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ABSTRACT

This study aims to determine and analyze the Effect of Job Analysis (Job Analysis) On Employee
Performance On PT.Hayati Pratama Mandiri West Sumatra. This research is exploratory research
with research sample that is as much as 186 people. This study uses multiple regression analysis
with the help of SPSS program version 22.00 with the results of research that is 1) Job
description has a positive and significant impact on employee performance in PT.Hayati Pratama
Mandiri West Sumatra. The better the existing job description, it will improve the performance of
employees of PT. Hayati Pratama Mandiri, 2) Job specifications have a positive and significant
impact on employee performance. The more exact job specification which means that each job
has the exact requirements specifications and employees obtained in accordance with the
specified specifications, it will improve the performance of employees PT.Hayati Pratama
Mandiri, and 3) Job evaluation has a positive and significant impact on employee performance at
PT. Hayati Pratama Mandiri. The better performing job evaluation will improve employee
performance.
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INTRODUCTION

The success of an organization is strongly influenced by the performance of its employees. Every
organization and company will always strive to improve employee performance, in the hope that
what the company's goals will be achieved. One business today continues to experience
development is the automotive business.Companies engaged in the automotive sector are PT.
Hayati Pratama Mandiri.PT. Hayati Pratama Mandiri, is a distributor or main dealer of Honda
motorcycles in West Sumatra.

PT Hayati Pratama mandiri annually conducts an assessment of employee work which will be
used as a basis for providing annual work prizes and also for selecting the best employees. This
assessment is also used as an ingredient to increase employee career levels.

Based on the information from the Manager of PT.Hayati Pratama, it can be seen that the
problem is that the existing performance appraisal has not been able to satisfy all parties so that
an employee's assessment appears that the employee's assessment is not fair and transparent. This
phenomenon arises because there is no standard measure of assessment made for all employees.
When drawn to the root of the problem, the problem is the less optimal analysis of the work done
by the company.
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LITERATURE REVIEW
Effect of Job Description on Employee Performance

Performance assessment is done by comparing the performance of each employee with the
company's performance standards. Managers use job descriptions to determine work activities
and performance standards. Employees with good performance will meet the performance
standards set by the company. Good performance reflects job descriptions correctly and vice
versa. Poor performance indicates that job descriptions have not been implemented properly
(Pattisahusiwa, 2013). It is also supported by Zubair and Khan (2014) Job descriptions or
positions must be clearly defined for each position so that the official knows the duties and
responsibilities he must do.

H1:Job description has a positive and significant effect on employee performance.
Effect of Job Specifications on Employee Performance

Job specifications are obtained from a description that focuses on the requirements regarding the
person needed by a position. Job specifications are actually a requirement that is determined to
get employees that are in accordance with the needs of the company. Therefore, the company
must strive so that employees who are accepted meet the specified job specifications. This is
done so that they are able to work in accordance with what the company wants and are able to
improve performance so that the company's goals will be achieved (Musyoka et.l, 2016). This is
also reinforced by Zubair and Khan (2014) that in order to assess employee performance or
performance, and distinguishing between employees who have high achievers and those who do
not, it is necessary to specifically specify important and noncritical work requirements.

H2: Job specifications have a positive and significant effect on employee performance.
Effect of Job Evaluation on Job performance

The results of research conducted by Kelatow, et al (2016) show that job evaluation has a
significant influence on employee performance. Where job evaluation is a good tool to determine
whether employees have provided adequate work results and have carried out performance
activities in accordance with the work standards set by the organization, such as job productivity,
job knowledge, reliability, the presence and timeliness of work, and independence .

H3: Job Evaluation has a positive and significant effect on employee performance.

METHODOLOGY
Population and Sample

The population in this study includes all employees of PT.Hatiati Pratama Mandiri, West
Sumatra, amounting to 350 people with a working period of more than 3 years. Determination of
employees whose working period is more than 3 years as a population is based on the
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consideration that employees with a work period of more than 3 years have carried out job
evaluations.

