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Abstract 
As one of the healthcare facilities, the hospital has a very strategic role in accelerating the improvement 
of the health status of the Indonesian people. Human resource development policies are guidelines or 
activities carried out by organizations or agencies to develop or increase work professionalism, such as 
knowledge and skills improvement programs. This research is qualitative research according to the 
object of this study, so this type of research is included in the category of library research. Data 
collection techniques include identifying books, papers, articles, magazines, websites, or other 
information related to this study. The data analysis technique uses the Miles and Huberman model, 
namely qualitative analysis activities are carried out interactively and continuously until it is deemed 
sufficient. The study results indicate that nursing is a form of health service that is professional in 
meeting basic human needs that can be addressed by individuals, families, or communities in the 
healthy-sick range. Supervision in the context of nursing is a process of providing support for the 
resources nurses need to complete tasks to achieve the goals that have been set. 
Keywords: human resources, competence, supervision, performance, nursing, Indonesia 
 
 
 
1. Introduction 
As one of the healthcare facilities, the hospital has a very strategic role in accelerating the improvement 
of the health status of the Indonesian people. Nursing is one of the professions in hospitals that plays 
an essential role in implementing efforts to maintain the quality of health services in hospitals. To 
provide complete nursing services, it is necessary to manage human resource management. Human 
resource management is one of the essential parts of an organization or agency (Gunawan & Djati, 
2011a; Hasan & Putra, 2018). The management of human resources that the agency can adequately 
control will form professional and organized employees or staff according to the needs and goals to be 
achieved by the organization or agency. 
Professionalism in a job or profession has long received the attention of practitioners. Every human 
being must have professionalism because professionalism contains expertise or expertise in optimizing 
knowledge, time, and energy (Gunawan & Djati, 2011b). Professional human resources are needed to 
create good capabilities and commitment from the human resources of the people who work in the 
organization and foster the image of the organization (Sari, 2021). 
Human resource development policies are guidelines or activities carried out by organizations or 
agencies to develop or increase work professionalism, such as knowledge and skills improvement 
programs. A policy is a series of actions with a specific purpose followed and implemented by an actor 
or group to prevent a particular problem (Ridwan & Saftarina, 2015; Vigaretha & Handayani, 2018). 
In human resource development, education is a series of activities related to labor management. That 
includes employee planning, procurement, coaching and development, promotion and transfer, 
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employee termination, employee compensation, and appraisal. Everything must be done professionally 
to achieve the desired goal, namely the availability of the necessary workforce with the appropriate 
qualifications and abilities so that they have good performance. (Adil et al., 2016; Luddin, 2013; Yusuf, 
2012) 
Human resource development influences organizational commitment. The level of capability and 
professionalism of existing human resources can occur through efforts to improve or improve the 
quality of human resources. To get employees or staff who are professional and with integrity, it must 
start from recruitment selection, placement, and promotion to employee HR development so that efforts 
to improve the professionalism of employees or staff can be made through education and training (Dewi, 
2013; Herawan, 2008). 
Professionalism is a trait, condition, and quality that a person must possess in terms of one's expertise 
and authority related to the profession. Employees or staff with high professionalism will increase their 
professional quality and quantity through various ways and strategies regarding their competence 
progress. 
Competence also influences work professionalism; competence is a combination of knowledge, skills, 
values , and attitudes reflected in the habits of thinking and acting. In the teaching system, competence 
is used to describe professional abilities, namely the ability to demonstrate knowledge and 
conceptualization at a higher level. This competence can be obtained through education, training, and 
other experiences according to the level of competence (Ansar et al., 2019; Umar, Amrin, et al., 2019; 
Yusriadi, Sahid, et al., 2019). Competence can range from repeating facts and concepts to advanced 
motor skills to learning behaviors and professional values. 
Nursing is a form of professional health service in meeting basic human needs (biological, 
psychological, social, and spiritual), which can be addressed to individuals, families, or communities in 
the range of health and illness. Supervision in the context of nursing is a process of providing support 
for the resources nurses need to complete tasks to achieve the goals that have been set. Supervision 
offers assistance, guidance/teaching, and support for someone to complete his work according to 
policies and procedures, develop new skills, and have a broader understanding of his work so that he 
can do it better. 
Achieving the goals of nursing management takes the ability of a good manager, a professional nurse. 
Therefore, an experienced nurse or a manager in a nurse is expected to have the power to supervise 
actions. Supervision is a process or supervisory activity focused on motivating to increase self-
awareness, professional development, and self-development in work (Awaluddin A et al., 2019; Umar, 
Hasbi, et al., 2019). 
Organizational commitment is generally defined as the identification and involvement of someone who 
is relatively strong in an organization. Organizational commitment is an attitude in which employees or 
staff can reflect feelings of liking or disliking the organization. However, commitment is not only seen 
as a form of the willingness of employees or staff to want to stay in the organization or agency for a 
long time. 
 
