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ABSTRACT

The relationship between flow and performance of employees is the focus of research. The research subject is employees
who have worked for more than one year at the headquarters of PT. Pelindo IV (Persero) Makassar and they are in class
positions 10 to 16, about as 149 employees. The researcher used accidental sampling, with the number of respondents
as many as 63 employees. The Work-Related Flow Inventory measured the data of employee flow, and employee
performance obtained from the Employee Performance Assessment. Data were analyzed using the Spearman
correlation. The result showed that the magnitude of the relationship between variables is r = 0.260, with a significance
value of p = 0.039 <0.05. This article shows that there is a significant positive relationship between the flow and
performance of employees of the central office of PT. Pelindo IV (Persero) Makassar, so it can decide that the more the
frequency of flow felt then the optimal performance of employees of the Central Office PT. Pelindo IV (Persero)
Makassar. Based on the result, the employee who wants his performance still optimal should develop a positive work
through feeling the flow. It does with a focus, enjoy, dan making intrinsic motivation on the activities at work. Then

they can achieve the job satisfaction attached.
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1. INTRODUCTION

The duties and obligations of the developing human
being with the compound. Individuals who reach the
adult stage of development faced with the task of meeting
the needs of the economy. The way to meet the needs of
the economy either by working in a company [1]-[3].

People who choose the work in a company called an
employee dan their obligation to optimize all of its
potential resources at work. The employee is one
element that is vital for companies to achieve the
objectives to be achieved [4]-[7]. Employees have a
crucial role because of employees who run the
organization and the production of a company.

Companies need employees who continually display
an attitude and good work habits while doing all the tasks
assigned [8]-[13]. The previous study resulted that a
company concerned in the sector of employer branding.
It found that companies prefer employees who are
professional, active, energetic, confident, able to monitor
themselves, and who have the curiosity high. These

characters help employees in facing the challenges of
work and achieve excellent performance.

Song, etal [14] To explains that the employee’s
performance is the result of achievement or the ability
achieved by employees in performing their duties and
work obligations. The performance of good employees
can help achieve or not the intended purpose of the
company. The excellent performance also reflects the
ability of employees to complete their responsibilities as
an executor of the company’s operations in achieving the
company’s productivity.

Employee performance also has an impact on
business sustainability, because the performance of the
employees describes the company’s ability to meet the
customer, the services or products offered. Research
conducted Markos and Sridevi [15] suggested that the
company can meet the desires of its customers indicate a
good performance of employees. Employees who
perform well will be able to support the company to
sustain its business processes to produce the best service
and high productivity.
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Overcoming the problems concerning the
performance of employees need to understand the factors
that can affect employee performance. The overall
performance of employees influenced by individual
characteristics and environmental aspects of the
organization, but the most decisive factor is the factor of
individual employee performance environmental factors
only a supporting factor for the employees [16]-[20].
Personal factors include concentration, happiness, and
intrinsic motivation.

A happy employee will have a better performance
[21]. 1t compared to employees who demonstrate
senseless happy happiness strongly influenced by the
compatibility between the tasks and the fulfillment of the
expectations and needs of employees at work.

SOEs are facing market competition-free. One of
them is PT. Pelindo IV Makassar, as a state-owned
company, engaged in the business services in the field of
port services. The role of PT. Pelindo IV Makassar also
strongly supports the growth of the national logistics
system. However, its function still undervalued in
providing port services.

Ombudsman of the Republic of Indonesia (2014)
based on the authority stipulated in Law No. 37 of 2008
to investigate four major ports in Indonesia. One in the
Port of Soekarno Hatta under PT. Pelindo IV Makassar.
The results of the investigation explained that the low
ratings in the port sector due to the departure of the ship’s
waiting time and delivery time. Long waiting times cause
the export and import process is interrupted. The leading
causes of these problems partly because of the length of
the process data recap and permits the delivery of goods
than human resources both in quality and quantity are
needed to speed up the waiting time at the port. PT.
Pelindo IV consists of one central office in Makassar and
26 branch offices scattered in various areas in eastern
Indonesia. Head Office PT. Pelindo 1V Makassar has a
management function and a recap of all the branches and
operations of the port. The performance of employees
will affect the components so that the Central Office PT.
Pelindo 1V very needs human resources that have
excellent performance. Their performance makes a
higher company service dan productivity even though the
employees in a major company are not meet directly in
the port service.

The problems that exist in port services, especially
employees, usually occur in the Central Office PT.
Pelindo IV Makassar, which has been described above,
requires attention for the company to fix it to remain
competitive. Most companies associate the performance
of employees by extrinsic factors such as salary and
forget the intrinsic factor derived from the subjective side
of each employee as flow. That makes researchers feel it
is essential to conduct a quantitative study entitled “Flow
Relations and Employee Performance in PT. Pelindo IV
(Persero) Makassar .
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2. METHOD

The current state of individual flow is happy
indicators doing his job, to exert control over his mind to
be fully engaged and enjoying the work. The independent
variable in this research is employee performance about
job quality and quantity with the standard and also period
predetermined time to complete their responsibilities.
Employee performance is measured using the Employee
Performance Assessment Guidelines (EPAG) PT.
Pelindo IV includes three components, namely the Key
Performance Indicator (KPI), assessment of competence,
discipline, and punishment.