In this study sampling will be carried out according to Sekaran (2006: 159). If the population in
the study was 350 people then the sample that could be selected was 186 people. So in this study,
there are 186 people who can be selected as samples.

Definition of Operational Research Variables

This study uses the dependent variable (Y) is the employee performance of the independent
variable (X) is job analysis (job analysis) which consists of job descriptions, job specifications,
and job evaluation, to measure employee performance, the researcher uses dimensions and
indicators derived from Sanjaya (2015) and to measure job analysis, the researcher uses
dimensions and indicators derived from Suthar, et.al (2014).

Data Analysis Technique

1. Descriptive Analysis, by presenting data into the frequency distribution table, calculating
the concentration value (in terms of mean, median, mode); and dispersed values (standard
deviation and coefficient of variation) and interpret them.

2. Research Instrument Testing includes: Instrument Validity Test and Instrument Reliability
Test

3. Classic Assumption Tests, Including: Normality Test, Multicollinearity Test, and
Heterocedasticity Test

4. Analysis of Multiple Linear Regression, using SPSS. The model used is:

Y=a+bx+bx+hb3x3+e

5. Determination Coefficient, The determination coefficient is essentially how far the model
explains the variation of the dependent variable.

6. Hypothesis Testing (t test), Partial hypothesis testing is done by t test.

DISCUSSION

Effect of Job Description on Employee Performance at PT. Hatiati Pratama Mandiri West
Sumatra.

Based on the hypothesis test in this study it was found that the job description had a positive and
significant effect on employee performance at PT. Hatiati Pratama Mandiri West Sumatra. This
means that if the company makes clear job descriptions such as work functions and
responsibilities that must be done by employees and the performance standards set by the
company then the employee's work will be done or in other words the performance of employees
will increase, and vice versa .This is consistent with Pattisahusiwa's research (2013).
Performance appraisal is done by comparing the performance of each employee with the
company's performance standards. Managers use job descriptions to determine the work activity
and performance standards. Employees with good performance will meet the performance
standards set by the company. Good performance reflects job descriptions correctly and vice
versa, poor performance indicates that job descriptions have not been implemented properly.
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This was also supported by Zubair and Khan (2014) Job descriptions or positions must be clearly
defined for each position, so that the official knows the duties and responsibilities that must be
carried out. Job description will provide assertiveness and standard of duty that must be achieved
by someone who holds the position. This description description is the basis for setting job
specifications and job evaluation for officials who hold that position. A less clear description
description will result in an official not knowing the duties and responsibility. This causes the
work to go wrong, even the official concerned becomes overacting. Herein lies the importance of
the role of the description job in every organization.

The following are the responses of respondents regarding the job description at PT Hayati
Pratama Mandiri West Sumatra which can be seen in the frequency distribution table of the above
job descriptions. From the table, it can be seen that PT. Hayati Pratama Mandiri West Sumatra in
providing work functions and work responsibilities in accordance with the company's vision and
mission, the performance standards set at PT. Hayati Pratama Mandiri West Sumatra is
transparent and free, PT. Hayati Pratama Mandiri West Sumatra considers employee skills in
work where company management organizes skills programs such as job rotation, approach to
learning while being guided, and learning to act, considering limits before giving assignments
and authority to employees, and providing resources such as capital, equipment, equipment and
others to assist employees in carrying out work and PT. Hayati Pratama Mandiri provides a
healthy environment for employees, for example creating a harmonious atmosphere among co-
workers, forming a healthy work team so that employee performance will increase and have an
impact on the company that the company's profit will increase.

Effect of Job Specifications on Employee Performance at PT. Hatiati Pratama Mandiri
West Sumatra.

Based on the hypothesis test in this study it was found that the job specifications had a positive
and significant effect on employee performance at PT. Hatiati Pratama Mandiri West Sumatra.
This means that if the employee has specifications in the work then the tasks and responsibilities
will be completed quickly or the employee's performance will increase, because the specifications
of the work discuss the technical expertise of employees, the same educational background as the
work, have mental and physical ability to work.