2. Method 
Research design 
Researchers, in the context of carrying out data collection, must determine data sources and locations 
where these data sources can be found and researched. In contrast to field research, the area of data 
collection for library research is much broader and does not even recognize spatial boundaries. The 
research setting is a benchmark where the location is carried out. Before mentioning the research 
location, it is better to note the particular characteristics of library research to distinguish the set of 
library research from other research, such as field research. 



Journal of Indonesian Scholars for Social Research  Copyright 2023 
2023, Vol. 3, No. 1, 33-43  E-ISSN: 2807-1468 
 
 
 

 
 
 

35 
Correspondent Author: Performance of Clinical Nursing. E-Mail: gusty13.ferry@gmail.com 

 

 

 

Literature research has several notable characteristics. First, this research deals directly with text or 
numerical data, not with the field or eyewitnesses, in the form of events, people, or other objects. 
Second, the data is ready-made, meaning the researcher does not go anywhere except directly dealing 
with sources already in the library. Third, the data in the library is generally a secondary data source, in 
the sense that the researcher obtains data from the second hand rather than the original from the first 
hand in the field. Fourth, the condition of the data in the library is not divided by space and time. This 
research is qualitative. Following the object of this thesis study, this type of research is included in the 
category of library research. Using data from various primary and secondary references, these data were 
collected using documentation techniques by reading (text reading), reviewing, studying, and recording 
literature related to the problems discussed in this paper. 
Data collection technique 
Data collection techniques, in this case, the author will identify discourse from books, papers or articles, 
magazines, journals, the web (internet), or other information related to the title of writing to look for 
things or variables in the form of notes, transcripts, books, newspapers, magazines and so on. 
Then the following steps were taken: 1) Collecting existing data through books, documents, and internet 
magazines (web); 2) Analyze the data so that researchers can conclude about the studied problem. In 
essence, there is no specific reference in collecting data in this method, but not simply the data collected 
is used as research results because the human mind provides work guidance systematically and 
appropriately with the object of study. Therefore, specific techniques are needed so that the research 
results are systematic and objective. 
Two research instruments were used in this data collection; first, data collection in symbolic verbal, 
namely collecting manuscripts that have not been analyzed. In compiling this data, researchers can use 
recording equipment, such as photocopies and so on. 
Second, the data card serves to record the results of the data that has been obtained to make it easier for 
researchers to clarify the information that has been received in the field, besides that the data card also 
provides a solution if the first instrument is difficult to operate, the data card can be used instead of the 
first instrument. But with the consequence of the length of time in the location of the data source. 
The first thing that must be done in data collection is to determine the location of the search for data 
sources, such as libraries and research centers. After selecting the location, start looking for the data 
needed in the study. A researcher will read the data that is then obtained in the area because the main 
task of the researcher is to be able to capture the meaning contained in the library source. 
Data analysis technique  
The technique used in this thesis is the data analysis model of Miles and Huberman. In this model, 
qualitative analysis activities are carried out interactively and continuously until it is deemed sufficient. 
According to Kaelan, there are two stages in the data analysis technique in this library research. First, 
the analysis at the time of data collection is aimed at capturing the essence or core of the focus of the 
study that will be carried out through the sources collected and contained in the verbal-linguistic 
formulation; this process is carried out aspect by aspect, according to the research map. 
Second, after the data collection process is carried out, then re-analyze after the data is collected in the 
form of raw data that must be determined the relationship with each other. The data analysis activities 
of this model include data reduction, data display, and conclusion drawing or verification. The collected 
information does not necessarily fully answer the problems raised in the study; therefore, it is necessary 
to re-analyze the clarified data. 
In this early stage, data reduction selects, focuses, simplifies, abstracts, and transforms raw data into 
written records. 1) The aim is to carry out the findings, which then become the research focus. 2) Data 
display, in this stage, the data that has been reduced is then displayed to provide an understanding of 
the data to determine the following steps to be taken by a researcher in the research process. 3) 
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Concluding after data reduction is carried out, conclusions are made, or conclusions are drawn from the 
data that have been studied; from these conclusions, new findings from the research carried out are 
presented. However, these results can still be re-examined, and re-reduced; displaying data and 
returning will produce conclusions, and so on, to get maximum results. 
 