The criteria of the population in this study are
employees of PT. Pelindo IV (Persero) Makassar, which
has the following

a. Employees with class positions 10 to 16, because the
job class is a staff whose performance is evaluated by
an officer or immediate supervisor. Also, staff
directly contact the tasks related to the company so
that its performance and productivity essential
assessed.

b. Employees with working experience are more than
one year, or who have passed the performance
assessment one last year.

Based on these criteria, sampling using accidental
sampling. The results of the data collection were obtained
as many as 63 employees as the study sample.

Employee performance obtained from secondary
data. It is taken from the outcome of Employee
Performance Assessment (EPAG) Head Office PT.
Pelindo 1V Makassar last performed, i.e., the period
January 2014 to December 2014, is divided into five
predicates based on the value obtained. Data in Table 1
shows the Employee Performance Assessment.

Table 1. Employee Performance Assessment (EPAG)
Head Office PT. Pelindo IV Makassar

Score Range Category
351-4 Parties
3.01-3.50 Very Good
2,51-3 Good
2.01-2.50 Enough
<2 Less

Data flow measured by using a scale that has been
adopted by researchers based on the scale of The Work-
Related Flow Inventory (WOLF) [22], which consists of
seven alternative answers. Each answer has seven scores
of range. Data in Table 2 shows the Work-Related Flow
Inventory.

The scale based on the absorption aspect, work
enjoyment, and intrinsic work motivation
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Table 2. The Work-Related Flow Inventory (WOLF)

Scores Category
Always

Very Often

Often

Sometimes
Usually

Almost Never

RN WO o N

Never

Analysis of the data used to examine the relationship
between flow and employee performance is by using
Spearman correlation analysis techniques, statistical
calculations to test the hypothesis using SPSS (Statistical
Package Service Solutions).

3. RESULTS AND DISCUSSION

A preliminary study that researchers do is to do
interviews with officials in the Directorate of Human
Resources and General Office PT. Pelindo IV Makassar
got the results that it is considered an excellent employee
performance. However, there are still some employees
whose performance under the other employees. Data
form Employee Performance Assessment (EPA) on
January - December 2014 on 228 employees. The result
is there are 21% of employees whose performance is
below the average of other employees. Comparing The
result of performance decreased when compared with the
results of the EPA in the period January 2012 - December
2012. Only 2% of employees who have results below the
average obtained by other employees, while the data on
the EPAG in the period January - December 2013
obtained data can not be accessed.

Researchers also surveyed 20 employees at the Head
Office of PT. Pelindo IV regarding his views on the task
at hand every day. The survey results that there are four
employees looked at the challenges of duty higher than
their ability. While there are 11 employees looked at
balanced, and four people look at lower. However, there
is one person who looked at a very lower than ability.
Bakker [22] explains that the primary condition to
achieve flow; individuals should look at the challenges of
its activities by the capabilities. If employees look at the
challenge of a higher duty than the ability, it will cause
stress or anxiety. Whereas if the employee looked at the
challenges of task lower than its capacity, it would cause
boredom. The analysis resulted in most of the employees
at the Central Office of PT. Pelindo IV (Persero)
Makassar is the subject of research that has a frequency
flow in the medium category. Data in table 3 shows the
frequency flow of employee performance.

Most of the employees in the central Office of PT.
Pelindo 1V (Persero) Makassar has an excellent

performance in the category. Figure 1 shows the
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performance level of employees.

Table 3. Frequency Flow of Employee Performance at

The Central Office of Pelindo IV (Persero)

Frequency Percentage (%0) Category

6 9,5% Very often

10 15,9 Often

24 38,1 Moderate

19 30,2 Rarely

4 6,3% infrequent
D special
@ very good
Ogood
DOsufficient
Blow

Figure 1 The level of employee performance at the
central office of PT. Pelindo IV (Persero) Makassar

Results of hypothesis testing using the Spearman
technique showed that the correlation coefficient
between the flow with the employee’s performance is
equal to 0.280 (r = 0.280) with significant value is 0.013
(p <0.05). The correlation coefficient and the significant
value that indicates that there is a positive relationship
between the flow with employee performance in PT.
Pelindo 1V (Persero) Makassar. It shows that the more
often feel the flow conditions, the more optimal
performance of employees. This performance is
following the opinion of Hadi (2009) mentions that the
correlation coefficient lies between 0,000 to +1.000 or -
1.000. The value significance obtained was p = 0.013,
which means that Ha accepted, and Ho rejected.

These results of interviews with two employees
indicated the organizational climate within the company.
Social support from coworkers also makes for the
harmonious working environment, so that employees can
feel comfortable and able to enjoy a work activity.
Another result of the interview that clarity of
responsibility felt by the subject while working, causing
a sense of responsibility of employees to a given task.
Clarity of responsibilities also encourages employees to
pay more attention to their duties. This creates a sense of
recognition of ability and a sense of responsibility.
Therefore, employees seek to optimize their
performance.
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4. CONCLUSION

Based on the analysis results obtained can be
concluded that there is a positive relationship between the
flow with employee performance in PT. Pelindo IV
(Persero) Makassar. It means that the more the frequency
of flow felt then the optimal performance of employees.
Based on these conclusions, employees who want to
maintain their optimal performance must develop a
positive work-life. This is obtained by frequently feeling
the flow, focusing on activities at work, enjoying every
work activity to stay motivated, and creating intrinsic
motivation to work for job satisfaction.
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