The following is the job specification at PT. Pratati Mandiri Pratama West Sumatra which can be
seen in the job specification frequency distribution table above, where employees of PT. Hayati
Pratama Mandiri West Sumatra has technical expertise in working. The last educational
background of employees who are accepted at PT Hayati Pratam Mandiri West Sumatra are
graduates of SMA / SMK, Diploma, Bachelor, and Masters. Employees working at PT Hayati
Pratama Mandiri West Sumatra have categories age from < 25 years to >40 years it is still in
accordance with the job and responsibilities given and the age greater than 40 years already has a
retirement period, employees have mental abilities in carrying out work, for example employees
have a strong mental at the time facing competent customers and PT. Hayati Pratama Mandiri is
one of the distributors or main dealers of Honda motorcycles in West Sumatra, so this requires
employees to have the physical ability to distribute Honda motorbikes to all regions in West
Sumatra.
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Job specifications are obtained from a description that focuses on the requirements regarding the
person needed by a position. Job specifications are actually requirements that are determined to
get employees that are in line with the company's needs. Therefore, the company must strive so
that employees who are accepted meet the specifications of the assigned position. This is done so
that they are able to work in accordance with what the company wants and are able to improve
performance so that the company's goals will be achieved (Musyoka et.l, 2016). This is also
reinforced by Zubair and Khan (2014) that in order to assess employee performance or
performance, and distinguish employees who excel and those who do not, it is necessary to
specifically specify critical and noncritical work requirements.

Effect of Job Evaluation on Employee Performance At PT. Hatiati Pratama Mandiri West
Sumatra.

Based on the hypothesis test in this study it was found that job evaluation had a positive and
significant effect on employee performance at PT. Hatiati Pratama Mandiri West Sumatra. This
means that if the company conducts evaluations every year or every semester then this will
provide information about employee performance because the evaluation is a performance
appraisal process, whether the employee's performance has reached the standards set by the
company or has not reached the standard.

The following is an evaluation of the work at PT.Hatiati Pratama Mandiri in West Sumatra which
can be seen in the job evaluation frequency table above. From the table, it can be seen that the
process of self-evaluation is one of the job evaluations that have been carried out by PT.
HAYATI PRATAMA Mandiri, because this process is easy and does not require cost, then PT.
Hatiati Pratama Mandiri also conducts a feedback process in assessing the good employee's work
from leaders, colleagues, partners, or customers. The purpose of this evaluation is very important
because the evaluation process provides information about the performance of both employee
performance and organizational performance. The evaluation process compares the standards set
by the company with the achievement of employee performance. Employees can exceed
company standards if the employee has conformity with the job. The evaluation process provides
benefits for the organization and for employees. For employees is to improve morale. Increase
work relationships in the organization and as an assessment in compensation while for the
organization is the achievement of the objectives of the company to get profit.

The results of this study are in accordance with previous research, namely Kelatow et al. (2016)
shows that job evaluation has a significant influence on employee performance. Where job
evaluation is a good tool to determine whether employees have provided adequate work results
and have carried out performance activities in accordance with the work standards set by the
organization, such as job productivity, job knowledge, reliability, the presence and timeliness of
work, and independence .
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CONCLUSION

Based on the results of the analysis and discussion in the previous chapter, the following
conclusions can be drawn:

1. Job description has a positive and significant effect on employee performance at PT. Hatiati
Pratama Mandiri West Sumatra. The better the job description, it will improve the
performance of employees of PT. Hayati Pratama Mandiri.

2. Job specifications have a positive and significant effect on employee performance. The more
precise the job specifications, which means that each job has the right requirements
specifications and employees obtained in accordance with the specifications that have been
determined, it will improve the performance of employees of PT.Hayati Pratama Mandiri.

3. Job evaluation has a positive and significant effect on employee performance at PT. Hatiati
Pratama Mandiri. The better job evaluation will improve employee performance.