3. Result and Discussion 
Performance of Clinical Nursing Staff 
These human resources are required to continue to develop capabilities proactively within the 
organization or agency. The human resources needed by organizations or agencies at this time are 
human resources that can grow continuously and are able and willing to help organizations or agencies 
in any condition so that the trust given by the organization or agency to the employee or staff will be 
reciprocated with an increase. The ability of the employee or staff itself (Gani et al., 2019; Rijal et al., 
2019; Sahabuddin et al., 2019; Sawitri et al., 2019; Yusriadi, Farida, et al., 2019). The importance of 
commitment for each employee or staff to the organization or agency to achieve what is desired. 
Human resource development influences organizational commitment. One of the factors that can affect 
the career development and human resources of an employee or staff is Loyalty or responsibility to the 
organization; it is the dedication of an employee or staff who wants to continue working in the 
organization where he works for an extended period. 
Competencies possessed by an employee must constantly be developed to achieve the vision and 
mission of the organization. Every organization expects success, and achieving this success requires 
quality employees. Competencies consist of several different types of characteristics that drive 
behavior. Therefore, it is necessary for employees who have high competence because competence will 
be able to support the improvement of employee performance and support the organization in achieving 
its goals. 
Competence also influences organizational commitment; there are several categories of competence: 1) 
relationship is a category of competence related to communication, working well with others, and 
satisfying their needs. Competencies related to relationships include cooperation, service orientation, 
interpersonal care, organizational intelligence, relationship building, conflict resolution, attention to 
communication, and cross-cultural sensitivity; 2) leadership is a competency related to leading the 
organization and people to achieve the goals, vision, and goals of the organization. Competencies 
related to administration include visionary leadership, strategic thinking, entrepreneurial orientation, 
change management, building organizational commitment, and building focus and purpose. 
The program for fostering bodyguards and nursing staff, commonly referred to as nursing supervision, 
is a series of nursing management activities (Ahdan et al., 2019; Hasbi et al., 2019). For this reason, 
supervisors and leaders need an understanding of supervision, both regarding concepts, experience, 
goals, objectives, functions, and techniques for carrying out supervision so that they can do it properly 
because supervision in nursing has a considerable influence on increasing the work commitment of 
employees and nursing staff. In turn, this can improve the quality of health and nursing. 
An employee or staff who has quality professionals must commit to the organization or agency. 
Therefore, every employee or team must have the principle of advancing the organization or agency to 
realize the goal following what we want together. Organizational commitment is a relationship between 
members and the organization, for example, between employees or staff and the office where they work. 
A good relationship will arise if the employee or staff is loyal and can identify with the organization. 
Organizational commitment is also influenced by the professionalism of the employee or staff and 
impacts the performance of the employee or team (Tamsah et al., 2020). 
The implementation of quality and quality health services in a hospital agency is influenced by the 
performance of HR (Human Resources), one of which is nurses. Performance is defined as the quality 
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and quantity of work an employee or staff can do following the responsibilities assigned to him by his 
superiors. 
Human Resource Development programs will benefit the organization and the employees or staff. 
Agencies will benefit from increased performance, productivity, stability, and flexibility to adapt to an 
ever-changing environment. Human resource development (HR) is a process, not just a set of 
mechanisms and techniques. Instruments and methods such as performance appraisal, counseling, 
training, and organizational development interventions are used to initiate, facilitate and promote this 
process on an ongoing basis (Sahid et al., 2020; Usman et al., 2020; Zacharias et al., 2021). 
Organizations can facilitate this development process by planning for it by allocating organizational 
resources. 
Factors Affecting the Performance of Clinical Nursing Staff 
HR development influences the performance of employees or staff. Human resources are employees 
who are ready, capable, and alert to achieving organizational goals. High-quality human resources can 
create comparative and competitive-generative-innovative value using the highest energies, such as 
intelligence, creativity, and imagination, no longer solely using gross energy, such as raw materials, 
land, water, muscle power, and so on. Human Resource Development is an activity that must be carried 
out by the organization so that the knowledge, abilities, and skills of employees follow the demands of 
the workers being carried out (Prakoso et al., 2021; Tamsah et al., 2021). Development activities are 
expected to improve and overcome deficiencies in carrying out workers following the development of 
science and technology carried out by the organization. 
In improving employee performance, it is necessary to know what competencies must be possessed by 
the employee because a competent employee will be able to provide his best abilities to the organization 
or agency so that the productivity of the organization or agency can increase. The competencies 
possessed by employees must follow the competencies required in the field that can exceed the 
