017) which states that the higher
the difference in employment status, the
employee's performance will decrease.
Employee status has a positive effect on
employee performance. An employee is
someone who works in an organizational
unit, a business entity, both government-
owned and private, whether as a permanent
employee or not, who is given work benefits
in accordance with applicable laws and
regulations, to carry out a job in a position
determined by the employer and all of this
is done to meet needs (Ola et al., 2019).

Employee performance is influenced
by several factors, one of which is employ-
ment status. Employment status can be
interpreted where status is a state or posi-
tion (person, body, and so on) in the relati-
onship around them, while staffing is
related to employees. So that employment
status can be interpreted as the position of
people who work in a company or govern-
ment. Employment status can increase or
decrease the level of performance of
employees (Anjarnako and Kurlilah, 2020).
7. The Effect of Working Length on

Employee Performance
The results of this study indicate that there
is a positive effect of length of work on the
performance of puskesmas employees, but
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it is not significant. Public health center

staff working years 3 years increased the

performance of puskesmas employees with

a logodd of 1.97 units than employees

working years <3 years and was statistically

significant (b= 1.97; 95% CI= 0.01 to 4.14;

p= 0.048).

This study is in line with Rahmadani
et al., (2019) which states that tenure has
an influence on the performance of mid-
wives and is statistically important. Mid-
wives with >13 years of service tend to have
better performance than midwives with <13
years of service.

The length of a person's work can
increase a person's work experience. Work
experience is the most influencing factor in
creating the growth of a business. The
higher the experience possessed by the
workers will lead to the high growth of the
business. From the results of research on
work experience there is a positive influ-
ence on work productivity either partially
or simultaneously (Sulaeman, 2014).

Besides being able to increase one's
work experience, length of work can also
deepen and broaden work abilities. The
more often a person does the same job, the
more skilled he is and the faster he gets the
job done. The more kinds of work a person
does, the richer and wider his work
experience is, and allows for increased
performance (Gusnetti, 2014).

8. The Influence of Public Health
Centers on the Performance of
Health Center Employeess

The results of this study indicate that there

is a contextual effect on the performance of

puskesmas employees (ICC= 42.12%). Vari-
ations in performance of employees as
much as 42.12% are influenced by the pus-
kesmas. Table 4.4 shows that the ICC value
in this study is greater than the rule of
thumb benchmark of 8-10%, so the con-
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textual influence which in this study is the
puskesmas is very important to note.

The Community Health Center (Pus-
kesmas) is one of the most important public
health service facilities in Indonesia. The
Puskesmas is the technical implementing
unit of the district/city service that is res-
ponsible for carrying out health develop-
ment in a work area (Ekasari et al., 2017 cit
MOH, 2011).

The Puskesmas was established to
provide basic, comprehensive, complete,
and integrated health services for all resi-
dents living in the working area of the
Puskesmas. Health programs and efforts
organized by the Puskesmas are the main
programs (public health essentials) that
must be implemented by the Government
to realize the welfare of the community.
Currently, puskesmas have been esta-
blished in almost all corners of the country.
To reach all of its working areas, the
Puskesmas is strengthened by supporting
Puskesmas and Mobile Health Centers.
Except that for areas that are far from
referral service facilities, puskesmas are
equipped  with  inpatient facilities
(Sulaeman, 2014).

This study is in line with Marwandi et
al., (2020) which states that health centers
have an influence on employee perform-
ance. Puskesmas with puskesmas accredita-
tion status Madya improves the perform-
ance of puskesmas employees with logodd
by 3.01 units than accreditation status <
Intermediate. Puskesmas accreditation is
an acknowledgment of puskesmas that is
given by an independent institution that
administers accreditation which is deter-
mined by the Minister after it is assessed
that the Puskesmas has met the Puskesmas
service standards set by the Minister to
improve the quality of Puskesmas services
on an ongoing basis (Kemenkes RI, 2014).
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Based on the results of the study, it
can be concluded that there is a significant
influence between leadership style, work
motivation, job satisfaction, education,
employment status, and tenure on perform-
ance of puskesmas employees. Variations at
the puskesmas level show that there is a
contextual effect on the performance of
puskesmas employees.
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