Research Implications

This study has implications in the field of human resources, especially in assessing the effect of
job analysis seen from job descriptions, job specifications, and job evaluation of the performance
of employees of PT. Hayati Pratama Mandiri, with the following details:

1. Based on table 4.9 concerning Average Variable Job Description, UP 5 indicator related to
company management provides sufficient resources to carry out the work to obtain the
lowest average value compared to other indicators which is 3.75. This indicates that lack of
resources has the greatest contribution in reducing employee performance. With the
addition of resources such as capital, equipment and work equipment will improve
employee performance. PT. Hayati Pratama Mandiri must improve or supplement existing
resources to improve the performance of its employees.

2. Based on table 4.15 concerning the Average Variable of Job Specifications, the SP 2
indicator is the background that is in accordance with the job obtaining the lowest average
value of 3.86. This indicates that the background owned by the employee is appropriate
with work has the smallest contribution in improving employee performance. For the future
will increase the attention of the employee's background, especially in education, where the
selected employees must have education that is in line with the work so that the
performance of the employee will increase due to having specifications in doing automatic
work naturally has a better performance.

3. Based on table 4.21 about Average Job Evaluation Variables, the EP3 indicator regarding
the evaluation process carried out is the best for the organization to obtain the lowest
average value of 3.89. This in theory indicates that the indicator has the greatest
contribution to reduce employee performance. The purpose of job evaluation is to provide
an assessment of employees and organizations, so that if performance standards are not
achieved, it will have a negative impact on employee performance and organizational
performance. For that it is necessary to do a job evaluation, where the evaluation provides
the best for employees and organizations.
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4. Based on table 4.32 about Average Variable Employee Performance shows the KK4
indicator of working in accordance with the function to obtain the lowest average value of
4.00. This proves that working in accordance with the function contributes to the
employee's performance. this needs to be fixed again because the employee works
according to the functions and responsibilities described in the job description in each
function.

Limitations of Research

This research is still far from perfection, therefore in the future more developed by the next
researcher. Some limitations in this study that can influence the results of the research are as
follows:

1. This research was carried out only to find out and analyze job analysis which was seen
from job descriptions, job specifications, and job evaluation on employee performance so
that the influence of other variables was unknown.

2. Objects and research samples taken are only limited to PT. Pratati Pratama Mandiri West
Sumatra.

3. This research is only based on data from the questionnaire and does not use in-depth
interview methods with all respondents in the study.

Research Advice
Based on the results of the research and conclusions obtained, several suggestions are given:

1. Subsequent research is expected to add and expand research objects and increase the
number of research samples used so that the results of the research are more accurate and
relevant.

2. Adding data collection methods through direct interviews with each respondent in order to
obtain more accurate facts about the conditions in the field.

References

Armstrong, Michael, 2012, Human Resource Management (language transfer by Sofyan).
Jakarta: PT. Gramedia Main Library.

Dessler, Garry. 2015. Human Resource Management (Indonesian Edition). Jakarta.
Dessler, Gary, 2009. Human Resource Management. Jakarta: Index.
Dessler, Gary. 2013. Human Resource Management. Jakarta: Salemba Empat.

Fajar, Siti Al and Tri Heru. 2015. Human Resource Management. Yogyakarta: YKPN College of
Management Sciences.

Gibson, James L. 2012. Organization. Jakarta: Erlangga.

Justine T.Sirait.2006. Understanding the Aspects of Managing Human Resources in
Organizations. Jakarta: Grasindo.

99



Jurnal STIE SEMARANG VOL 11 No 1 Edisi Februari 2019 ( ISSN: 2085-5656, e-ISSN :2232-7826)

Kaswan. 2012. Human Resource Management for Competitive Advantages of Organizations.
Yogyakarta: Graha limu.

Kelatow, C.G, Adolfina, Trang, I. 2016. Effect of Job Evaluation, Salary and Work Facilities on
Employee Performance in Hospital. Pancaran Kasih of Manado. EMBA Journal VVol.4 No.5
September 2016, Hal. 303-408.