minimum level set. 
Competence also influences staff performance; competence is defined as a personal aspect of an 
employee that enables him to achieve superior performance. Emotional factors include traits, motives, 
value systems, attitudes, knowledge, and skills. Competencies will direct behavior, while behavior will 
produce performance (Misnawati et al., 2021; Setiawan et al., 2021). Competencies consist of several 
different types of characteristics that drive behavior. These characteristics are evident in how a person 
behaves in the workplace. Competence is about people and what they can do, not what they might do. 
Competence is found in people who are classified as superior or effective performers. 
Achieve performance in an organization requires a supervisor who can carry out a good role, namely 
understanding the role, position and responsibilities. The importance of the supervisor's role in the 
performance of employees or staff so that with these activities, employees or staff can obtain new 
guidance and insights for better development and can also improve the professionalism of employees 
or staff in the organization or agency (Nellyanti et al., 2021). 
In addition to human resource development and competence factors that affect staff performance, 
supervision factors also affect staff performance. One group of variables that affect employee 
performance is organizational variables, including resources, leadership, rewards, structure, job design, 
supervision, and control. One of the indicators that can measure supervision/supervision is comparing 
work results with the work size or standard of work (Zamad et al., 2021). Comparison of work results 
with the size is a measure of an essential action in determining excellent or lousy control that occurs in 
the situation. Comparing the achieved and the desired performance planning will determine the action 
taken. 
In an organization or agency, every employee or staff must be professional at work to have an attitude 
of optimizing energy, knowledge, skills, time, and resources following the field being undertaken so 
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that it will affect the performance of the employee or staff. In working, every human resource must have 
professionalism because professionalism contains expertise, skills, and abilities in doing work and has 
high quality and quality; there is a desire to spur missions in progress to develop their careers and 
organizations or agencies (Jufri et al., 2021; Sabrang et al., 2021; Triono et al., 2021). This is where 
professionalism is needed, which plays a role in organizations at various levels of management to 
mobilize existing human resources rationally so that performance reaches the goals and objectives to 
be achieved. 
Work professionalism influences staff performance. An individual who holds a particular position must 
have high professionalism to carry out his work effectively. Professionalism is an ability or expertise to 
carry out or perform a job or task based on skills and knowledge and supported by the work attitude 
required by the job. The expertise possessed by a person is related to the knowledge and skills retained. 
Organizational commitment can be translated into three individual characteristics, namely, a strong 
belief in and acceptance of the values and goals of the organization, a desire to provide the best results 
for the benefit of the organization, and trying to maintain membership in the organization, therefore 
one's commitment to the organization will significantly affect their activities at work which is shown 
through their performance. 
Organizational commitment also influences staff performance; performance can be good if employees 
have work commitments, the level at which employees have work commitments with agencies, and 
employee responsibilities to the office. Performance factors are also influenced by motivation, job 
satisfaction, stress level, the physical condition of work, compensation system, job design, commitment 
to the organization, and other economic, technical, and behavioral aspects (Aci et al., 2021; Mulyana et 
al., 2021; Sukri et al., 2021). 
Based on Law Number 44 of 2009 concerning Hospitals, hospitals are health service institutions that 
provide complete individual health services and inpatient, outpatient, and emergency services. The task 
of public hospitals is to carry out health service efforts efficiently and effectively by prioritizing healing 
and recovery, which is carried out in a harmonious and integrated manner with improvement and 
prevention as well as the implementation of referral efforts. Meanwhile, the function of the hospital is 
to provide medical treatment and recovery services following hospital service standards; as the 
maintenance and improvement of individual health through complete second and third-level health 
services according to medical needs; as the organization of education and training of human resources 
in the context of increasing capacity in the provision of health services; as the organization of research 
and development and screening of technology in the health sector in the context of improving health 
services by taking into account the ethics of science in the health sector. 
Human resource development for employees is a systematic learning and training process to improve 
their competence and performance in their current job and prepare themselves for future roles and 
responsibilities. The need for increasing the resources of employees or staff in organizations or agencies 
because it is a very dominant and most important factor in employees or staff in general. Human 
resource development is significant in an organization or agency and is essential for the success of the 
organization or agency in achieving the desired goals. Therefore, increasing human resource 
development is necessary. Increased human resource development must be planned as well as possible 
to get the results as expected. 
 
4. Conclusion 
In the context of fostering employees and staff, Hospitals in North Maluku Province provide flexibility 
to employees and staff to develop their potential through employee and staff human resource 
development programs to achieve program goals or organizational goals. The development of human 
resources for employees and staff results in changes in the habits and ways of working of employees 
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and staff, attitudes, acquiring knowledge and skills. At the Hospital in North Maluku Province, 
employees and staff have yet to fully realize the importance of developing human resources for 
employees; this can be seen from the limited ability, position, or higher position even though he has 
worked for many years and lacks knowledge and skills. Employees towards their work because there 
are still employees who ask for their work to be completed by other employees who are their 
responsibility, and there needs to be more disorientation in participating in employee development 
programs provided by the organization (Reynilda et al., 2021). 
Competence is each individual's workability, which includes knowledge, skills, and work attitudes. This 
means that nursing staff must master nursing concepts and theories obtained through formal or non-
formal learning, apply or use ideas in carrying out nursing practice on patients and be able to analyze 
or evaluate the patient's condition. Competence can be said to be excellent or appropriate if a nursing 
staff has knowledge and abilities in nursing staff. Nursing staff will be able to carry out work optimally 
in doing work. 
The low competence of nursing staff at hospitals in North Maluku Province is often the cause of patient 
complaints about the services provided by hospitals. So that if the hospital management fails to address 
the competence of the nursing staff immediately, the number of patient visits will decrease from time 
to time. Competencies need special attention for hospitals to improve the work of nursing staff. 
Therefore, the competence of the nursing staff will be more satisfied with achieving the hospital's goals. 
Nursing supervision is a monitoring and coaching activity carried out continuously by supervisors. It 
includes nursing service problems, employment problems, and equipment so that patients receive 
quality service at all times (Fatmawati et al., 2021). One of the supervisor's functions is to supervise the 
implementing nursing staff to increase the knowledge and skills of the implementing nursing staff to 
realize an increase in the quality of performance. The implementation of supervision is aimed at 
monitoring whether all nursing staff carries out their duties as well as possible, following the 
instructions or provisions that have been outlined, and at how to improve the ongoing nursing process. 
The effectiveness of supervision can be evaluated by assessing the perception of the person being 
supervised about the implementation of supervision carried out by the supervisor. 
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