Maltezou, U., & Johnes, H. D. 2013. Work Characteristics in Long-Term Temporary to
Permanent Workers: A prospective study among Finnish Health Care Personnels.
Economic and Industrial Democracy.33 (3): 357-377.

Mangkunegara, Anwar Prabu. 2009. Human Resource Management. Bandung: Teenagers
Rosdakarya.

Marwansyah. 2012. Human Resource Management. Bandung: Alfabeta.

Mathis, R.L. & J.H. Jackson. 2010. Human Resource Management. Human Resource
Management. Dian Angelia’s translation. Jakarta: Salemba Empat.

McClelland, David C. 2010. Entrepreneur Behavior and Characteristics of Entrepreneurs.The
Achieving Society.

Meryance, Yudi Rafani & Dini Pratiwi. (2014). Effect of Job Analysis and Career Development
on Employee Performance at the Regional Secretariat of Pangkalpinang City. Progressive
Scientific Business Management Journal (JIPMB). Vol. 1, Issue 1. ISSN: 2354-5682.

Moekijat. 2010. Human Resource Management. Bandung: CV.Mandar Maju.

Priansa, Donni Juni and Rismi Somad. 2014. Principal Management of Supervision and
Leadership. Bandung: CV Alfabeta.

Rivai, V. (2009). Human Resource Management For Companies From Theory to Practice.
Jakarta: Raja Grafindo Persada.

Robbins, Stephen P & Judge, Timothy. 2013. Organizational Behavior Edition 15. NewJersey:
Pearson Education.

Rothwell, W. J., & Kazanas, H. C. 2003. Mastering the instructional design process: A systematic
approach. San Francisco, CA: Jossey-Bass Publishers. A general text on the instructional
design process.

Sanchez, A. M., Pérez, M. P., Carnicer, P. L., and Jiménez, M. J. V. (2016), "Teleworking and
Workplace Flexibility: a study of impact on firm performance,” Personnel Review, Vol. 36
No. 1, pp. 42-64.

Sedarmayanti. 2014. Human Resources and Work Productivity. Jakarta: MandarMaju.
Sekaran, U. 2006. Research Methodology for Business. Jakarta: Salemba Empat.
Sekaran, U. 2011. Research Methodology for Business. Jakarta: Salemba Empat.

Sirait, J., T.2006. Understanding Aspects of Managing Human Resources in Organizations.
Jakarta: Gramedia Widiasarana Indonesia.

Sugiyono. (2008). Quantitative Research Methods and R & B. Bandung: Alfabeta.
100



Jurnal STIE SEMARANG VOL 11 No 1 Edisi Februari 2019 ( ISSN: 2085-5656, e-ISSN :2232-7826)

Suliyanto, A. 2011. Research Methodology for Business. Jakarta: Salemba Empat.

Suthar, B. K., Chakravarthi, T. L., & Pradhan, S. 2014. Impacts of Job Analysis on
Organizational Performance: An Inquiry on Indian Public Sector Enterprises. Procedia
Economics and Finance, 11 (14): 166-181.

Tanumihardjo, S., Hakim, A., and Noor, I. 2016. Effect of Position Analysis on Employee
Performance (Study at the Regional Secretariat of Malang Regency Government). Journal
of Public Administration (JAP), Vol. 1, No.6, pp. 1114-1122.

Wibowo. 2010. Performance Management. Fourth Edition. Jakarta: PT. RajaGrafindo Persada.

Withmore, John. 2014. Coaching for Performance, Art of Directing to Boost Performance,
Translation Y. Dwi Helly Purnomo. Jakarta: Gramedia Main Library.

Yoder, Dale. 2015. Personnel Management and Industrial Relations. New Delhi Prentice-Hall of
India Private Limited.

Zubair, S.S, and Khan, M.A. 2014. Job Analysis and Performance Management in Pakistan
Army: A Strategic Human Resource Management Perspective. Information and Knowledge
Management ISSN 2224-5758 (Paper) ISSN 2224-896X (Online) Vol.4, No.10, 2014.

101



